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Fair Work Act 2009 
s.185—Enterprise agreement

Victorian Hospitals’ Industrial Association
(AG2022/1243)

VICTORIAN PUBLIC MENTAL HEALTH SERVICES ENTERPRISE 
AGREEMENT 2020-2024

 Health and welfare services

 DEPUTY PRESIDENT YOUNG MELBOURNE, 17 JUNE 2022

Application for approval of the Victorian Public Mental Health Services Enterprise 
Agreement 2020-2024

[1] The Victorian Hospitals’ Industrial Association (VHIA) has made an application for 
approval of an enterprise agreement known as the Victorian Public Mental Health Services 
Enterprise Agreement 2020-2024 (the Agreement) pursuant to s 185 of the Fair Work Act 2009 
(the Act). The Agreement is a single-enterprise agreement.

[2] The VHIA has requested that the Commission exercise the discretion available to it 
under s 586(a) of the Act to allow a correction or amendment to the proposed Agreement. The 
correction involves an amendment to pay rates for Grade 2 (Year 1 to 4) UG1 Health 
Professionals and the pay rate for the classification of Level 3 Year 3 Experience Worker. The 
VHIA submits that the pay rates for the Grade 2 (Year 1 to 4) UG1 Health Professionals and 
for Level 3 Year 3 Experience Worker classification from the first pay period after 1 July 2024 
contained in the Agreement were incorrect and did not reflect the rates of pay agreed to by the 
parties.

[3] I am satisfied that it is appropriate for the Commission to exercise the discretion 
available to it to correct the Agreement in the manner proposed on the basis that the correction 
is administrative in nature only, and simply to ensure the Agreement accurately reflects what 
was agreed to and approved by the parties and the employees who voted to approve the 
Agreement. 

[4] The VHIA has provided a revised copy of the Agreement that contains the amended pay 
rates. It will now be published on the Commission’s website.

[5] The VHIA has provided written undertakings. A copy of the undertakings is attached at 
Annexure A. I am satisfied that the undertakings will not cause financial detriment to any 
employee covered by the Agreement and the undertakings will not result in substantial changes 
to the Agreement. The undertakings are taken to be a term of the Agreement.
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[6] Subject to the undertakings referred to above, on the basis of the material contained in 
the application, the accompanying statutory declaration and the additional information provided 
by VHIA, I am satisfied that each of the requirements of ss 186, 187, 188 and 190 as are relevant 
to this application for approval have been met. 

[7] The Australian Nursing and Midwifery Federation and the Health Services Union, being 
bargaining representatives for the Agreement, have both given notice under s 183 of the Act 
that they seek to be covered by the Agreement.  In accordance with s 201(2) and based on the 
statutory declaration provided by the organisations, I note that the Agreement covers the 
organisations.

[8] The Agreement was approved on 17 June 2022 and, in accordance with s 54, will operate 
from 24 June 2022. The nominal expiry date of the Agreement is 31 December 2024.

DEPUTY PRESIDENT

Printed by authority of the Commonwealth Government Printer

<AE516311  PR742755>
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Annexure A

VHIA Victorian Hospitals' Industrial Association 
B8 Moribyrnong Street, Foot1<roy VIC 3011 ••" n ,,..,, .., 
Switchboard 03 98614000 Employment Advice 1800 729 329 
Fax 03 9867 8540 Email vhio(lvhio.com.ou www.vhia.com.au 

IN THE FAIR WORK COMMISSION 

FWC Matter No.: AG2022/1243 

Applicant: VICTORIAN HOSPITALS' INDUSTRIAL ASSOCIATION 

Section 185 - Application for approval of a single enterprise agreement 

Undertaking -Section 190 

I, Timothy Nagle, Manager Workplace Relations Services have the authority given to me by the 
Employers to give the following undertakings with respect to the Victorian Public Mental Health 
Services Enterprise Agreement 2020-2024 ("the Agreement"): 

1. Deductions 
Any deduction carried out by the employer pursuant to clauses 77.3(g), 162.2 or 
208.2 will not deduct from an entitlement that arises under the NES. 

2. Carer's Leave 
An Employee who takes Carer's Leave will be afforded no less than the 
entitlement that arises under section 97 (Taking Paid Personal/Carer's Leave) and 
section 102 (Entitlement to Unpaid Carer's Leave) of the Fair Work Act 2009 (Cth). 

3. Public Holidays 
Despite clauses 104.4, 145.5, 197.5 and 236.4, the substitution of public holidays 
may only occur by agreement between the Employer and individual Employee's 
pursuant to section 115(3) of the Fair Work Act 2009 (Clh) 

4. Welfare Workers Class 2 Year 1 to 4 weekly rates of pay 
A Welfare Worker Class 2 who meets the definition of Health Professional - Level 
2 within the Health Professionals and Support Services Award 2010 will receive no 
less than the corresponding pay point in the following table: 

Award Classification 
Health Professional Emolovee Level 2 - Pav Point 1 
Health Professional Emolovee Level 2 - Pav Point 2 
Health Professional Emolovee Level 2 - Pav Point 3 
Health Professional Emolovee Level 2 - Pav Point 4 

5. Casual Loading calculation 
The following classifications within Section 3 of the Agreement will be paid 
overtime on a compounded basis (Overtime rate x 1.25) in accordance with the 
Modem Award: 
a) Welfare Worker Class 1 Year 5 
b) Welfare Worker Class 1 Year 6 
c) Welfare Worker Class 2 Year 1 to 4 
d) Youth Worker Class 2 Year 1 to 4 

Our members care for people. VHIA cares (or its members. 
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e) Child Psychotherapist Level 4 

6. Span of Hours - Casual Employees 
A casual day worker will not receive any less payment under this Agreement than 
they would under the applicable Modem Award. 

7. Health Professionals Shift Penalties 
The calculation of shift penalties in clause 127 is based on a percentage of the 
applicable weekly rate. 

8. Annualised Salaries (Royal Children's Hospital only) 
Where an Employee is: 
a) employed as a Management and Administrative Officer Grade 1A to Grade 4 

at the Royal Children's Hospital and; 
b) Is In receipt of an annualised salary, 

they will be paid no less than what they would receive if they were employed under 

the Health Professionals & Support Services Award. 

9. Casual Minimum Engagement - Section 2 (Registered Nurses/Enrolled 
Nurses & MHO's) or Section 3 (Health Professionals) 
A casual Employee classified under Section 2 (Registered Nurses/Enrolled Nurses 
& MHO's) or Section 3 (Health Professionals) will have a minimum period of 
engagement as follows: 
a) Section 2 - minimum of 2 hours pay for each engagement 
b) Section 3 - minimum of 3 hours pay for each engagement 

10. Nurses and Mental Health Officers - Part Time Hours (excluding RUSON, 
Nursing Indigenous Health Cadet) 
Before commencing part-time employment, the employer and employee will agree 
in writing to the guaranteed minimum number of hours to be worked and the 
rostering arrangement which will apply to those hours. 

11. Health Professionals and Support Services - Part Time Hours (excluding 
Lived Experience Workers and Management & Administrative Workers Grade 
5 or above) 
Before commencing employment, the Employer and Employee will agree in writing 
on a regular pattern of work including the: 
a) number of hours to be worked each week; 
b} days of the week the employee will work; and 
c) starting and finishing times each day. 

The terms agreed may be varied by agreement and recorded in writing. 

These undertakings are provided on the basis of issues raised by the Fair Work Commission in 
the application before the Fair Work Commission. 

17J /If_/ (_ 
Signature ' 

15 JUNE 2022 
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2 

f_p_n_4_



VICTORIAN PUBLIC 
MENTAL HEALTH 

SERVICES ENTERPRISE 
AGREEMENT 2020-2024 

L \344187946.1 

f_p_n_5_

FloydL
UT



SECTION 1 (COMMON TERMS) I PART A: PRELIMINARY 

SECTION 1: COMMON TERMS 

SECTION 1 I PART A: PRELIMINARY 

1. Title 

This Agreement shall be known as the Victorian Public Mental Health Services Enterprise Agreement 
2020-2024 (Agreement). 

2. Index 

1 

10 Hour break between overtime/recall (Registered 

Psychiatric Nurses/ Enrolled Nurses and Mental 

Health Officers) 134 

A 

Aborigina I Healthcare Worker T raineeshi p (Mental 

Health) 92 

Absence on Defence Leave 58 

Accident Make up pay 50 

Accrued Days Off (Health and Allied Services) 241 

Accrued Days Off (Management and Administrative) 

268 

Additional Payment of Wages Provis lo ns (Registered 

Psychiatric Nurses/ Enrolled Nurses and Mental 

Health Officers) 119 

ADOs (Health Professionals) 212 

Alternative Dispute Resolution Procedure 32 

Amenities (Health and Allied Services) 258 

Annual Leave (Health and Allied Services) 248 

Annual Leave (Health Professionals) 218 

Annual Leave (Management and Administrative) 273 

Annual Leave (Registered Psychiatric Nurses / 

Enrolled Nurses and M ental Health Officers) 139 

Annual Retention Payment - MHO only (Registered 

Psychiatric Nurses / Enrolled Nurses and Mental 

Health Officers) 119 
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Annual Retention Payment (Health and Allied 

Services) 231 

Annual Retention Payment (Health Professionals) 207 

Annual Retention Payment (Management and 

Administrative) 261 

Annualised Salaries (Management and 

Administrative) 264 

Anti-Discrimination 19 

B 

Best Practice (Management and Administrative) 260 

Best Practice Employment Commitment (BPEC) 103 

Blood Donor Leave 57 

Breastfeeding 100 

C 

Casual Conversion 43 

Casual Employment -Caring responsibilities 

(Registered Psychiatric Nurses/ Enrolled Nurses and 

Mental Health Officers) 148 

CATT On-<:all/ Recall Allowances (Health 

Professionals) 216 

CATT On<all/ Recall Allowances (Registered 

Psychiatric Nurses I Enrolled Nurses and Mental 

Health Officers} 134 

Ceremonial leave 59 

Change of Shift Allowance -PEN and MHO 

(Registered Psychiatric Nurses/ Enrolled Nurses and 

Mental Health Officers) 122 

2 
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Chief Executive Officers (Management and 

Administrative) 287 

Chief Structures (Health Professionals) 230 

Childcare Reimbursement (Registered Psychiatric 

Nurses/ Enrolled Nurses and Mental Health Officers) 

122 

Childcare Reimbursement (Health and Allied Services) 

237 

Childcare Reimbursement (Management and 

Administrative) 266 

Classification decisions (Registered Psychiatric Nurses 

/ Enrolled Nurses and Mental Health Officers) 168 

Classification standards (Registered Psychiatric 

Nurses/ Enrolled Nurses and Mental Health Officers) 

168 

Classification structures (Registered Psychiatric 

Nurses/ Enrolled Nurses and Mental Health Officers) 

167 

Classifications (Health and Allied Services) 259 

Classifications (Management and Administrative) 287 

Classifications and wages (Health Professionals) 229 

Clinical Supervision (NOT LEW) (Health Professionals) 

228 

Clinical Supervision {Registered Psychiatric Nurses/ 

Enrolled Nurses and Mental Health Officers) 155 

Commencing Grades Nursing (Registered Psychiatric 

Nurses/ Enrolled Nurses and Mental Health Officers) 

167 

Community Mental Health Discipline Mix 90 

Corn mu nity Mental Health Engagement Worker 91 

Community Workload Management System (CWMS) 

93 

Commuted Allowance 54 

Compassionate Leave 60 

Consultation 21 

Consultation about changes to rosters or hours or 

work24 
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L\344187946.1 

Conversion of Unused Sick Leave to Annual Leave -

Royal Children's Hospital (Management and 

Administrative) 275 

Copy of Agreement 19 

Coverage 17 

Crisis Team Workload Management System (CTWMSJ 

96 

D 

Damaged clothing allowa nee (Health Professionals) 

208 

Damaged Clothing Allowance (Registered Psychiatric 

Nurses/ Enrolled Nurses and Mental Health Officers) 

122 

Daylight Saving 56 

Definitions 15 

Definitions Specific to Section 4 of this Agreement 

(Health and Allied Services) 231 

Definitions Specific to Section S of this Agreement 

(Management and Administratwe) 260 

Definitions specific to this Part of this Agreement 

(Health Professionals) 205 

Definitions Specific to this Section of this Agreement 

(Registered Psychiatric Nurses/ Enrolled Nurses and 

Mental Health Officers) 116 

Demand Escalation Policy 96 

Discretionary backfill for certain absences (Health 

Professionals) 213 

Discretionary Leave Without Pay - Royal Children's 

Hospital (Management and Administrative) 275 

Disputes Resolution Procedure_30 

Dual Part-Time Appointments (Health and Allied 

Services) 232 

Duty roster{Health Professionals) 212 

E 

Education and Training - Royal Children's Hospital 

( Management and Administrative) 285 

Employment Arrangements (Registered Psychiatric 

Nurses/ Enrolled Nurses and Mental Health Officers) 

118 

3 
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Examination Leave (Health Professionals) 727 

Examination Leave (Management and 

Administrative) 283 

Experience Payments (Health and Allied Services) 235 

F 

Family Violence Leave 61 

FBT (Registered Psychiatric Nurses/ Enrolled Nurses 

and Mental Health Officers) 119 

Flexible Working Arrangements 100 

G 

Gender Based Discrimination 19 

Gender Transition/Gender Affirmation Leave 58 

H 

Higher Duties (Health and Allied Services) 241 

Higher Duties (Management and Administrative) 268 

Higher duties allowance (Health Professionals) 208 

Higher Duties Allowance (Registered Psychiatric 

Nurses/ Enrolled Nurses and Mental Health Officers) 

123 

Higher Education Recognition Allowance (Health 

Professionals) 210 

Hours of Work (Hea Ith and Allied Services) 241 

Hours of work (Health Professionals) 212 

Hours of Work (Management and Administrative) 

268 

Hours of work {Registered Psychiatric Nurses/ 

Enrolled Nurses and Mental Health Officers) 130 

Implementation Committees 18 

In Charge Allowances (Health and Allied Services) 237 

Incidence and operation of this agreement 17 

Individual Flexible Working Arrangements 101 

Individual Performance Measures• Royal Children's 

Hospital (Management and Administrative) 284 

In-service education & training (Health Professionals • 

Royal Children's Hospital) 227 
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Interpreter Allowances (Health and Allied Services) 

237 

J 

Jury Service 63 

L 

Leave to engage in Voluntary Emergency 

Management Activities 57 

Literacy and Numeracy (Health and Allied Services) 

257 

Lived Experience Workforces Su pervlsio n (ONLY LEW) 

(Health Professionals) 228 

Long Service Leave 63 

M 

Make Up Time {Health and Allied Services) 242 

Make up time (Health Professionals) 213 

Make-up time (Registered Psychiatric Nurses/ 

Enrolled Nurses and Mental Health Officers) 132 

Managing Conduct and Performance 37 

Meal allowance (Health Professionals) 208 

Meal Allowa nee {Registered Psychiatric Nurses/ 

Enrolled Nurses and Mental Health Officers) 124 

Meal Allowances (Health and Allied Services) 238 

Mea I Allowances (Management and Administrative) 

266 

Meaf Breaks (Health and Allied Services) 242 

Meal Breaks (Management and Administrative) 269 

Meal interval (Health Professionals) 213 

Mental Health Officers classifications (Registered 

Psychiatric Nurses/ Enrolled Nurses and Mental 

Hea Ith Officers) 201 

Mental Health Professionals {Medicare) Study Leave 

(Health Professionals) 228 

Minimum Engagement (He.ilth and Aflied Services) 

242 

Minimum Engagement {Management and 

Administrative) 269 

Modes of Employment 41 

4 
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Morning and Afternoon Shift Allowances (Health and 

Allied Services) 238 

Multi-Skilling Allowance - Patient Services Assistants 

(Health and Allied Services) 239 

N 

Nauseous Work Allowance {Health and Allied 

Services) 238 

Night Shift Allowance (Health and All!ed Services) 238 

Night Shift Allowances (Health and Allied Services) 

238 

No further claims 19 

Notice of Termination - Employee (Health and Allied 

Services) 23 3 

Notice ofTermination - Employee (Management and 

Administrative) 263 

Notice of Termination - Employer (Health and Allied 

Services) 232 

Notice ofTermination - Employer (Management and 

Administrative) 262 

Notification of classification {Health Professionals} 

230 

0 

Occupational Health and Safety/ Workplace Violence 

106 

On-call & rostered overtime (Health Professionals) 

215 

On-Call/Recall (Health and Allied Services) 242 

On-Call/Recall (Management and Administrative) 269 

Oncall/Recall Allowance (Health Professionals) 208 

On-caU/Recall allow,rnce (Health Professionals) 216 

Oncall/Reca/1 Allowance (Registered Psychiatric 

Nurses/ Enrolled Nurses and Mental Health Officers) 

123 

Oncall/Recall (non CATT) (Registered Psychiatric 

Nurses/ Enrolled Nurses and Mental Health Officers) 

132 

Once off Nurse Alignment Payment - Nurses Only 

(Registered Psychiatric Nurses/ Enrolled Nurses and 

Mental Health Officers) 119 
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Out of Hours Supervisor (Registered Psychiatric 

Nurses/ Enro/Jed Nurses and Mental Health Officers) 

124 

Overpayment of Wages - Royal Children's Hospital 

(Management and Administrative) 264 

Overtime -Royal Children's Hospital (Management 

and Administrative) 270 

Overtime (Health and Allied Services) 243 

Overtime (Health Profes.slonafs) 213 

Overtime ( Management and Administrative) 270 

Overtime (Registered Psychiatric Nurses/ Enrolled 

Nurses and Mental Health Officers) 130 

Overtime ln Lieu (Health and Allied Services) 244 

Overtime in Lieu (Management and Administrative) 

271 

p 

Parental Leave 74 

Payment of Wages (Hea Ith and Allied Services) 235 

Payment of wages (Health Professionals) 207 

Payment of Wages (Management and 

Administrative) 264 

Payment of Wages, Allowances, Employee Records 

and Related Matters 49 

Permanent Night Shift Allowance (Health and Allied 

Services) 238 

Personal Leave (Health and Allied Services) 250 

Personal leave (Health Professionals) 221 

Personal Leave (Management and Administrative) 

276 

Personal leave (Registered Psychiatric Nurses / 

Enrolled Nurses and Mental Health Officers} 145 

Pre-Adoption leave 74 

Pre-natal leave 74 

Professional development and associated 

entitlements (Registered Psychiatric Nurses/ 

Enrolled Nurses and Mental Health Officers) 153 

Professional Development Leave - Royal Children's 

Hospital (Management and Administrative) 284 

5 
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Professional Development Leave {Heafth 

Professionals) 227 

Psychiatric Enrolled Nurse classifications (Registered 

Psychiatric Nurses/ Enrolled Nurses and Mental 

Health Officers) 194 

Public Holidays- Royal Children's Hospital 

(Management and Administrative) 282 

Public Holidays (Health and Allied Services) 252 

Public Holidays (Health Professionals) 224 · 

Public Holidays (Management and Administrative) 

278 . 

Public Holidays (Registered Psychiatric Nurses/ 

Enrolled Nurses and Mental Health Officers) 149 

Purchased Leave 87 

Q 

Qualification Allowance (Health Professionals) 209 

Qualification Allowance Registered Psychiatric Nurses 

(Registered Psychiatric Nurses/ Enrolled Nurses and 

Mental Health Officers) 124 

R 

Reasonable Additional Hours (Health and Allied 

Services) 244 

Reasonable Additional Hours {Management and 

Administrative) 271 

Reasonable Adjustments 102 

Recruitment to Vacant Position 90 

Redeployment -former s97 Employees 29 

Redundancy and Associated Entitlements 24 

Registered Psychiatric Nursing classifications 

(Registered Psychiatric Nurses/ En rolled Nurses and 

Mental Health Officers) 168 

Removal Expenses {Management and Administrative) 

267 

Rest and Meal Breaks {Registered Psychiatric Nurses/ 

Enrolled Nurses and Mental Health Officers) 138 

Rest Breaks {Health and Allied Services) 245 

Rest Breaks (Management and Administrative) 271 
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Rosters {Registered Psychiatric Nurses/ Enrolled 

Nurses and Mental Health Officers) 135 

Rest period {Health Professionals) 215 

Retention/ Transition to Retirement 4 7 

Return of Property 48 

Rosters (Health and Allied Services} 245 

Royal Commission Working Group 104 Rural 

- Four Wheel Drive/All Wheel Drive 89 Rural 

- Satellite Telephones 89 

s 
Salary Packaging51 

Saturday and Sunday Work (Health and Allied 

Services) 246 

Saturday and Sunday Work (Registered Psychiatric 

Nurses/ Enrolled Nurses and Mental Health Officers) 

127 

Saturday and Sunday Work {Health Professionals) 

215 

Savings Clause 19 

Senior Allowa nee - MHO (Registered Psychiatric 

Nurses/ Enrolled Nurses and Mental Health Officers) 

129 

Senior Allowance (Health and Allied Services) 239 

Shift Allowances {Management and Administrative) 

266 

Shift Allowances (Registered Psychiatric Nurses/ 

Enrolled Nurses and Mental Health Officers) 128 

Shift work allowance (Health Professionals) 210 

Shiftwork (Health and Allied Services) 247 

Sole allowance (Health Professionals) 210 

Sole Allowance (Registered Psychiatric Nurses/ 

Enrolled Nurses and Mental Health Officers) 128 

Special Disaster Leave 58 

Staff Appraisal (Health and Allied Services} 2S6 

Staff Appraisal (Management and Administrative) 

283 

6 

f_p_n_10_



SECT JON 1 (COMMON TERMS) I PART A: PRELIMINARY 

Staffing (Registered Psychiatric Nurses/ Enrolled 

Nurses and Mental Health Officers) 156 

Staffing Levels (Health and Allied Services) 245 

Study Leave {Health and Allied Services) 256 

Study leave (Health Professionals) 227 

Study Leave (Management and Administrative) 283 

Superannuation 52 

Supplementary Roster (Registered Psychiatric Nurses 

/ Enrolled Nurses and Mental Health Officers) 137 

Supported Wage System for Employees with a 

Disability {Health and Allied Services) 236 

Supported Wage System for Employees with a 

Disability (Management and Administrative) 264 

T 

Telephone Allowance 54 

Ten hour break (Health Professionals) 215 

Termination of Employment (Health Professionals) 

206 

Termination of Employment (Registered Psychiatric 

Nurses/ Enrolled Nurses and Mental Health Officers) 

118 

Time and wages Records - Royal Children's Hospital 

{Management and Administrative) 272 

Time and Wages Records (Health and Allied Services) 

246 

Time Limit on Higher Duties 90 

Tool Allowance {Health and Allied Services) 240 

Trainee supervision (Health Professionals) 230 

Trainees (Health and Allied Services) 232 

Training89 

SECTION 1 (COMMON TERMS) I PART A: PRELIMINARY 

L\344187946.1 

Travelling Allowances (Health and Allied Services) 240 

Travelling Allowances (Management and 

Administrative) 267 

Travelling and Reimbursement 54 

Travelling and Relocation Allowance (Registered 

Psychiatric Nurses/ Enrolled Nurses and Mental 

H ea Ith Officers) 12 6 

u 
Undergraduate Employment Models (Registered 

Psychiatric Nurses/ Enrolled Nurses and Mental 

Hea Ith Officers) 163 

Uniform allowance (Health Professionals) 211 

Uniform and Laundry Allowance (Registered 

Psychiatric Nurses/ Enrolled Nurses and Mental 

Health Officers) 128 

Uniforms and Protective Clothing {Health and Allied 

Services) 258 

Uniforms and Protective Clothing (Management and 

Administrative) 286 

Union Matters 98 

Unplanned Absences {Health and Allied Services) 246 

V 

Vehicle Allowa nee 54 

w 
Wash-Up Time (Health and Allied Services) 246 

Weekend Work {Management and Administrative) 

272 

Working from Home - Royal Children's Hospital 

(Management and Administrative) 2 72 

Workload Management (Registered Psychiatric 

Nurses/ Enrolled Nurses and Mental Health Officers) 

160 
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4. 

4.1 

4.2 

5. 

Division into Sections and Schedules 

This Agreement is divided into the following: 

Section 1 Common Terms 2 

Section 2 Registered Psychiatric Nurses/ Psychiatric Enrolled Nurses 115 
and Mental Health Officers 

Section 3 Health Professionals and Lived Experience Workers 201 

Section 4 Health and Allied Services Employees 225 

Section 5 Management and Administrative Officers 252 

Schedule 1 List of Employers 280 

Schedule2 Salaries and Allowances 281 

Schedule 3 Role Statement - Mental Health Clinical Educator 337 
Schedule4 PCNS and RPN 2 Advanced Application Process 341 

Schedule 5 Health Professionals Classifications (including Lived 343 
Experience Workers) 

Schedule6 Management and Administrative Officer Classifications 363 

Schedule 7 Health and Allied Services Employee Classifications 385 

Schedule 8 Letter of Appointment 394 

Schedule 9 Certificate of Service 395 
Schedule 10 Additional Staffing 397 

Schedule 11 Lived Experience Worker Translation Process 404 

Section 1 of this Agreement applies to all Employees covered by this Agreement. Where the 
Common Terms in Section 1 do not address a matter, it may be dealt with in the Section 
relevant to the particular classification. 

Application of Section 2 

The terms of Section 2 of this Agreement apply to Employees engaged as: 

(a) Registered Psychiatric Nurse; 

(b) Psychiatric Enrolled Nurse; or 

(c) Mental Health Officer 

6. Application of Section 3 

The terms of Section 3 of this Agreement apply to Employees engaged as Health 
Professionals in one of the following cJassifiC<:1tions: 

(a) Art Therapist, Child Psychologist, Community Development Worker, Health 
Information Manager, Lived Experience Workers, Music Therapist, Occupational 
Therapist, Physiotherapist, Play Therapist, Recreational Therapist, Social Worker, 
Speech Pathologist, Welfare Worker or Youth Worker. 

SECTION 1 (COMMON TERMS) I PART B: CONSULTATION, DISPUTE RESOLUTION ANDDISCIPLINE 

L\344187946.1 15 

f_p_n_19_



SECTION 1 (COMMON TERMS) I PART B: CONSULTATION, DISPUTE RESOLUTION AND 
DISCIPLINE 

7. Application of Section 4 

The terms of Section 4 of this Agreement apply to Employees engaged in a classification set 
out in Schedule 7 which includes Health and Allied Services Employees. 

8. Application of Section 5 

The terms of Section 5 of this Agreement apply to Employees engaged in a classification set 
out in Schedule 6 which includes Management and Administrative Officers. 

9. Definitions 

9.1 In this Agreement, except where the context requires otherwise: 

(a) Act means Fair Work Act 2009 (Cth). 

{b) ANMF means the Australian Nursing and Midwifery Federation. 

(c) BPEC means Best Practice Employment Commitment. 

(d) Carer Consultant means a person employed by an Employer and classified as a 
Carer Consultant in Schedule 5, Clause 2.7. For the avoidance of doubt, this does 
not include persons who volunteer as carer consultants, in relation to that 
volunteer work. 

(e) CATT shall mean Crisis Assessment Treatment Team and includes other work 
designated by the Employer as a community based crisis response howsoever 
titled. 

(f) Consumer Consultant means a person employed by an Employer, and classified 
as a Consumer Consultant in Schedule 5, Clause 2.7. For the avoldance of doubt, 
this does not include persons who volunteer as consumer consultants, in relation to 
that volunteer work. 

(g) Commission means the Fair Work Commission or any successor body. 

(h) Department means the Department of Health (Victoria} or any of its predecessors 
or successors. 

{i) EFT shall mean equivalent full time Employee. 

U) Employee means a person employed by an Employer and engaged solely or 
predominantly in the provision of Mental Health Services, in a 
classification/occupation within the Agreement. 

In this Agreement, 'engaged solely or predominately in the provision of Mental 
Health Services', refers to the service, department, unit or program of the 
Employer rather than the duties of the individual employee. 

(k) Employer means any of the employers listed in Schedule 1 to this Agreement. 

(I) HACSU means a Branch of the Health Services Union, known as the Health and 
Community Services Union. 

(m) Health and Allied Services Employee means a person employed in any of the 
classrfications listed in Schedule 7 of this Agreement. 

(n) HRP Act means the Health Practitioner Regulation National Law Act 2009 (Vic) 

(o) Health Professional means a person employed in any of the following 
classifications as set out in Schedule 5 of this Agreement: 

(p) Immediate Family means: 

(i) a spouse (including a former spouse a de facto partner and a former de 
facto partner of the Employee. A de facto partner means a person who, 
although not legally married to the Employee, lives with the Employee in 
a relationship as a couple on a genuine domestic basis (whether the 
Employee and the person are of the same sex or differen1 sexes). 
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(ii) a child or an adult child (including an adopted child, a step child or an ex 
nuptial child), parent, grandparent, grandchild, or sibling of the 
Employee or the Employee's spouse. 

(iii) This definition includes step-relations as weu·as adoptive relations. 

(q) Lived Experience Worker means an Employee employed in accordance with the 
definition listed at Schedule 5, having regard to the translation process prescribed 
at Schedule 11. 

(r) Management and Administrative Officer means a person employed in any of 
the classifications listed in Schedule 6 of this Agreement 

(s) Mental Health Act means the Mental Health Act 2014 (Vic) or its successor. 

(t) Mental Health Officer ('MHO') means a person employed by an Employer and 
classified in accordance with the MHO classification in clause 116. 

(u) Mental Health Industry Implementation Committee (MHIIC) means the 
committee referred to in clause 12.1 of this Agreement. 

(v) Mental Health Services/Psychiatric Services means the delivery of human 
services concerned with the prevention of mental illness and the assessment, 
treatment, rehabilitation, maintenance and support of those persons who may be 
at risk of or suffering from mental illness or psychiatric disability by Employers 
listed in Schedule 1. 

{w) Mental Health Workplace Implementation Committee (MHWIC) means the 
committee referred to in clause 12.3of this Agreement. 

(x) NES means the National Employment Standards as contained in the Act 

(y) NMBA means the Nursing and Midwifery Board of Australia 

(z) OHS Act means the Occupational Health and Safety Act 2004 (Vic). 

(aa) Parties means, the Employers, HACSU and ANMF 

(bb} Peer Worker means a person employed by an Employer, and classified as a Peer 
Worker and classified as a Peer Worker in Schedule 5, Clause 2.7. For the 
avoidance of doubt, this does not include persons who volunteer as Peer Support 
Workers, in relation to that volunteer work. 

{cc) Psychiatric Enrolled Nurse ('PEN') means a person employed by an Employer 
and classified in accordance with clause 114 and registered as an Enrolled Nurse 
in Division 2 on the Register of Nurses of the NMBA established by the HRP Act 
and works within the scope of practice. 

This definition is intended for use as an industrial classification and for the purpose 
of this Agreement only, and does not imply specialist registration. The relevant 
qualification applicable is dealt with under the HRP Act. 

(dd) Registered Psychiatric Nurse ('RPN') means a person employed by an Employer 
and classified in accordance with clause 114, and registered as a Registered 
Nurse in the Register of Nurses of the NMBA established by the HRP Act. 

This definition is intended for use as an industrial classification and for the purpose 
of.this Agreement only, and does not imply specialist registration. The relevant 
qualification applicable is dealt with under the HRP Act. 

(ee) Relevant qualification/relevant component of a qualification etc. 

Where a provision of this Agreement requires consideration of the relevance of a 
qualification or certificate (including components of a qualification or certificate) or 
course of study or similar (education): 

(i) the main criteria for considering relevance are: 

A. the nature of the education and 

B. the current area of practice of the Employee; and 

(ii) other considerations may include: 
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A. the clinical or other area of work of the Employee; 

B. the classification and position description of the Employee; and 
/or 

C. whether the education would assist the Employee in performing 
their role and/or assist in maintaining quality patient care and/or 
assist in the administration of the ward/uniVarea in which the 
Employee is employed 

(ff) Unions means the ANMF and HACSU. 

(gg) VHIA means Victorian Hospitals' Industrial Associatlon. 

(hh) WIRC Act means the Workplace Injury Rehabilitation and Compensation Act 2013 
(Vic), or if applicable in the particular situation the Accident Compensation Act 
1985 (Vic) or the Workers Compensation Act 1958 (Vic). 

10. Coverage 

10.1 This Agreement covers: 

{a) the Employers; 

(b) the Employees; 

(c) if they are named by the Commission as a party covered by the Agreement, the 
Health Services Union as a bargaining representative for this Agreement for its 
members who are Employees classified as RPN, PEN, MHO, Health Professional 
and Health and Allied Services Employee and Management and Administrative 
Officer; and 

(d) if they are named by the Commission as a party covered by the Agreement, the 
ANMF as a bargaining representative for this Agreement for its members who are 
Employees classified as RPN and PEN. 

11. Incidence and operation of this agreement 

11.1 This Agreement will not apply to persons employed under the Public Administration Act 
2004, (as amended or replaced from time to time), and/or any person who is an Employee 
of the Department and whose services have been made available to an Employer under 
section 97 of the Mental Health Act 1986 (Vic) ( as amended or replaced from time to time) 
(Section 97 Employees). 

11.2 This Agreement wil I operate seven days after the date on which it is approved by the 
Commission. 

11.3 The Nominal Expiry Date of this Agreement is 31 December 2024. The Agreement will 
continue in force after the expiry date until replaced by a further enterprise agreement. 

11.4 The VHIA on behalf of the Employer and the Unions on behalf of the Employees agree 
within three months of approval of this Agreement to create a protocol to assist Employers 
to collate an accurate list of eligible Employees for use in accordance with ballot processes 
outlined in the Fair Work Act. This protocol will be filed with the Commission and will be 
relied upon by any party with respect to any future Protection Action Ballot application. 

11.5 The Schedules to this Agreement form part of this Agreement and are to be read in 
conjunction with it. 

11.6 For the avoidance of doubt, the NES prevails to the extent that any aspect of this Agreement 
would otherwise be detrimental to an Employee. 

11.7 Where clauses in this Agreement have been rewritten and/or relocated and there is a 
dispute about an entitlement under this Agreement, including the lntent or meaning, in 
interpreting those clauses regard shall be given to all the antecedent relevant documents 
and decisions arising from them. However, the parties do not intend to incorporate into this 
Agreement any such documents and decisions. 
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12. Implementation Committees 

12.1 The Parties agree to establish a Mental Health Industry Implementation Committee (MHIIC). 
This Committee will monitor and oversight the implementation of this Agreement. The 
MHIIC will be chaired by a representative of the Department of Health, and be comprised of 
representatives of the VHIA (in its capacity as the representative of the Employers), the 
ANMF and HACSU. 

12.2 The MHIIC will operate in accordance with terms of reference determined by its members. 

12.3 Each Employer shall establish a Mental Health Workplace Implementation Committee 
(MHWIC} which may include local and state Union representatives. The MHWIC shall 
address local matters directed to the implementation of this Agreement. 

12.4 The Mental Health Workplace Implementation Committees will operate in accordance with 
terms of reference determined by the MHl!C 

12.5 Local Workplace Implementation Committees 

{a} A local Workplace Implementation Committee (WIC) will continue or, if there is not 
currently a WIC in operation, be established at each Employer. Having regard for 
the size and location, a WIC may be appropriate at each facility/campus. The 
WIC will, where practicable, comprise equal numbers of representatives of the 
Employer and the union/s for the purposes of: 

(i) agreement implementation; 

(ii) on-going monitoring and assessment of the implementation of this 
Agreement; and 

(iii) to deal with any local disputes that may arise, without limiting the Dispute 
Resolution Procedure in this Agreement. 

(b) Where a scheduled meeting is cancelled by either party, the responsible party will 
propose an alternative time within 4 weeks of the previous scheduled meeting. 

(c) Report and review all DWGs to ensure that all workplace are mapped, known and 
have Employee elected, trained HSRs to ensure improvements in workplace 
safety. 

13. No further claims 

13.1 The Parties acknowledge and agree that 

(a) this Agreement settles all claims .in relation to terms and conditions of employment 
of all Employees to whom it applies; and 

13.2 

13.3 

14. 

(b) that they will not pursue any extra claims during the term of this Agreement. 

Subject to an Employer meeting obligations to consult arising under this Agreement or a 
contract of employment binding on that Employer, it is not the intention of this provision to 
inhibit, limit or restrict an Employer's right to introduce change at the workplace. 

The Parties agree to commence discussions no later than six months prior to the nominal 
expiry date of this Agreement. Clause 13.1 does not prevent a party from making a claim 
during the six month period prior to the nominal expiry date of this Agreement. 

Copy of Agreement 

Each Employer must make readily available to all Employees a copy of this Agreement and 
a copy of the National Employment Standards. 

15. Savings Clause 

Nothing in this Agreement will diminish any existing entitlement of any Employee covered by 
the Agreement that is not elsewhere dealt with in this Enterprise Agreement. 
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16. Anti-Discrimination 

16.1 It is the intention of the parties covered by this Agreement to achieve the principal object in 
seciion 3(e) of the Act through respecting and valuing the diversity of the workforce by 
helping to prevent and eliminate discrimination on the basis of race, colour, sex, sexual 
preference, age, physical or mental disability, marital status, family responsibilities, 
pregnancy, religion, political opinion, national extraction or social origin. 

16.2 Accordingly, in fulfilling their obligations under this Agreement, the Parties must make every 
endeavour to ensure that neither the Agreement provisions nor their operation are directly or 
indirectly discriminatory in their effects. 

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

(a) any different treatment (or treatment having different effects) which is specifically 
exempted under the Commonwealth anti-discrimination legislation; or 

(b) an Employee, Employer or registered organisation pursuing matters of 
discrimination in any State or Federal jurisdiction, including by application to the 
Australian Human Rights Commission; or 

(c) any exemptions provided under the Act. 

17. Gender Based Discrimination 

17.1 The parties agree, in conjunction wlth the Department, to establish a Gender-Based 
Standing Committee (GBSC) within 3 months of the commencement of this Agreement. 

17.2 The purpose of the GBSC will be to: 

(a) review audit results; 

(a) promote gender equity initiatives; and 

(b) identify and address any gender pay gaps in the public sector organisation. 

17.3 The GBSC will schedule a minimum of four meetings per year. 

17.4 The GBSC will be comprised of: 

(a) representative CEOs or their nominees; 
(b) the Unions: and 

(c) the VHIA. 
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SECTION 1 I PART B: CONSULTATION, 
DISPUTE RESOLUTION AND DISCIPLINE 

18. Consultation 

Nothing in this clause limits the Employer's obligations to consult with HSRs under the 
OHS Act. 

18.1 Consultation regarding Major Change 

(a) Where an Employer proposes a Major Change that may have a Significant Effect 
on an Employee or Employees, the Employer will consult with the Affected 
Employee/s, the Unions, and the Employee's other chosen representative (where 
relevant) before any proposed change occurs. 

(b) Consultation will, where reasonably practicable, include consultation with those 
who are absent on leave including on workers' compensation or parental leave. 

(c) The Employer will take reasonable steps to ensure Employees, HSRs {where 
relevant) and the Unions can participate effectively in the Consultation process. 

18.2 Definitions 

Under this clause 18 

(a) Consultation means a genuine opportunity to influence the decision maker, but 
not joint decision making. It is not merely an announcement as to what is about to 
happen. 

(b) Affected Employee means an Employee on whom a Major Change may have 
a Significant Effect. 

(c) Major Change means a change in the Employer's program, production, 
organisation, physical workplace, workplace arrangements, structure or 
technology that is likely to have a Significant Effect on Employees. 

(d) Significant Effect includes but is not limited to: 

(i) 1ermination of employment; 

(ii) changes in the size, composition or operation of the Employer's 
workforce (including from outsourcing) or skills required; 

(iii) alteration of the number of hours worked and/or reduction in 
remuneration; 

(iv) changes to an Employee's classification, position description, duties or 
reporting lines; 

(v) the need for retraining or relocation/redeployment/transfer to another site 
or to other work 

(vi) removal of an existing amenity; and/or 

(vii) the removal or reduction of job opportunities, promotion opportunities or 
job tenure. 

(e) Measures to mitigate or avert may include but are not limited to: 

(i) redeployment; 

(ii) retraining; 

(iii) salary maintenance; 

(iv) job sharing; and/or 

(v) maintenance of accruals. 
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18.3 Consultation Steps 

(a) Consultation includes the steps set out below. 

(b) Timeframes for each step must allow a party to ~onsultation (including a 
representative) to genuinely participate in an informed way having regard for all the 
circumstances including the complexity of the chang~ proposed, and the need for 
Employees and their representative to meet with each other and consider and 
discuss the Employer's proposal. The timeframes in this clause are indicative only. 

(c) The following table makes clear the relevant steps for the consultation process: 

Step Action 

1. Employer provides change impact statement and other written material 

required by subclause 18.4 

2. Written response from Employees and/ or union. 

3, Consultation Meeting/s convened 

4. Further Employer response (where relevant) 

5. Alternative proposal from Employees or Union 

6. Employer to consider alternative proposal/s consistent with the obligation 

to consult and, if applicable, to arrange further meetings with Employees 

or Union prior to advising of the outcome of consultation 

18.4 Change Impact Statement (Step 1) 

(a) Prior to Consultation required by this clause, the Employer will provide Affected 
Employee/sand Union with a written Change Impact Statement setting out all 
relevant information including: 

(i) the details of proposed change; 

(ii) the reasons for the proposed change; 

(iii) the possible effect of the proposed change on Employees': 

A. workload; and 

B. occupational health and safety impacts matters, such as those 
set out in Clause 70; save that where occupational health and 
safety impacts are identified, a risk assessment of the potential 
effects of the change on the health and safety of Employees 
must be undertaken in consultation with HSRs, and the 
proposed mitigating actions to be implemented to prevent such 
effects; 

(iv) the expected benefit of the change; 

(v) measures the Employer is considering that may mitigate or avert the 
effects of the proposed change; 

(vi) if relevant to the proposed change, the existing and proposed position 
descriptions, including new roles, those of the Affected Employees or 
managers where reporting lines change; 

(vii) the right of an Affected Employee to have a representative including a 
Union representative at any time during the change process; and 

(viii} other written material relevant to the reasons for the proposed change 
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(such as consultant reports), excluding material that is commercial in 
confidence or exposes the Employer to unreasonable legal risk or cannot 
be disclosed under the Health Services Act 1988 or other legislation. 

(b) Any concerns by an Affected Employee or their representative regarding whether 
the Change Impact Statement complies with clause 18.4 will be raised as soon as 
practicable and before step 2. 

18.5 Employee/ Union response (step 2) 

Following receipt of the change impact statement, Affected Employees and I or the Union 
may respond in writing to any matter arising from the proposed change. 

18.6 Meetings (step 3) 

(a) As part of Consultation, the Employer will meet with the Employee/s, the Union 
and other nominated representative/s (if any) to discuss: 

(i) the proposed change; 

(ii) proposals to mitigate or avert the impact of the proposed change; and 

(iii} any matter identified in the written response from the Affected 
Employees and/ or the Union. 

(b) To avoid doubt, the 'first meeting' at step 3 does not limit the number of meetings 
for Consultation. 

18.7 Employer response (step 4) 

The Employer will give prompt and genuine consideration to matters arising from 
Consultation and will provide a written response to the Affected Employees, Union and 
(where relevant) other representative/s. 

18.8 Alternative proposal (step 5) 

The Affected Employee/s, the Union and other representative (where relevant) may submit 
alternative proposal(s) which will take into account the intended objective and benefits of the 
proposal. Alternative proposals should be submitted in a timely manner so that 
unreasonable delay may be avoided. 

18.9 Outcome of Consultation (step 6) 

The Employer will give prompt and genuine consideration to matters arising from 
Consultation, including an alternative proposal submitted under sub-clause 18.8, and will 
advise the Affected Employees, the Union and other nominated representatives (if any) in 
writing of the outcome of Consultation including: 

(a) whether the Employer intends to proceed with the change proposal; 

(b) any amendment to the change proposal arising from Consultation; 

( c) details of any measures to m itiga1e or avert the effect of the changes on Affected 
Employees; and 

(d) a summary of how matters that have been raised by Affected Employees, the 
Union and their representatives, including any alternative proposal, have been 
taken into account. 

18 .1 0 Consultation disputes 

Any dispute regarding the obligations under this clause will be dealt under the Dispute 
Resolution provisions at clause 22 of this Agreement. 

19. Consultation about changes to rosters or hours or work 

This clause 19 applies where a change to regular rosters or ordinary hours of work (which 
may impact upon an employee, particularly in relation to their family and caring 
responsibilities) does not constitute 'Major Change' in accordance with subclause 18.2(c). 

19.1 Where an Employer proposes to change an Employee's regular roster or ordinary hours of 
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work, the Employer must consult with the Employee or Employees affected and their 
representatives, if any, about the proposed change. 

19.2 The Employer must: 

19.3 

19.4 

20. 

(a} consider health and safety impacts including fatigue; 

(b} provide to the Employee or Employees affected and their representatives, if any, 
information about the proposed change (for example, information about the nature 
of the change to the Employee's regular roster or ordinary hours of work and when 
that change is proposed to commence); 

(c) invite the Employee or Employees affected and their representatives, if any, to 
give their views about the impact of the proposed change (including any impact in 
relation to their family or caring responsibilities); and 

(d) give consideration to any views about the impact of the proposed change that is 
given by the Employee or Employees concerned and/or their representatives. 

The requirement to consult under this clause 19 does not apply to an Employee where the 
change to an Employee's regular roster or ordinary hours of work is as a consequence of 
that Employee's irregular, sporadic or unpredictable working hours, self-rostering or, where 
permitted, a rotating roster. 

The provisions of th_is clause 19 are to be read in conjunction with the terms of the 
engagement between the Employer and Employee, and other Agreement provisions 
concerning the scheduling of work and notice requirements. 

Redundancy and Associated Entitlements 

A former section 97 Employee will not be entitled to the benefit of any entitlement under this 
clause where the same benefit (however titled) exists within clause 21 . 

20.1 Arrangement 

This clause is arranged as follows: 

(a) Arrangement (subclause 20.1 ), 

{b) Definitions (subclause 20.2), 

{c) Redeployment (subclause 20.3), 

( d) Support to affected Employees ( subclause 20 .4 ), 

(e) Salary maintenance (subclause 20.6), 

(f) Relocation (subclause 20.7), 

(g) Employment terminates due to redundancy (subclause 20.8) 

(h) Exception to application of Victorian Government's Policy with respect to 
severance pay {subclause 20.9) 

20.2 Definitions 

(a) Affected Employee for this clause 20 means an Employee whose role will be 
redundant. 

(b) Comparable Role means an on-going role that: 

(i) is the same occupation as that of the Affected Employee's redundant 
position or if not, is in an occupation acceptable to the Affected 
Employee; and 

(ii) is any of the following: 

A. Jn the same clinical specialty as that of the Affected 
Employee's former position; 
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B. in a clinical specialty acceptable to the Affected Employee; or 

C. a position that with the reasonable support described at 
20.3(g), the Affected Employee could undertake; and 

(iii) is the same grade as the affected Employee's redundant position; 

(iv) takes into account the number of ordinary hours normally worked by the 
Affected Employee; 

(v) is a Reasonable Distance from the Affected Employee's current work 
location; 

(vi) takes the Affected Employee's personal circumstances, including family 
responsibilities, into account; and 

(vii) takes account of health and safety considerations. 

(c} Consultation is as defined at clause 18 (Consultation) of this Agreement. 

(d) Continuity of Service means that the seNice of the Affected Employee is treated 
as unbroken and that the cap on the transfer of personal leave at subclause 
102.10 does not apply. However, continuity of service is not broken where an 
Employer pays out accrued annual leave or long service leave upon termination in 
accordance with this Agreement. 

(e) Reasonable Distance shall have regard to the Affected Employee's original work 
location, current home address, capacity of the Affected Employee to travel, 
additional travelling time, effects on the personal circumstances of the Affected 
Employee, including family commitments and responsibilities and other matters 
raised by the Affected Employee, or assistance provided by their Employer. 

(f) Redeployment Period means a period of 13 weeks from the time the Employer 
notifies the Affected Employee in writing that consultation under clause 18 is 
complete and that the Redeployment Period has begun. 

(g} Redundancy means the Employer no longer requires the Affected Employee's job 
to be performed by anyone because of changes in the operational requirements of 
the Employer's enterprise. 

(h) Relocation means an Affected Employee is required to move to a different 
campus as a result of an organisational change on either a temporary or 
permanent basis. 

(i} Salary maintenance means an amount representing the difference between what 
the Affected Employee was normally paid immediately prior to the Affected 
Employee's role being made redundant and the amount paid in the Affected 
Employee's new role following redeployment. 

20.3 Redeployment 

(a) An Affected Employee whose role will be redundant will be considered for 
redeployment during the Redeployment Period. 

(b) Employee to be advised in writing 

The Affected Employee must be advised in writing of: 

{i) the date the Affected Employee's role is to be redundant, 

(ii) details of the redeployment process, 

(iii) the reasonable support that will be provided in accordance with 
subclause 20.3{g), and 

(iv) the Affected Employee's rights and obligations. 

(c} Employer obligations 

The Employer will: 
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{i) make every effort to redeploy the affected Employee to a Comparable 
Role in terms of classification, grade and income, including appointing a 
case manager to provide the Affected Employee with support and 
assistance; 

(ii) take into account the personal circumstances of the Affected Employee, 
including family commitments and responsibilities; and 

(iii) where the Employer is creating a new role/s substantially similar to the 
Affected Employee's redundant role; give priority to the redeployment of 
an Affected Employee/s to the new position/s before considering 
applicants that are not Affected Employees. 

Example: The Employer needs fewer employees to do particular work and 
roles are being restructured to take this into account. In a 'spill and fill', the 
Employer will consider the Affected Employees for the new roles before 
other applicants. 

(d} Employee obligations 

The Employee must actively participate in the redeployment process Including by: 

(i) identifying appropriate retraining needs; 

(ii) developing a resume/ CV to assist in securing redeployment; 

{iii) actively monitoring and exploring appropriate redeployment opportunities 
and working with the appointed case manager. 

( e) Rejecting a Comparable Role 

Where an Affected Employee rejects an offer of redeployment to a comparable role 
(as defined), the Affected Employee may be ineligible for a departure package 
referred to at clause 20.8. 

(f} Temporary alternative duties 

An Affected Employee awaiting redeployment may be transferred to temporary 
alternative duties within the same campus, or where part of the Employee's 
existing employment conditions (or by agreement} at another campus. Such 
temporary duties will be in accordance with the Affected Employee's skills, 
experience, clinical area and profession. 

(g) Support for redeployment 

For an available role to be considered a comparable role, the Employer must 
provide the reasonable support necessary for the Affected Employee to perform 
the role which may include: 

(i} theory training relevant to the clinical area or environment of the role into 
which the Affected Employee is to be redeployed; 

(ii) a defined period of up to 12 weeks in which the Affected Employee 
works in a supernumerary capacity; 

(iii) support from educational staff in the clinical environment; 

(iv) a review at 12 weeks or earlier to determine what, if any, further training 
is required. 

(h) Where no redeployment available 

If at any time during the Redeployment Period it is agreed that it is unlikely that the 
Affected Employee will be successfully redeployed, the Affected Employee may 
accept a redundancy package. Where this occurs, the Affected Employee will be 
entitled to an additional payment of the lesser of 13 weeks or the remaining 
Redeployment Period. 

(i) Non-Comparable Role 
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An Affected Employee may agree 10 be redeployed to a role that is not a 
Comparable Role. 

20.4 Support to Affected Employees 

(a) The Employer will provide Affected Employees whose position has been declared 
redundant with support and assistance which will include, where relevant: 

(i) counselling and support services; 

(ii) retraining, 

{iii) preparation of job applications: 

(iv) interview coaching: 

(v) time off to attend job interviews; and 

(vi) funding of independent financial advice for Employees eligible to receive 
a separation package. 

(b} Other assistance may include but is not limited to career planning. 

20.5 Job Search Entitlement 

(a} An Employee given notice of termination in circumstances of redundancy must be 
allowed up to one day's time off without loss of pay during each week of notice for 
the purpose of seeking other employment. 

( b) If the Employee has been allowed paid leave for more than one day during the 
notice period for the purpose of seeking other employment, the Employee must, at 
the request of the Employer, produce proof of attendance at an interview or they 
will not be entitled to payment for the time absent. For this purpose a statutory 
declaration is sufficient. 

20.6 Salary Maintenance 

(a) Entitlement to salary maintenance 

An Affected Employee who is successfully redeployed will be entitled to salary 
maintenance where the Affected Employee's pay is reduced because the new 
role: 

(i} is a lower grade; 

(ii) involves working fewer hours; and/or 

(iii) removes eligibility for penalties, loadings and the like. 

(b) Period of salary maintenance 

Salary maintenance will be for a period of 52 weeks from the date the Affected 
Employee is redeployed except where the Affected Employee: 

(i) accepts another position within the salary maintenance period, and 

(ii) is paid in the other position an amount equal to or greater than the role 
that was made redundant. 

(c) Preservation of accrued leave 

An Affected Employee entitled to salary maintenance will have: 

(i) their long service leave and annual leave accruals preseNed before 
redeployment. Specifically, the value of the leave immediately prior to 
redeployment will not be reduced as a result of redeployment; and 

(ii) their personal leave preserved in hours. 

20. 7 Relocation 

(a} Employer to advise in writing of relocation 
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As soon as practicable but no less than seven (7) days after a decision is made by 
the Employer to temporarily or permanently relocate an Affected Employee, the 
Employer will advise the Affected Employee in writing of the decision, the 
proposed timing of the relocation and any other alternatives available to the 
Affected Employee. In addition, the Employer will: 

(i) ensure the relocation is a Reasonable Distance, unless otherwise 
agreed; 

(ii) ensure that the Affected Employee is provided with information on the 
new location's amenities, layout and local operations prior to the 
relocation, and 

(iii} consult with the Union regarding the content of such information. 

(b) Entitlement to relocation allowance 

An Affected Employee is entitled to relocation allowance where permanent or 
temporary relocation results in additional cost to the Affected Employee for travel 
and/ or other expenses. 

( c) Employee to provide written estimate 

The Affected Employee must make written application to the Employer with a 
written estimate of the additional travelling cost and other expenses for the period 
ofredeployment up to a maximum of 12 months. 

(d) Payment 

(i) The Employer will pay the Affected Employee a relocation allowance up 
to $1900.00 based on the written estimate of the Affected Employee 
referred to at (c) where the Employer accepts that estimate represents 
the additional cost to the Affected Employee. The allowance shall be 
paid as a Jump sum 

(ii) When considering the Affected Employee's estimate, the Employer may 
have regard to the Reasonable Distance; 

(iii} In the event of a dispute about the Affected Employee's estimate it will 
be resolved under clause 22 - Dispute Resolution Procedure. 

( e) Exceptions 

An Affected Employee is not entitled to the relocation allowance if the site or 
campus to which the Affected Employee is being relocated is a location to which 
they can be expected to be deployed as part of their existing employment 
conditions. 

(f) Fixed term Employees not excluded 

An Affected Employee on a fixed term contract who is relocated will be covered by 
the terms of this clause for the duration of the fixed term contract. 

20.8 Employment terminates due to redundancy 

The Victorian Government's policy with respect to public sector redundancy and the 
entitlements upon termination of employment as a result of redundancy are set out in the 
Public Sector Workplace Relations Policies 2015. The policy as at the time this Agreement 
comes into operation applies to Employees but does not form part of this Agreement. 

20.9 Exception to application of Victorian Government's policy with respect to severance 
pay 

(a) Where the Affected Employee's Employer secures a comparable role (as defined) 
with another Employer covered by this Agreement, which: 

(i) is within a Reasonable Distance of the work site of the redundant 
position; 

(ii) provides Continuity of Service; 
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(iii) where the comparable role results in a loss of income, salary 
maintenance at subclause 20.6 will apply; and 

(iv) where relevant, consistent with the financial and other support provided 
to an internal redeployee; 

the Employee will be considered successfully redeployed as though the 
employment was with the same Employer and no severance pay will apply. 

21. Redeployment - former s97 Employees 

21.1 An Employee who was a s97 Employee as at 19 December 1997, who transferred to an 
Employer on or after 19 December 1997 and has been continuously employed by the same 
Employer since the date of transfer in the same position, and who is redeployed as a result 
of his/her position being made redundant to a position having a lower salary than the salary 
of their former position, must be paid a salary which is not less than the actual salary of the 
Employee at the date of redeployment adjusted from time to time in accordance with this 
Agreement and adjusted to reflect each incremental step through the former classification 
on the anniversary of each increment. 

21.2 An Employee covered by this clause must be paid: 

(a) for a period of twelve months from the date of transfer a total emolument which is 
not less than the salary payable immediately prior to the date of transfer and the 
all purpose allowances paid to the Employee over the preceding twelve months; 

(b) for the purposes of this subclause all purpose allowances means: 

(i) Any allowance (other than a higher duties allowance) which an 
Employee would have been entitled to be paid whilst on recreation leave; 
and 

(ii) Roster and shift allowances paid to the Employee during the twelve 
months immediately preceding the day of transfer. 

21.3 Salary- full-time Employee 

The ordinary salary for a full-time Employee shall be their applicable salary in Schedule 2, 
excluding allowances. 

21.4 Hourly rate - full-time Employee 

The ordinary hourly rate for a full-time Employee shall be their applicable ordinary weekly 
salary divided by 38. 

21.5 Hourly rate - part-time Employee 

The ordinary weekly salary and ordinary hourly rate for a part-time Employee shall be 
calculated on a pro rata basis of a full-time Employee. 

21.6 Disturbance allowance 

{a) An Employee who was a s97 Employee as at 19 December 1997, who transferred 
to an Employer on or after 19 December 1997 and has been continuously 
employed by the same Employer since the date of transfer in the same position, 
and who is redeployed as a result of his/her posltion being made redundant and is 
redeployed and who is required to travel to a new work location is entitled to be 
paid a disturbance allowance in compensation for all disturbance factors, which 
are not otherwise provided for in this agreement. 

(b) No disturbance allowance will be paid if the redeployed Employee is required to 
travel less than ten kilometres extra per day. 

(c) The allowance is paid in the following circumstances: 

(i) at a rate of $709 if the Employee is required to travel up to an extra 
30 minutes or an extra 30 kilometres per day; and 
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(ii} at a rate of $709, for each additional 30 minutes or 30 kilometres or part 
thereof. 

(d) An Employee entitled to an allowance under this subclause may, in lieu, elect to 
be reimbursed all additional travel costs at public transport rates for a period of 
one year. 

(e) A redeployed Employee who is not entitled to the disturbance allowance contained 
in this Agreement but who is required to pay additional travel costs as a result of 
relocation is entitled to be reimbursed those additional costs at public transport 
rates for a period of one year. 

(f) The disturbance allowance may be paid only once in compensation for all 
disturbance factors incurred by the single transfer. 

(g) For the avoidance of doubt, the allowances referred to above will not be subject to 
any increase during the life of this Agreement. 

22. Disputes Resolution Procedure 

22.1 Resolution of disputes and grievances 

(a) For the purpose of this clause 22, a dispute includes a grievance. 

(b) This dispute resolution procedure will apply to any dispute arising in relation to: 

(i) this Agreement (for the avoidance of doubt, this includes a request for 
flexible working arrangements or a request for an additional 12 months 
parental leave); or 

(ii) the NES. 

( c) A Party for the purposes of this clause is the Em ployee/s or the Employer that are 
subject to the dispute. 

(d} A Party subject to the dispute may choose to be represented at any stage by a 
representative including a Union or Employer organisation. A representative, 
including a Union or Employer organisation on behalf of an Employer, may initiate 
a dispute. 

22.2 Obligations 

{a) The Parties to the dispute and their representatives must genuinely attempt to 
resolve the dispute through the processes set out in this clause and must 
cooperate to ensure that these processes are carried out expeditiously. 

(b) While the dispute resolution procedure is being conducted work will continue 
normally according to the usual practice that existed before the dispute, until the 
dispute is resolved. 

(c) This requirement does not apply where an Employee: 

(i) has a reasonable concern about an imminent risk to their health or 
safety; 

(ii) has advised the Employer of the concern; and 

(iii) has not unreasonably failed to comply with a direction by the Employer to 
perform other available work that is safe and appropriate for the 
Employee to perform. 

(d) No Party to a dispute or person covered by the Agreement will be prejudiced with 
respect to the resolution of the dispute by continuing work under this clause. 

22.3 Dispute settlement facilitation 
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(a) Where the chosen representative is another Employee of the Employer, that 
Employee will be released by the Em player from normal duties as is reasonably 
necessary to enable them to represent the Employee/s including: 

(i) investigating the circumstances of the dispute; and 

(ii) participating in the processes to resolve the dispute, including 
conciliation and arbitration. 

(b) An Employee who is a Party to the dispute will be released by the Employer from 
normal duties as is reasonably necessary to enable them to participate in this 
dispute settling procedure so long as it does not unduly affect the operations of the 
Employer. 

22.4 Discussion of dispute at workplace 

{a) The Parties will attempt to resolve the dispute at the workplace as follows: 

(i) in the first instance by discussions between the Employee/sand the 
Employee's line manager or other relevant manager; and 

(ii) if the dispute is still unresolved, by discussions between the Employee/s 
and more senior managers. 

Nothing in this clause 22.4 prevents the Parties from agreeing, at any time, to 
conducting their discussions in writing, subject to clause 22.2. 

(b} The discussions at subclause 22.4(a)will take place within fourteen days or such 
longer period as mutually agreed. Discussions will be in person or, by agreement 
of the parties, telephone, written or electronic correspondence, save that 
agreement wil I not be unreasonably withheld. 

(c) Where a Party believes the requirements of this clause 22.4 have not been 
complied with, they will notify the other of their concern in writing as soon as 
practicable. 

(d) If a dispute cannot be resolved at the workplace it may be referred by a party to 
the dispute or representative to the Commission for conciliation and, if the matter 
in dispute remains unresolved, arbitration. 

22.5 Disputes of a collective character 

Disputes of a collective character may be dealt with more expeditiously by an early reference 
to the Commission. Howeyer, no dispute of a collective character may be referred to 
Commission directly without a genuine attempt to resolve the dispute at the workplace 
level. 

22.6 Conciliation 

(a) Where a dispute is referred for conciliation, the Commission member will do 
everything the member deems right and proper to assist the Parties to settle the 
dispute 

(b} Conciliation before the Commission is complete when: 

(i) the Parties to the dispute agree that it is settled; or 

(ii} the Commission member conducting the conciliation, either on their own 
motion or after an application by a Party, is satisfied there is no likelihood 
that further conciliation will result in settlement within a reasonable 
period; or 

{iii) the Parties to the dispute inform the Commission member there is no 
likelihood the dispute will be settled and the member does not have 
substantial reason to refuse to regard conciliation as complete. 

22.7 Arbitration 

(a) lf, when conclliation is complete, the dispute is not settled, either Party may 
request the Commission proceed to determine the dispute by arbitration. · 
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(b) The Commission member that conciliated the dispute will not arbitrate the dispute 
if a Party objects to the member doing so. 

(c) Subject to subclause 22.7(d) below, a decision of the Commission is binding upon 
the persons covered by this Agreement. 

(d) An appeal lies to a Full Bench of the Commission, with the leave of the Full Bench, 
against a determination of a single member of the Commission made pursuant to 
this clause. 

22.8 Conduct of matters before the Commission 

(a) Subject to any agreement between the Parties to the dispute in relation to a 
particular dispute or grievance and the provisions of this clause, in dealing with a 
dispute or grievance through conciliation or arbitration, the Commission will 
conduct the matter in accordance with sections 577, 578 and Subdivision B of 
Division 3 of Part 5-1 of the Act. 

(b) For the avoidance of doubt, nothing in this clause affects the operation of s .596 of 
the Act. 

23. Alternative Dispute Resolution Procedure 

23.1 Application 

The Independent Disputes Resolution Industry Panel (Panel) is empowered to hear and 
determine dispute applications regarding the following matters: 

(a) A dispute under this Agreement in relation to the classification of an employee; 
and 

(b) Alleged underpayments, where the Employer and Employee agree to have the 
dispute about an alleged underpayment determined by the Panel. 

23.2 Composition and principles of the Panel 

(a} The Panel will comprise three persons being: 

(i) A nominee of the Union (on behalf of Employees); 

(li) A nominee of the VHIA (on behalf of Employers); and 

(iii) an independent chairperson (Chair) agreed by the Unions and the VHIA 
or, in the absence of agreement, as nominated by the Minister for Health. 

(b) 

(c) 

(d) 

(e) 

(f) 

(g) 

(h) 

(i) 

Note: A nominee of the Unions or VHIA may change at any stage depending 
on the nature of the matter being determined by the Panel. 

The Panel Chair shall act as an independent third party in deliberations of the 
Panel. 

A nominee on the Panel must recuse themselves from being involved in a matter if 
they are directly and/or personally affected by the outcome. 

The Panel will commence to determine an application made under this clause 
within 21 days of receiving the application and conclude its deliberations as 
expeditiously as possible. 

The Panel shall act independently of the Unions and the VHIA. 

The parties to an application to the Panel bear their own costs (save for the Chair). 

The Panel shall be responsible for determining its own procedure, provided that it 
applies the rules of natural justice and procedural fairness and be consistent with 
the requirements of clause 22 Disputes Settling Procedure. 

The Panel shall apply an inquisitorial procedure, rather than an adversarial one. 

The Panel may decide to hear a matter in the workplace. In such cases the 
employer shall provide a suitable meeting room and other relevant facilities for any 
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date requested by the Panel. The employer will allow the Panel to inspect any 
work site if the Panel believes this will assi•st it in determining a matter, subject to 
any health, safety and privacy considerations. A party to a dispute may request 
that the Panel hear a matter in a workplace. The Panel will consider such a 
request and determine for itself the best location for hearing a matter. 

0) Jn the exercise of its functions, the Panel shall do such things as are necessary to 
ensure that: 

(i) matters are dealt with expeditiously; and 

(ii) where possible it does not deal with unnecessarily complex legal 
arguments in hearing/determining a matter. 

(k) Lawyers and paid agents, who are not direct employees of the Unions, VHIA, 
Department or an employer may not be given permission to appear before the 
Panel. 

(I) A party to a dispute that is being dealt with under this clause shall not make an 
application to the FWC for it to deal with the same dispute, other than an 
application made under clause 23.S(k)-23.5(1). Nothing prevents an application to 
the FWC where the Panel ceases to deal with a dispute without having made a 
determination. 

23.3 Functions of the Panel Chair 

(a) The Chair shall perform the following functions: 

(I) Notify all parties to the matter and the Department of the hearing dates; 

{ii) Chair proceedings of the Panel; 

(Iii) Conciliate matters, by chairing conferences between the employer(s) 
and/or their representative/s, and the Union; and 

(iv) Anything else necessary to give effect to the provisions of this clause. 

23.4 Application to Panel to deal with a dispute 

(a) Either an Employer or an Employee (or their representatives) may make an 
application to the Panel regarding a dispute about matters listed at 22.1 only 
where the Parties have attempted to resolve the dispute at the workplace as 
described at clause 22.4 of the enterprise agreement. 

(b) If the provisions of clause 22.4 (Discussion of dispute at workplace) or Clause 22.2 
(Obligations of this Agreement) have not been complied with prior to the 
application, the Chair will refer the parties back to the workplace to attempt 
resolution through discussion at the workplace level in the first instance. 

(c) Applications to the Panel to deal with a dispute must be in the following form: 

To: The Independent Disputes Resolution Panel 

Dispute Application 

Name of Applicant 

Employer 

Union 

Number of employees involved (if 
applicable) 
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Relevant Enterprise Agreement 
Provision 

Description of the dispute and relevant issues: 

Current status of matters 

Steps already taken to resolve the 
dispute 

Signed: ................. . Date: .... ................. .. . 

(d) Application by an Employee 

(i) The Chair shall notify the Unions, VHIA and the Employer of an 
application made by an employee directly to the Panel. 

{ii) Before referral to the Panel for determination, the Chair in the first 
instance shall review the employee's application to determine that the 
nature of the dispute is within the scope of this clause and therefore able 
to be determined by the Panel. 

(iii) The Chair will notify the employee, The Unions, VHIA and the Employer 
of their findings with respect to scope. 

(iv) If the chair finds the employee's application is not within the scope of this 
clause the Chair will notify the employee and that their application is not 
able to be heard by the Panel. 

(v) If the Chair finds the employee's application is within the scope of this 
clause the Chair will notify the employee that it will be dealt with under 
this clause. 

23.5 Role, procedures and determinations of the Panel 

(a) In dealing with an application, the Panel will: 

{i) utilise available relevant material; 

(ii} apply the provisions of the Agreement; and 

(iii) in the case of submissions under clause 23.S(f) below consider any 
materials submitted by or on behalf of the Department. 

(b) Subject to the provisions of this clause, proceedings of the Panel shall be 
conducted as informally as possible and undertaken with all possible expediency. 

(c) The Panel may inform itself in any manner it sees fit including, in the case of a 
classification application, by seeking the views of an expert advisor (who is not an 
employee of the health service subject of the application) agreed by the Panel to 
provide clinical expertise in an area of clinical practice relevant to the classification 
matter under consideration. 

{d) The Panel is not bound by the rules or practices as to evidence and may inform 
itself on any matter it thinks fit. In any event, an employee providing evidence to 
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the Panel will not be subjected to any form of cross examination by any person 
without limiting the questions the Panel may ask. 

(e) The Employer or VHIA and the Employee/sand/or Unions can advocate to the 
Panel. 

(f) At the Panel's discretion, the parties to a matter will present submissions verbally 
and/or in writing. 

(g) The parties to a dispute shall have full, unrestricted access to relevant information, 
except where the Panel determines that access to material is inappropriate for 
legal or confidentiality reasons. 

{h) An employee, including a Union representative, who is involved in a matter being 
heard by the Panel shall be allowed time off from their normal duties and paid their 
normal wages for time attending. 

(i) The Panel will determine applications by majority, with written reasons to be 
prepared by the Chair (including any dissenting decision or a summary of any 
dissenting decision) and provided to the parties. 

0) No decision shall be regarded as a precedent. 

(k) A determination of the Panel will be considered binding unless either the Union or 
VHIA make an application to have the determination reviewed by the Commission 
within 14 days of receiving written determination. 

(I} An application to the Commission will include the application, determination, 
written reasons and supporting material. 

(m) An application 1o the Commission under this clause will include a request that the 
President of the Commission will appoint a member of the Commission 1o preside 
over the matter. 

(n) Where applicable, the Commission will be assisted by the Chairperson, who will 
explain their recommendation, the application and supporting material, and inform 
the Commission of the position of the Union and the VHIA. 

(o) Where applicable, the Commission will adopt an inquisitorial procedure (rather 
than an adversarial procedure) and will in effect stand in the shoes of the Panel 
and determine whether the Panel decision under review was properly reached, 
and may substitute or uphold the existing determination. Any determination under 
this clause will be final and binding upon the parties and will not be subject to an 
appeal of the Full Bench. 

23.6 Additional Role of the Chair in considering matters affecting an Employer's funding 

(a) The unions and the VHIA recognise that the Victorian Government, represented by 
the Department of Health, has a right to have its funding interests heard and 
considered in decisions of the Panel. 

(b) The interests of the Victorian Government represented by the Department include 
significant funding, policy and service delivery considerations and implications. 

23.7 Materials to be provided to the Panel 

(a) A Party shall provide all relevant material to the Panel and the other Party as soon 
as practicable. Relevant material may include the following: 

(i) Staffing/EFT levels and profiles 

(ii) position descriptions 

(iii) rosters 

(iv) proposed and/or actual professional reporting lines for/to the proposed 
position/s 

(v) records relating to an application (for example: leave backfill, vacancies, 
absenteeism and leave accruals} 
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(vi) organisational structure 

23.8 Notification of Panel determinations 

(a) The Chair will notify the Unions, Employer and Employee, where applicable, of the 
Panel's determination with respect to an application in writing within 14 days of the 
decision. 

(b} In the case of an application for a reclassification the determined grade will apply 
from the date of the application. 

(c) Until the determination of the Panel, the existing grade (where relevant) will 
continue to apply. 

(d) In the case of an application for a reclassification, where the Panel or, on review, 
the Commission determines that a lower classification applies, the Employee will 
have their current salary maintained. 

23.9 Employee Release from normal duty 

(a) An Employee who is involved in a dispute before the Panel, including a Union 
representative, will be released by the Employer with pay from normal duties as is 
reasonably necessary to enable them to participate in this dispute settling 
procedure so long as it does not unduly affect the operations of the Employer. 

(b) For the purposes of this clause 'pay' shall include shift allowances and any other 
payment the employee or Union representative would have received had they not 
been released from duty as described above. · 

23.10 Withdrawal of application 

(a) The notifier of a dispute to the Panel may withdraw their application at any time. 

(b) Any notice of withdrawal of a matter shall be in writing and the Chair shall cause 
this to be communicated to other relevant parties. 
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24. Managing Conduct and Performance 

24.1 Application 

(a) Except as provided at 22.1 (e), where an Employer has concerns about: 

(i) the Conduct of an Employee, or 

(U) a performance issue that may constitute Misconduct, 

the following procedure will apply. 

(b) There are two steps in a disciplinary process under this clause as follows: 

{i) investigative, and 

(ii) disciplinary. 

(c) An Employee will be provided a reasonable opportunity to be represented at any 
time (including by a Union) with respect to all matters set out in this clause. 

(d) The Employer will notify the Employee in accordance with sub-clause 24.3(b) as 
soon as practicable following the Employer becoming aware of the alleged 
concerns at sub-clause 24.1(a). 

(e} Exception - Employees who have not completed a minimum period of 
employment with their Employer 

Where an Employee has not completed a period of employment with their 
Employer of at least the minimum employment period defined at s.383 of the Act 
and the Employer is considering the termination of the Employee's employment, 
the Employer will: 

(i} provide the concerns in writing to the Employee as soon as practicable 
following the Employer becoming aware of the alleged concerns: 

(ii) advise the Employee of their right to have a representative, including a 
Union representative; 

(iii) other than in the case of Serious Misconduct, provide the Employee an 
opportunity to improve their Performance or Conduct; 

(iv) meet with the Employee (and, where relevant, their representative); and 

(v) consider any explanation by the Employee including any matters raised 
in mitigation before making a decision to terminate the employment. 

The terms of clause 24.3 to 24.5 inclusive do not apply to Employees within the 
scope of the exception in this clause 24 .1 ( e). 

24.2 Definitions 

(a} Conduct means the manner in which the Employee's behaviour impacts on their 
work 

{b) Misconduct means an Employee's intentional or negligent failure to abide by or 
adhere to the standards of conduct expected by the Employer. A performance 
issue can be considered misconduct where, despite all reasonably practicable 
interventions by the Employer, the Employee is unable to fulfil all or part of their 
job requirements to· a satisfactory level. 

(c) Performan.ce means the manner in which the Employee fulfils their job 
requirements. The level of performance is determined by reference to an 
Employee's knowledge, skills, qualifications, abilities and the requirements of the 
rote. 

( d) Serious Misconduct is as defined under the Act and is both wilful and deliberate. 
Currently the Act defines serious misconduct, in part, as: 

(i) wilful or deliberate behaviour by an Employee that is inconsistent with 
the continuation of the contract of employment; 
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(ii} conduct that causes serious and imminent risk to: 

A the health or safety of a person; or 

B. the reputation, viability or profitability of the Employer's 
business. 

Conduct that is serious misconduct includes each of the following: 

(iii) the Employee, in the course of the Employee's employment, engaging in: 

A. theft; or 

B. fraud; or 

C. assault; 

(iv} the Employee being intoxicated at work; 

(v) the Employee refusing to carry out a lawful and reasonable instruction 
that is consistent with the Employee's contract of employment. 

(e) Subclauses 24.2(d}(iii)- 24.2(d)(v) do not apply if the Employee is able to show 
that, in the circumstances, the conduct engaged in by the Employee was not 
conduct that made employment in the period of notice unreasonable. 

24.3 Investigative procedure 

(a) The purpose of an investigative procedure is to conclude whether, on balance, 
concerns regarding Conduct or Performance are well-founded and supported by 
evidence. An investigation procedure must be fair including proper regard to 
procedural fairness and natural justice 

(b) The Employer will: 

(i) advise the Employee of the concerns and allegations in writing; 

(ii} provide the Employee with any material which forms the basis of the 
concerns before seeking a response; 

(iii) ensure the Employee is provided a reasonable opportunity to answer any 
concerns including a reasonable time to respond; 

(iv) advise the Employee of their right to have a representative, including a 
Union representative; 

(v) ensure that the reason for any interview is explained; 

(vi) take reasonable steps to investigate the Employee's response. 

(c} Where the Employer has complied with subclause 24.3(b)(I) - (vi) and the 
Employee does not dispute the concerns, the Employee may opt to decline the 
opportunity to be interviewed. 

(d) Where the Employee opts to decline the opportunity to be interviewed, the 
Employee may still raise matters under clause 24.4(c) including matters in 
mitigation lf a disciplinary procedure (see clause 24) is proposed. 

24.4 Procedure to address poor Performance or Misconduct 

(a) The procedure applies if, following the investigation, the Employer reasonably 
considers that the Employee's Conduct or Performance may warrant disciplinary 
steps being taken. 

(b) The Employer will: 

(i) notify the Employee in writing of the outcome of the investigation 
process, including the basis of any conclusion; and 

(ii) provide the Employee with a reasonable opportunity to provide 
information about the matters in (c). 

(c) In considering whether to take disciplinary action, the Employer will consider: 
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(i) whether there is a valid reason related to the Conduct or Performance of 
the Employee arising from the investigation justifying disciplinary action; 

(ii) whether the Employee knew or ought 1o have known that the Conduct or 
Performance was below acceptable standards; and 

(iii} any explanation by the Employee relating to Conduct including any 
matters raised in mitigation. 

24.5 Possible outcomes 

(a) Where it is determined that after following the procedures in this clause 24 that 
disciplinary action is warranted, the Employer may take any of the following steps 
depending on the seriousness of the Conduct or Performance and the steps shall 
be recorded on the Employee's personnel file: 

(i) where the Performance or Conduct issue does not constitu1e Serious 
Misconduct: 

A. counsel the Employee; 

B. give the Employee a first written warning: 

C. give the Employee a second written warning in the event that 
the Employee has previously been given a first warning within 
the previous 12 months for that course of Conduct; 

D. give the Employee a final written warning in the event that the 
Employee has previously been given a second written warning 
within the preceding 18 month period for that course of 
conduct; or 

E. 1erminate the Employee's employment on notice in the case of 
an employee who repeats a course of conduct for which a final 
warning was given in the preceding 18 months: or 

(ii) Where the Performance or Conduct does constitute Serious Misconduct: 

A. terminate 1he Employee's employment without notice : or 

B. alternatively, issue the Employee with a final warning without 
following 1he steps in subclause 24.5(a)(i) above. 

(b) The Employer's decision and a summary of its reasons will be notified to the 
Employee in writing. 

(c) If after any warning or counselling, a period of 12 or 18 months elapses (as 
relevant) without the Employee repeating a course of conduct for which the 
preceding warning or counselling was given, the Employer cannot rely on the 
preceding warning or counselling for the purpose of using a further warning. 

24.6 Performance Management 

(a} Nothing in this clause 24 will prevent the Employer from undertaking performance 
management to support Employees. 

(b) In this clause 24, performance management includes reasonable actions to 
address performance by identifying performance deficits, the Employer's expected 
outcomes and performance measures, and strategies to meet those measures 
including the provision of support and education the Employee may reasonably 
require. Performance management measures may be included in a performance 
improvement plan that seeks to address the identified deficits within a reasonable 
time period. 

(c) In this clause 24, performance management does not include sanctions in addition 
to those se1 out at clause 24.5 above. 

24.7 Disputes 
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(a) A dispute over this clause 24 is to be dealt with in accordance with the Dispute 
Resolution Procedure of this Agreement (clause 22). 
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SECTION 1 I PART C: TYPES OF 
EMPLOYMENT AND END OF EMPLOYMENT 

25. Modes of Employment 

25.1 Full-time Employment 

(a) A full-time Employee is one who is engaged to work 38 hours per week or an 
average of 38 hours as per clauses 92, 130, 179 and 220 (Hours of Work). 

{b) A full-time Employee who is ready, willing and able to work full-time hours will be 
paid the weekly salary appropriate to the Employee's classification, irrespective of 
the number of hours worked not exceeding 38, or an average of 38 per week. 

25.2 Part.time Employment 

(a) A part-time Employee is one who is engaged to work less than an average of 38 
hours per week. 

(b) The number of hours worked by a part-time Employee may vary from week to 
week by mutual agreement. 

(c) A part-time Employee will be paid an hourly rate equal to 1138th of the weekly 
salary for the Employee's classification. Payments for shift work(clauses 78, 88, 
170,172,172.2, 194 and 215), for Saturday and Sunday (clauses 87, 138, 193 
and 230) and public holiday work ( clauses 104, 145, 197, 236 and 23 7) also apply 
to part-time Employees. 

(d) Where a part-time Employee has an entitlement to leave under this Agreement, 
the part-time Employee will be paid according to the number of hours the 
Employee would have worked on the day/son which the leave was taken. 

(e) Notwithstanding the above, a part-time MHO employed on a regular basis for four 
hours or less per week shall be paid in accordance with clause 25.3. 

(f) Where a full-time Employee converts from full-time to part-time, the Employer shall 
not reduce the total EFT of the Employee's workplace as a result of the conversion 
to parHime 

25.3 Converting from Full-Time Employment to Part-time Employment 

(a) A full time Employee may, by agreement with the Employer, convert to part time 
arrangements. 

(b) Where a full time Employee converts from full time to part time, the Employer shall 
not reduce the total EFT of the Employee's workplace as a result of the conversion 
to part time. 

25.4 Casual Employment 

{a) The persons covered by this Agreement confirm their commitment to maximise full 
time and part time employment and agree that the engagement of casual 
Employees shall, subject to clause 107 .13 (Section 2 - Registered Psychiatric 
Nurses/Enrolled Nurses & MHO's, Part H: Classification & Staffing) be only in 
response to unplanned circumstances (without intending to be exhaustive, such as 
filling of gaps in rosters caused by sick leave or other unpredictable absences). 
Casual employment is not to be used in circumstances where the work undertaken 
is of an ongoing and predictable nature. It will be the aim to utilise existing 
Employees for unplanned absences where practicable. 

(b) A casual Employee: 

(i) is an Employee who: 

A. is made an offer of employment on the basis that the Employer 
makes no firm advance commitment to continuing and 
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indefinite work according to an agreed pattern of work (e.g. 
relief such as replacing an employee on an unplanned 
absence); and 

B. accepts the offer of employment on that basis; and 

C. is an Employee as a result of that acceptance. 

(c) A casual Employee's engagement is terminable without prior notice by either party 
subject to the applicable minimum engagement clauses 182 and 222. 

(d) A casual Nurse or MHO Employee will be paid an hourly rate equal to 1138th of the 
weekly salary for the Employee's classification plus 25% for ordinary hours worked 
during the week. Payments for shift work (clause 88), weekend work (clause 87) 
and public holiday work ( clause 104) also apply to casual Employees. 

(e) For Employees under Section 3, 4 and 5 of this Agreement a casual Employee 
shall be paid for all work done on a weekdays an amount equal to 1138th of the 
weekly wage appropriate to the Employees classification per hour plus 25% and 
for all work done Saturday, Sundays and Public Holidays an amount equal to 
1138th of the weekly wage appropriate to the Employees classification per hour 
plus 75%. 

(f) Except where expressly excluded, a casual Employee will be entitled to receive 
the allowances prescribed by Section 1, Part E of this Agreement. 

(g) A casual Employee will not be entitled to the following provisions of the 
agreement: 

(i) annual leave (clause 101, 143, 195 and 232); 

(ii) purchased leave (clause 51 ); 

(iii) paid personal leave (clauses 102, 144, 196 and 235); 

(iv) paid compassionate leave (clause 44); 

(v) long service leave - Health Professionals (Note: State LSL Act applies) 
(clause 47); 

(vi) professional development leave (clauses 105.1, 105.2, 146 and 242) 
other than clause 105.6 (mandatory training) which does apply to casual 
Employees: 

{vii) study leave (clauses 105.3, 149, 150, 198 and 238); 

(viii) examination leave (clauses 105.4, 14 7 and 239), 

(ix) rosters (clauses Error! Reference source not found. and 188); 

(x) notice period (clauses 73, 118, 162, 207 and 208): 

(xi) absences on defence leave (clause 40); 

(xii) special disaster leave (clause 41) 

(h) A casual Employee is entitled to the following: 

(i) unpaid personal leave for carer's responsibilities (clauses 102, 144, 196 
and 235): 

(ii) unpaid compassionate leave (clause 44); 

(iii} parental leave (clause 50) subject to the eligibility requirements of that 
clause; 

(iv) Unpaid family violence leave (clause 45); 

(v) unpaid ceremonial leave (clause 43); 

(vi) All other applicable terms of the Agreement 

SECTION 1 (COMMON TERMS) I PART C: TYPES OF EMPLOYMENT AND TERMINATION OF 
EMPLOYMENT 

L \344187946.1 42 

f_p_n_46_



SECT JON 1 (COMMON TERMS) I PART C: TYPES OF EMPLOYMENT AND TERMINATION OF 
EMPLOYMENT 

(i) In terms of Employees covered by Section 2 of the Agreement, any casual 
replacement shift shall be of the same shift length as the shift that is being 
replaced. Additional casual Employees for unexpected periods of peak workload 
may be of shorter duration. 

0) Further to clause 25.4(i), it is acknowledged that in the event of logistical 
difficulties such as late notification of personal leave or genuine inability to obtain 
an agency/bank nurse for a full shift replacement then the full shift replacement 
may not be able to occur. 

(k) A casual Employee may convert to a full time or part time Employee in accordance 
with clause 26 below. 

25.5 Fixed Term Employment 

(a) A Fixed term Employee is an Employee who is employed for a specified period of 
time, which period is known at the commencement of the contract, or for a 
specified task such as a project or replacement of an absent employee. 

(b) Subject to clause 25.S(c), fixed term employment will not be used to fill an ongoing 
position. 

(c) Examples of where fixed term employment may be appropriate include: 

(i) RUSON positions; 

(ii) Graduate positions; 

(iii) Post Graduate training positions; 

{iv) Long term WorkCover replacement; 

(v) Special Projects; 

(vi) Positions created through identifiable funding external to the Employer 
not being funding that is part of an operating grant from government; and 

(vii) Backfill including for extended leave (such as Parental Leave and Long 
Service Leave) and to support flexible working arrangements; 

(viii) Aboriginal Trainees hip; 

(ix) Aboriginal Cadets hip 

Note: Jn this context, backfill to support flexible working arrangements does not refer to the 
Employee on the flexible working arrangement, but instead to an arrangement to work hours 
that arise from a flexible work arrangement that includes a temporary reduction in hours. 

26. Casual Conversion 

26.1 Employer offers 

(a) Subject to clause 26.2 and in accordance with the NES, an Employer must make 
an offer to a casual Employee under this section if: 

(i) the casual Employee has worked shifts for the Employer for a period of 
12 months beginning the day the employment started; and 

(ii) during at least the last 6 months of that period, the Employee has worked 
a regular pattern of hours on an ongoing basis which, without significant 
adjustment, the Employee could continue to work as a full-time employee 
or a part-time employee (as the case may be). 

(b) The Employer's offer under clause 26.1 (a) must: 

(i) be in writing; and 

(ii) be an offer for the Employee to convert: 
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A. for an Employee that has worked the equivalent of fu II-time 
hours during 1he period referred to in clause 26.1 (a)(ii) - to full­
time employment; or 

B. for an Employee that has worked less than the equivalent of 
full-time hours during the period referred to in clause 26.1 (a)(ii) 
- to part-time employment that Is consistent with the regular 
pattern of hours worked during that period: 

(iii) be given to the Employee with in 21 days after the end of the 12-month 
period referred to in clause 26.1 (a)(i). 

26.2 When Employer offers not required 

(a) An Employer is not required to make an offer under clause 26.1 (a) to a casual 
Employee if: 

(i) there are reasonable grounds not to make that offer; and 

(ii) the reasonable grounds are based on facts that are known, or 
reasonably foreseeable, at the time of deciding not to make the offer; 

(b) The Employer must give written notice to a casual Employee in accordance with 
clause 26.2(d) if: 

(i) the Employer decides under clause 26.1 (a) not to make an offer to the 
Employee; or 

{ii) the Employee has been employed by the Employer for the 12-month 
period referred to in clause 26.1(a)(l) but does not meet the requirement 
referred to in paragraph 26.1 (a)(ii). 

(c) Without limiting subclause 26.1 (a), reasonable grounds for deciding not to make 
an offer include the following: 

(i) the Employee's position will cease to exist in the period of 12 months 
after the time of deciding not to make the offer, such as where a casual 
Employee works shifts replacing an employee absence; 

(ii) the hours of work which the Employee is required to perform will be 
significantly reduced in that period; 

(iii) there will be a significant change in either or both of the following in that 
period: 

A. the days on which the Employee's hours of work are required 
to be performed; 

B. the times at which the Employee's hours of work are required 
to be performed; 

C. which cannot be accommodated within the days or times the 
Employee is available to work during that period; 

(iv) making the offer would not comply with a recruitment or selection 
process required by or under a law of the Commonwealth or a State or a 
Territory. 

(d) The notice must: 

{i) advise the Employee that the Employer is not making an offer under 
clause 26.1 ; and 

{ii) include the details of the reasons for not making the offer (including any 
grounds on which the Employer has decided to not make the offer); and 

(iii) be given to the Employee within 21 days after the end of the 12-month 
period referred to in clause 26.1 (a)(i). 

26.3 Employee response 

SECTION 1 (COMMON TERMS) I PART C: TYPES OF EMPLOYMENT AND TERMINATION OF 
EMPLOYMENT 

L\344187946.1 44 

f_p_n_48_



SECTION 1 (COMMON TERMS) I PART C: TYPES OF EMPLOYMENT AND TERMINATION OF 
EMPLOYMENT 

(a) The Employee must give the Employer a written response to the offer made under 
26.1 (a) within 21 days after the offer is given to the Employee, stating whether the 
Employee accepts or declines the offer. 

(b) If the Employee fails to give the Employer a written response in accordance with 
subclause 26.1 (a), the Employee is taken to have declined the offer. 

26.4 Acceptances of offers 

(a) If the Employee accepts the offer, the Employer must, within 21 days after the day 
the acceptance is given to the Employer, give written notice to the Employee of the 
following: 

(i) whether the Employee is converting to full-time employment or part-time 
employment; 

(ii) the Employee's hours of work after the conversion takes effect; 

(iii) the day the Employee's conversion to full-time or part-time employment 
takes effect 

(b) However, the Employer must discuss with the Employee the matters the Employer 
intends to specify for the purposes of subclause 26.4{a)(i) - 26.4(a)(iii) before 
giving the notice. 

(c) The day specified for the purposes of subclause 26.4(a)(iii) must be the first day of 
the Employee's first full pay period that starts after the day the notice is given, 
unless the Employee and Employer agree to another day. 

26.5 Employee requests 

(a) A Casual Employee may make a request of an Employer under this clause if: 

(i) the Employee has been employed by the Employer for a period of at 
least 6 months beginning the day the employment started; 

(ii) the Employee has, in the period of 6 months ending the day the request 
is given, worked a regular pattern of hours on an ongoing basis which, 
without significant adjustment, the Employee could continue to work as a 
full-time Employee or part-time Employee (as the case may be); and 

(iii) all of the following apply: 

A. the Employee has not, at any time during the period referred to 
in subclause 23A.5(a)(ii) refused an offer made to the 
Employee under clause 26.1; 

B. the Employer has not, at any time during that period, given the 
Employee a notice in accordance with sub-clause 26.2(c)(i); 

C. the Employer has not, at any time during that period, given a 
response to the Employee under clause 26.6 refusing a 
previous request made under this clause; 

D. the request is not made during the period of 21 days after the 
period referred to in subclause 26.1(a)(i}. 

(b) The request must: 

(i) be in writing; 

(ii} be a request for the Employee to convert: 

A. for an Employee that has worked the equivalent of full-time 
hours or shifts on a regular and systematic basis during the 
period referred to in clause 26.5(b)(ii)- to full-time 
employment; or 

B. for an Employee that has worked less than the equivalent of 
full-time hours or shifts on a regular and systematic basis 
during the period referred to in paragraph 26.S(b)(ii)- to part-
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time employment that is consistent with the regular pattern of 
hours or shifts worked during that period; and 

(iii) be given to the Employer. 

26.6 Employer must give a response 

The Employer must give the Employee a written response to the request made under clause 
26.5 within 21 days after the request is given to the Employer, stating whether the Employer 
grants or refuses the request. 

26.7 Refusals of requests 

(a) The Employer must not refuse the request unless: 

(i) the Employer has consulted the Employee; 

(ii) there are reasonable grounds the refuse the request; and 

(iii) the reasonable grounds are based on facts that are known, or 
reasonably foreseeable, at the time of refusing the request. 

(b) Without limiting subclause 26.8(a), reasonable grounds for refusing a request 
include the following: 

(i) it would require a significant adjustment to the Employee's hours of work 
in order for the Employee to be employed as a full-time Employee or 
part-time Employee: 

(ii} the Employee's position will cease to exist in the period of 12 months 
after giving the request; 

(iii) the hours of work which the Employee is required to perform will be 
significantly reduced in the period of 12 months after giving the request; 

(iv) there will be a significant change in either or both of the following in the 
period of 12 months after giving the request: 

A. the days on which the Employee's hours of work are required 
to be performed: 

B. the times at which the Employee's hours of work are required 
to be performed: 

which.cannot be accommodated within the days or times the Employee 
is available to work during that period; 

(v) granting the request would not comply with a recruitment or selection 
process required by or under a law of the Commonwealth or a State or a 
Territory 

( c} If the Em player refuses the request, the written response under clause 26 .6 must 
include details of the reasons for the refusal. 

26.8 Grants of requests 

(a} If the Employer grants the request, the Employer must, within 21 days after the 
day the request is given to the Employer, give written notice to the Employee of 
the following: 

(i) whether the Employee is converting to fulHime employment of part-time 
employment; 

(ii) the Employee's pattern of hours or shifts after the conversion takes 
effect; 

(iii) the day the Employee's conversion to full-time or part-time employment 
takes effect 

(b) However, the Employer must discuss with the Employee the matters the Employer 
intends to specify for the purposes of subclause 26.8(a)(i) - 26.B(a)(iii) before 
giving the notice. 
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(c) The day specified for the purposes of subclause 26.8(a)(iii) must be the first day of 
the Employee's first full pay period that starts after the day the notice is given, . 
unless the Employee and Employeragree to another day. 

(d) To avoid doubt, the notice may be included in the written response under clause 
26.6. 

26.9 Effect of conversion 

(a) 

(b) 

An Employee is taken, on and after the day specified in a notice for the purposes 
of subclauses 26.4(a)(iii) and 26.9(a)(iii) to be a fulHime Employee or a part-time 
Employee of the Employer. 

Casual loading will cease, and any benefits relating to permanent employment will 
commence on the day specified in a notice for the purposes of subclauses 
26.4(a)(iii) and 26.9(a)(iii). 

27. Retention/ Transition to Retirement 

27.1 An Employer and Employee may agree to the following arrangements to assist in the 
retention of an Employee. Any of the agreed arrangements below must be established in 
writing and provided by the Employer to the Employee. 

(a) An Employer and Employee may agree to allow an Employee to establish an 
agreed record of accrued long service leave (in hours) that will be preserved and 
remain available to an Employee should the Employee and the Employer agree 
that the Employee convert their mode of employment from full time to part time 
employment to enable retention. 

(b) An Employer and Employee may agree to allow an Employee to access additional 
Purchased leave up to a maximum of 8 weeks in total per calendar year to enable 
retention. The Purchase leave agreements at clause 51 will be followed. 

(c) An Employer and Employee may agree to allow an Employee to transfer to an 
alternative work location to facilitate retention. 

27.2 Retention - Community Rotation 

27.3 

28. 

28.1 

28.2 

{a) A senior clinician working in an acute unit, may request a 3 to 6 month rotation to a 
Mental Health community team. The purpose of this rotation is to retain senior 
staff, and to further develop skills by working with people who are not in the acute 
stage. 

(b) A senior clinician working in a Mental Health Community Team may request a 3 to 
6 month rotation to an Acute Inpatient Unit. 

(c) The rotation is available to senior staff at the level of grade 3 or above. 

(d) The request at 27.2(a) to 27.2(b) must be in writing and not be unreasonably 
refused by the Employer 

(e) An Employee will be classified in accordance with the work being undertaken. 

(f) No position shall be downgraded as a consequence of this clause 

Any such agreement shall be established in writing and provided to the Employee by the 
Employer. 

Return of Property 

Employees, on cessation of their employment, must return to their Employer the Employer's 
property. 

An Employee who is provided any property by their Em player, at or after the time of their 
starting employment, may be required to complete a document provided by their Employer 
that outlines: 
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(a) the details and dollar value of 1he property as at the time provided; 

(b) that the item at all times remains the property of the Employer; 

(c) tha1 the Employee agrees to return the provided property to the Employer on 
cessation of their employment; 

(d) that should the provided property not be returned at the cessation of employment, 
the Employer reserves the right to seek to recover the value of the property. 
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SECTION 1 I PART D: WAGES AND RELATED 
MATTERS 

29. Payment of Wages, Allowances, Employee Records and 
Related Matters 

29.1 Wages and allowances 

The wages and allowances provided for by this Agreement are set out in Schedule 2, 
including applicable increases. 

29.2 Overlapping Pay Points Between Grades 

Where an Employee moves from one grade to a higher grade and the pay rates are less, 
the Employee will be paid at the next yearly increment level upon appointment to the new 
grade. 

For example, where a RPN 2 Advanced/Psych Clinical Specialist moves to an RPN 3 they 
will commence at the Year 2 rate. 

29.3 Payment 

Each Employee's wages will be paid fortnightly into the Employee's nominated account by 
electronic funds transfer, or other method determined by mutual agreement, and no later 
than Thursday following the end of the pay period. 

29.4 Employee Records 

(a) Payslip 

(i} The Act and Regulations set out an Employer's obligations with respect 
to pay slips, including but not limited to a requirement to specify in 
writing: 

A. the period to which the pay slip relates; 

B. the amount of wages to which the Employee is entitled; 

C. if an amount was deducted from the gross amount of the 
payment, the name or the name and number of the fund or 
account into which the deduction was paid; and 

D. the net amount for each payment. 

(b) To the extent reasonably practicable, payslips will record an Employee's accrued 
annual leave and personal leave. 

(c) Employee Records 

(i) The Act and Regulations set out an Employer's obligations with respect 
to record keeping including but not limited to: 

A. a requirement to keep a record that sets out any leave the 
employee takes and the balance (if any) of the employee's 
entitlement to that leave from time to time; 

B. the inspection and copying of an employee record by the 
employee or former employee to whom the record relates; 

C. the requirement to keep accurate employee records. 

29.5 Payment on termination 

(a) When an Employee's employment has been terminated by the Employer with 
notice, payment of all wages and other monies owing to an Employee will be made 
to the Employee on or before the final day of work of the Employee. 
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(b) Where the Employer terminates the Employee's employment without notice, 
payment of all wages and other monies owing to the Employee will made to the 
Employee within two business days. 

(c) When notice of termination of employment has been given by an Employee, 
payment of all wages and other monies owing to an Employee will be made as 
soon as practicable but not later than the ordinary pay day following the end of 
employment. 

29. 6 Biometric Timekeeping 

Where an Employer has or introduces biometric timekeeping, the Employer will give 
consideration to an Employee with genuine difficulties in complying with a requirement to 
utilise biometric technology to mitigate or avert the impact on that Employee. 

30. Accident Make up pay 

30.1 Qualifications for payment 

Upon receiving payment of compensation and continuing to receive such payment under the 
WIRC Act in respect of an incapacity, an Employee shall be paid accident make up pay by 
the Employer in relation to whom the entitlement to compensation under the WIRC Act 
arises. 

30.2 Maximum period of accident make up pay 

The maximum period or aggregate periods of accident make up pay for which the Employer 
is liable under this clause is 39 weeks for any one injury. 

30.3 Accident make up pay only payable whilst Employee employed by Employer 

(a) An Employer is only liable under this clause to pay to an Employee accident make 
up pay whilst the Employee remains in the employment of the Employer except 

(i) where the Employer terminates the employment of the Employee (other 
than in case of termination due to serious or wilful misconduct on the part 
of the Employee) who, except for the termination of the employment, 
would be entitled to accident make up pay; or 

(ii) where in the case of an Employee who has a current work capacity, the 
Employee has obtained suitable alternative employment with another 
Employer because such suitable alternative employment was not 
available from that Employee's Employer. 

30.4 Limitations on payment of accident make up pay 

An Employer is not liable to pay accident make up pay: 

(a) in relation to an incapacity which occurred during the first two weeks of the 
employment unless such incapacity continues beyond the first two weeks of 
employment in which case the maximum period of payment of accident make up 
pay will apply only to the period of incapacity after the first two weeks; or 

(b) in relation to any injury, during the first five normal working days of incapacity; or 

(c) for any period that weekly payments under the WIRC Act cease; or 

(d) whilst the Employee is on any other paid leave provided for in this Agreement: or 

(e) unless the Employee has given notice in writing to the Employer of an injury as 
soon as practicable after the occurrence of the injury; or 

(f) unless the Employee conforms to the requirements of the WIRC Act for medical 
examinations; or 

(g) if the Employee fails or refuses to commence work in accordance with a limited 
capacity medical certificate where such work is made available by the Employer 
which meets the requirements of the certificate; or 
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(h) upon the death of the Employee. 

30. 5 Employee obligations 

An Employer may require: 

(a) an Employee on engagement to declare all compensation claims made by the 
Employee in the previous five years. An Employee who knowingly provides false 
or inaccurate information to the Employer is not entitled to accldent make up pay 
under this clause; 

(b} an Employee to provide evidence to the Employer of continuing payment of 
compensation under the WIRC Act to the Employee. 

30.6 Calculation of accident make up pay 

Subject to sub-clause 30.7, the amount of accldent make up pay for any week which an 
Employer is required by this clause to pay is calculated as follows: 

(a) for an Employee who has no current work capacity [total incapacity], the amount of 
accident make up pay is determined by first calculating the salary the Employee 
would have received under this Agreement had they performed normal duties 
during that week (including any over award payments but excluding any shift, 
overtime payments, penalty rates or other similar payments) and then deducting 
from that amount, the amount the Employee receives in weekly payments in 
accordance with the WIRC Act for that week; and 

(b) for an Employee who has a current work capacity [partial incapacity] the amount of 
accident make up pay is determined by first calculating the salary that the 
Employee would have received under this Agreement had the Employee 
performed normal duties during that week (including any over award payments but 
excluding shift, overtime payments, penalty rates or other similar payments), then 
deducting any amount the Employee earns from undertaking suitable alternative 
employment (whether that employment is with the Employer upon whom liability 
falls under this clause or another Employer) and then deducting the amount the 
Employee receives in weekly payments in accordance with the WIRC Act for that 
week. 

(c) where an Employee is incapacitated, either totally or partially, for part of a week, 
such an Employee shall receive pro rata accident pay for that part of the week. 

30.7 No obligation to increase the level of accident make up pay 

An Employer is not liable to increase the amount of accident make up pay to an Employee in 
the event that weekly payments made to the Employee under the WIRC Act are reduced in 
accordance with the WIRC Act in respect of the injury for which weekly payments are made. 

30.8 Supplementary Accident Make Up Pay 

Employees who as at 19 December 1997 were Employees of the Department and eligible 
for a commuted allowance shall while on paid accident compensation leave, continue to 
receive commuted allowance up to a maximum period of 26 weeks or an aggregate period 
of 131 days from the date of the injury. 

31. Salary Packaging 

31.1 All Employees will have access to salary packaging arrangements as follows; 

(a) By agreement with tile Employee, the current rate of pay specified in Schedule 2, 
may be salary packaged in accordance with the Employer's policy on salary 
packaging provided that the Employer's policy is consistent with the guidelines 
published by the Australian Tax Office. 

(b) The Employee shall compensate the Employer from within their base 
remuneration, for any Fringe Benefits Tax incurred as a consequence of any 
salary packaging arrangement the Employee has entered into. Where the 
Employee chooses not to pay any of the costs associated with their salary 
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packaging, the Employer may cease the Employee's salary packaging 
arrangements. 

(c) In the event that salary packaging ceases to be an advantage to the Employee 
(including as a result of subsequent changes to Fringe Benefits Tax Ac;t 1986 (Cth) 
legislation), the Employee may elect to convert the amount packaged to salary. 
Any costs associated with the conversion to salary shall be borne by the Employee 
and the Employer shall not be liable to make up any benefit lost as a consequence 
of an Employee's decision to convert to salary. 

(d) The Employee shall be responsible for all costs associated with the administration 
of their salary packaging arrangements, provided that such costs shall be confined 
to reasonable commercial charges as levied directly by the external salary 
packaging provider and/or in-house payroll services (as applicable), as varied from 
time to time. 

(e) Employees who are considering salary packaging ought to seek independent 
financial advice. The Employer shall not be held responsible in any way for the 
cost or outcome of any such advice and any costs associated with salary 
packaging shall be paid for by the Employee. 

32. Superannuation 

The subject of superannuation is dealt with extensively by federal legislation which 
prescribes the obliga1ions and entitlements regarding superannuation. This clause is 
ancillary to and supplements those provisions 

32.1 Definitions 

In this clause 

(a) default fund means the applicable fund set out in clause 32.7 while it has a My 
Super Product as defined by the Act; or 

(b) a preferred superannuation fund means a fund that meets the definition of a 
superannuation fund in the Superannuation Guarantee (Administration) Act 1992 
(Cth). 

32.2 Existing Employees 

Employees will have the choice to nominate tha1 the Employer con1ributions and their own 
contributions are made to the Employee's preferred superannuation fund (as defined 
above). 

Where an Employee was employed prior to the commencement of this Agreement, the 
Employer will continue to make superannuation contributions to the Employee's current 
superannuation fund. An Employee may elect to have the Employee's contributions made to 
the Employee's preferred superannuation fund. 

32.3 New Employees 

The Employer will offer to make superannuation contributions on behalf of an Employee to: 

(a) the Employee's preferred superannuation fund; 

(b) the Employee's stapled super fund; 

(c) HESTA (or successor); or 

(d) Aware Super superannuation fund (or successor). 

32.4 Where new Employee does not nominate fund 

If the Employee does not nominate a fund and they do not have a stapled super fund, the 
Employee will pay the Employee's superannuation contributions to the default fund. 

32.5 Calculation of superannuation contributions 

Superannuation contributions paid by the Employer will be calculated and paid on: 
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(a) ordinary time earnings as defined in the Superannuation Guarantee 
(Administration) Act 1992 (Cth) calculated on the Employee's pre salary packaging 
earnings, and 

(b) any additional amounts consistent with the trust deed of the superannuation fund. 

(c) any payment for a period of paid parental leave under subclause 50.5(a)(i)A or 
50.10 until 19 October 2021, after which superannuation shall be paid on parental 
leave (paid and unpaid) in accordance with sub-clause 32.8. 

32.6 Timing of Superannuation Payments 

Superannuation payments will be paid into the employee's nominated superannuation 
account during the week following wages being paid by the 31 January 2022 where this is 
operationally possible. Any new payroll system implemented after the operation of this 
agreement must be capable of making superannuation payments on the same day as 
wages are paid. 

32.7 Default Funds 

The applicable default fund will be: 

(a) For Employees in Section 2, 4 & 5, HESTA; and 

(b) For Employees in Section 3, Aware Super; 

32.8 Superannuation during parental leave from 19 October 2021 

From 19 October 2021, the Employer will make superannuation contributions throughout 
any period of parental leave, paid or unpaid. Such contributions will be calculated as 
follows: 

(a) 

(b) 

The Employee's ordinary time earnings as defined in the Superannuation 
Guarantee (Administration) Act 1992 (Cth) calculated on the Employee's pre 
salary packaging earnings and any additional amounts consistent with the trust 
deed of the superannuation fund over 26 full pay periods immediately prior to 
commencing parental leave and divided by 52 (Weekly Parental Leave Super 
Contribution); 

The Weekly Parental Leave Super Contribution will be paid during each week of 
Parental Leave (both paid and unpaid) save that: 

(i) the Employee will receive a pro rata payment for a period less than one 
(1) week; and 

(ii) where, during the period of parental leave (either paid or unpaid), the 
Employee's rate of pay increases under SCHEDULE 2, the Employee's 
pre salary packaging earnings as calculated above will be increased 
accordingly from the relevant date and superannuation paid on the 
increased amount. 
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SECTION 1 I PART E: ALLOWANCES AND 
REIMBURSEMENTS 

33. 

33.1 

33.2 

33.3 

34. 

34.1 

34.2 

35. 

35.1 

35.2 

36. 

36.1 

Commuted Allowance 

Employees who as at 19 December 1997 were Employees of the Department and in receipt 
of a commuted allowance will be entitled to continue to receive a commuted allowance in 
accordance with the terms of this Agreement. 

The entitlement to commuted allowance provided to full-time nursing and direct care 
Employees, other than Directors or Deputy Directors of Nursing, who are required to 
perform rostered time of ordinary hours on Saturdays, Sundays and public holidays to be 
paid an annual allowance at a rate equivalent to 18% of the Employee's annual salary. 

Commuted allowance is regarded as salary for all purposes, including superannuation, long 
service leave, sick leave, annual leave and parental leave. 

Vehicle Allowance 

An Employee may only be directed to use their private vehicle, in connection with their 
duties, where this forms part of their contract of employment or it has been agreed in writing. 

Where an Employee is required to use their own vehicle, including motor cycle, in 
connection with their duties, they shall be paid an allowance corresponding with the per 
kilometre rates as determined from time to time by the Australian Taxation Office IATO] for 
Work Related Car Expenses (rates per business kilometre) 

Travelling and Reimbursement 

Any Employee engaged for a distant position where a definite period of engagement is not 
stated shall after six months' continuous service, receive a refund of reasonable railway or 
bus fares and reasonable out-of-pocket expenses incurred within the State of Victoria in 
reaching such position. 

Any Employee engaged for a distant position for a definite period shall, upon completion of 
the term of the engagement, receive reasonable railway, coach or plane fares or necessary 
mileage for use of private car for return trip or reasonable out-of-pocket expenses incurred 
in travelling within the State of Victoria. 

Telephone Allowance 

Where the Employer requires an Employee to install and/or maintain a telephone line for the 
purposes of being on-call or other purposes: 

(a) the Employer shall reimburse to all Employees the installation costs on production 
of receipted accounts by the Employee 

(b) the Employer shall pay to all Employees engaged as RPNs, PENs or MHAs a 
fortnightly Telephone Allowance as set out in Schedule 2; 

(c) the Employer shall pay to all Employees engaged as Health Professionals the 
subsequent six monthly rental charges on production of receipted accounts; and 

(d) the Employer shall pay to all Employees engaged in a classification set out in 
Schedules 6 and 7 of this Agreement the subsequent rental charges on production 
of receipted accounts. 
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SECTION 1 (COMMON TERMS) I PART F: HOURS OF WORK AND RELATED MATTERS 

SECTION 1 I PART F: HOURS OF WORK AND 
RELATED MATTERS 

37. Daylight Saving 

See also clauses 93, 136, 184224 and 225 (Overtime) and 177 and 218 (Accrued Days Off). 

37 .1 Despite the overtime provisions of this Agreement, if an Employee works on a shift during 
which time changes because of the introduction of, or cessation to, daylight saving, that 
Employee will be paid for the actual hours worked at the ordinary time rate of pay. 

Example: 

An Employee is rostered to work a ten hour night shift from 9pm through to 7:30am 
(including a 30 minute meal break). During the course of this shift, the clock is wound 
forward one hour due to the commencement of daylight saving. 

The Employee therefore works nine hours. The Employee is paid nine hours at their 
ordinary time rate of pay (including any shift penalties or a/Jowances ordinarily payable in 
respect of this shift). 

Example: 

An Employee is rostered in a ten hour night shift from 9pm through to 7.30am (including a 30 
minute meal break). During the course of this shift, the clock is wound back one hour due to 
the cessation of daylight saving. 

The Employee therefore works 11 hours. The Employee is paid 11 hours at their ordinary 
time rate of pay (including any shift penalties or allowances ordinarily payable in respect of 
this shift). No overtime is paid for the additional hour worked. 

37.2 For the purpose of calculating accrued days off, Employees who work on a shift during 
which time changes because of the introduction of, or cessation to, daylight saving, will be 
taken to have worked the standard hours for a night shift in accordance with the roster 
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SECTION 1 I PART G: LEAVE 

38. 

38.1 

39. 

39.1 

Blood Donor Leave 

Employers will release staff upon request to donate blood where a collection unit is on site 
or by arrangement at the local level. 

Leave to engage in Voluntary Emergency Management 
Activities 

An Employee who engages in a voluntary emergency management activity, with a 
recognised emergency management body that requires the attendance of the Employee at a 
time when the Employee would otherwise be required to be at work is entitled to leave for: 

(a) time when the employee engages in the activity; and 

(b} reasonable travelling time associated with the activity; and 

( c) reasonable rest time immediately following the activity. 

39.2 The Employee must advise the Employer as soon as reasonably practicable if the Employee 
is requested to attend a voluntary emergency management activity and must advise the 
Employer of the expected or likely duration of the Employee's attendance. The Employee 
must provide a certificate of attendance or other evidence of attendance as reasonably 
requested by the Employer. 

39.3 Recognised emergency management bodies include but are not limited to, the Country Fire 
Authority, Red Cross, State Emergency Service and St John Ambulance. 

39.4 An Employee who is required to attain qualifications or to requalify to perform activiiies in an 
emergency management body must be granted leave with pay for the period of time 
required to fulfil the requirements of the training course pertaining to those qualifications, 
provided that such training can be undertaken without unduly affecting the operations of the 
Employer. 

39.5 The leave under this clause will be paid up to 2 weeks, save that approval of paid leave is 
subject to the operational requirements of the Employer resulting from any emergency. 

39.6 Nothing in this clause limits the ability of an Employee to be absent from employment for 
engaging in eligible community service activity in accordance with Division 8 of the FW Act. 

39.7 Nothing in this clause prevents an Employee from applying for a flexible working 
arrangement to assist their ability to respond to a watch and wait situation. Where such 
requests are made, the Employer will respond promptly having regard to the urgency of the 
request. All approved flexible working arrangements will be recorded in writing. 

Note: Under the Act, an employee who engages in an eligible community service activity is 
entitled to be absent from employment without pay (or in some circumstances, with pay). 
The relevant period consists of time engaged in the community service activity, reasonable 
travel time and reasonable rest time. Eligible community service activity means jury service, 
a voluntary emergency service management activity (such as voluntary work relating to an 
emergency or natural disaster when performed for a recognised emergency management 
body- as defined), or an activity prescribed from time to time. There are particular notice 
requirements so that the employer is advised of the forthcoming absence and how long it is 
expected to last. For jury service, there are special rules about pay rates, there is a limit of 
1 O days' paid leave and jury service does not apply to casual employees. Note also that any 
more generous State or Territory community service leave entitlements may nevertheless 
apply. 
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40. Absence on Defence Leave 

40.1 A Full Time or Part Time Employee absent on defence service will be reimbursed by the 
Employer an amount equal to the difference between: 

(a) the amount paid in respect of a period during which the Employee was absent on 
defence service; and 

(b) the amount the Employee could reasonably expect to have received from the 
Employer as earnings for that period had the Employee not been absent on 
defence service. 

40.2 An Employee will notify the Employer as soon as possible of the date they require absence 
on defence service. The Employee will give the Employer proof that the absence relates to 
defence service, the duration of such absence and the amount received for the relevant 
defence service period. 

40.3 In this clause 'absence on defence service' has the meaning contained in section 24A of the 
Defence Reserve Service (Protection) Act 2001(Cth). 

Example: The Employee is on Defence Service leave in for the duration of a particular pay 
period. Were the employee not on Defence Service leave in that pay period they would have 
worked on Sunday and Monday of each week of the pay period. The Employee is entitled to 
payment as though at work for each of the Sundays and Mondays, less the amount of 
payment (not including reimbursements and the like) from the Defence Service for the 
Sundays and Mondays. 

41. Special Disaster Leave 

41.1 Special disaster leave of up to 3 days per calendar year is payable where: 

41.2 

42. 

42.1 

42.2 

42.3 

42.4 

(a) The Employee is a full time or part time employee; 

(b) Personal Leave is not available either because the Employee has exhausted the 
accrual or the circumstance does not qualify for Personal Leave; and 

{c) the Employee is unable to attend work due to a disaster (such as fire or flood) 
where: 

{i) the Employee's residence is damaged or under imminent threat of major 
damage: 

(ii) the lives or safety of their immediate family or household members are 
threatened; or 

(iii) there is a formal closure, flooding or other unusual danger of the use of a 
road(s) which is the Employee's normal travel route to work and no 
alternative practicable travel route is available. 

Special disaster leave is non-cumulative. 

Gender Transition/Gender Affirmation Leave 

The Employer encourages a culture that is supportive oftransgender and gender diverse 
Employees and recognises the importance of providing a safe environment for Employees 
undertaking gender transition. 

Gender Transition refers to the process where a transgender Employee commences living 
as a member of another gender. This is sometimes referred to 'affirming' their gender. This 
may occur through medical, social or legal changes. 

Employees may give effect to their transition in a number of ways and are not required to be 
undergoing specific types of changes, such as surgery, to access leave under this clause. 

Amount of gender transition leave 
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(a) An Employee ( other than a Casual Employee) who corn mences living as a 
member of another gender is entitled Gender Transition Leave for the purpose of 
supporting the Employee's transition. Gender Transition Leave will comprise: 

(i) up to 4 weeks (20 days) paid leave for essential and necessary gender 
affirmation procedures, and 

(ii} up to 48 weeks of unpaid leave. 

(b) The Gender Transition Leave entitlements outlined in clause 42.4(a) are available 
to be taken by the Employee within the first 52 weeks after they commence Jiving 
as a member of another gender. 

(c) Essential gender affirmation procedures may include: 

(i) medical or psychological appointments, or 

(ii) hormonal appointments, or 

(iii) surgery and associated appointments, or 

(iv) appointments to alter the Employee's legal status or amend the 
Employee's gender on legal documentation, or 

(v) any other similar necessary appointment or procedure to give effect to 
the Employee's transition as agreed with the Employer. 

(d) An Employee who is entitled to unpaid Gender Transition Leave may, 
in conjunction with all or part of that leave utilise accrued Annual or Long 
Service Leave, provided that the combined total of all paid and unpaid leave taken 
does not exceed 52 continuous weeks. 

(e) Gender Transition Leave may be taken as consecutive, single or part days as 
agreed with the Employer. 

(f) Leave under this clause will not accrue from year to year and cannot be cashed 
out on termination of employment. 

42.5 Gender Transition Leave - Casual employees 

Casual Employees are entitled to access unpaid leave of up to 52 continuous weeks' 
duration for gender transition purposes. 

42.6 Notice and evidence requirements 

(a) An Employee seeking to access Gender Transition Leave must provide the 
Employer with at least 4 weeks' written notice of their intended commencement 
date and expected period of leave, unless otherwise agreed by the Employer. 

(b} An Employee seeking to access Gender Transition Leave may be required to 
provide suitable supporting documentation or evidence of their attendance at 
essential gender affirmation procedures. This may be in the form of a document 
issued by a registered practitioner, a lawyer, or a State, Territory or Federal 
government organisation, statutory declaration or other suitable supporting 
documentation. 

43. Ceremonial leave 

43.1 An Employee who is legitimately required by Aboriginal and Torres Strait Islander tradition to 
be absent from work for ceremonial purposes will be entitled to up to ten working days' 
unpaid leave in any one year, with the approval of the Employer. 

43.2 Where an Employer receives a request to substitute a public holiday in accordance with 
clause 104.4 of this Agreement for a day during NAIDOC week, the Employer will consider 
all the circumstances including: 

(a) any reason identified by the Employee with respect to the request; and 

(b) the operational requirements of the Employer. 
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43.3 

44. 

44.1 

44.2 

An Employer will not unreasonably refuse a request to substitute a public holiday under this 
subclause. 

Compassionate Leave 

An Employer may use its discretion to grant paid and/or unpaid compassionate leave to 
relatives not covered by the definition of Immediate Family. 

What is Compassionate Leave? 

Compassionate leave will be available under this clause 44 to an Employee for each 
occasion (a "permissible occasionn) when: 

(a) a member of the Employee's Immediate Family or household: 

{i) contracts or develops a personal illness or sustains a personal injury that 
poses a serious threat to their life: or 

(ii) dies; 

(b) an Employee experiences pregnancy loss, where the pregnancy comes to an end 
before 20 weeks' gestation. For the removal of doubt, an Employee who is the 
partner of a person who experiences pregnancy loss will also be entitled to the 
equivalent period of compassionate leave; or 

(c) A Stillborn Child is born, where the Stillborn Child would have been a member of 
the Employee's Immediate Family, or a member of the Employee's household, if 
the Stillborn Child had been born alive. 

Note: An Employee may be entitled to a period of paid special leave if their pregnancy 
terminates at or after the completion of 20 weeks' gestation or if the Employee gives birth 
but the baby subsequently dies- see clause 5O.1O(b)(i). 

44.3 If the permissible occasion is the contraction or development of a personal illness, or the 
sustaining of a personal injury, the Employee may take the compassionate leave for that 
occasion at any time while the illness or injury persists. 

44.4 Employees other than casual Employees 

The provisions of clauses 44.5 to 44.7 apply to all Employees other than casual Employees. 
The entitlements of casual Employees are set out in clause 44.8. 

44.5 An Employee is entitled to up to 4 ordinary days' paid leave, on each permissible occasion. 

44.6 An Employee may take compassionate leave for a permissible occasion as: 

(a) a single continuous 4 day period; or 

(b) 2 separate periods of2 days each; or 

(c) any separate periods to which the Employee and Employer agree. 

44.7 Employee may take unpaid additional compassionate leave by agreement with the 
Employer. 

44.8 Casual Employees 

Subject to the evidence requirements described at clause, a casual Employee is entitled to 4 
days unpaid compassionate leave on each permissible occasion. Unpaid compassion 
leave under this subclause may be taken as: 

(a) a single continuous period, 

(b) two separate periods of one day each, or 

( c) any separate periods to which the Employee and Employer agree. 

44.9 Evidence - all Employees 

The Employer may require the Employee to provide satisfactory evidence to support the 
taking of leave 
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45. Family Violence Leave 

NOTE: family member is defined in section 8 of the Family Violence Protection Act 2008 and is 
broader than the definition of immediate family under the NES. 

45.1 General Principle 

(a) Each Employer recognises that Employees sometimes face situations of violence 
or abuse in their personal life that may affect their attendance or performance at 
work. Therefore, each Employer is committed to providing support to staff that 
experience family violence. 

(b) Leave for fam ify violence purposes is available to Employees who are 
experiencing, or being threatened with, family violence and also to allow them to 
be absent from the workplace to attend counselling appointments, medical 
appointments, legal proceedings or appointments and other activities related to, 
and as a consequence of, family violence. 

45.2 Definition of Family Violence 

For the purposes of this clause, family violence is as defined by the Family Violence 
Protection Act 2008 (Vic) which defines family violence at section 5, in part, as follows: 

(a) behaviour by a person towards a family member of that person if that behaviour: 

(i) is physically or sexually abusive; or 

(ii) is emotionally or psychologically abusive; or 

(iii) is economically abusive; or 

(iv) is threatening; or 

(v) is coercive; or 

(vi) in any other way controls or dominates the family member and causes 
that family member to feel fear for the safety or well being of that family 
member or another person; or 

(b) behaviour by a person that causes a child to hear or witness, or otherwise be 
exposed to the effects of, behaviour referred to in subclause (a) above. 

45.3 Eligibility 

(a) Paid leave for family violence purposes is available to all Employees with the 
exception of casual Employees. 

(b) Casual Employees are entitled to access leave without pay for family violence 
purposes. 

45.4 General Measures 

(a) Evidence of family violence may be required and can be in the form an agreed 
document issued by the Police Service, a Court, a registered health practitioner, a 
Family Violence Support Service, district nurse, maternal and child health nurse 
or Lawyer. A signed statutory declaration can also be offered as evidence. 

(b) All personal information concerning family violence will be kept confidential in line 
with the Employer's policies and relevant legislation. No information will be kept on 
an Employee's personnel file without their express written permission. 

(c) No adverse action will be taken against an Employee if their attendance or 
performance at work suffers as a result of experiencing family violence. 

( d) The Employer will identify contact/s with in the workplace who wil I be suitably 
trained to provide the necessary advice to an Employee experiencing family 
violence and associated privacy issues. The Employer will advertise the name of 
any Family Violence contacts within the workplace. 
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(e) An Employee experiencing family violence may raise the issue with their 
immediate supervisor, Family Violence contacts, union delegate or nominated 
Human Resources contact. The immediate supervisor may seek advice from 
Human Resources if the Employee chooses not to see the Human Resources or 
Family Violence contact. 

(f) Where requested by an Employee, the Human Resources contact will liaise with 
the Employee's manager on the Employee's behalf, and will make a 
recommendation on the most appropriate form of support to provide in accordance 
with clause 45.5 and clause 45.6. 

(g) The Employer will develop guidelines to supplement this clause and which details 
the appropriate action to be taken in the event that an Employee reports family 
violence. 

45.5 Leave 

(a) An Employee experiencing family violence will have access to 20 days per year of 
paid special leave (pro rata for part time Employees) following an event of Family 
Violence and for related purposes such as counselling appointments, medical 
appointments, legal proceedings or appointments with a legal practitioner and 
other activities related to, and as a consequence of family violence (this leave is 
not cumulative but if the leave is exhausted consideration will be given to providing 
additional leave). This leave will be in addition to existing leave entitlements and 
may be taken as consecutive or single days or as a fraction of a day and can be 
taken without prior approval. 

(b) An Employee who supports a person experiencing family violence may utilise their 
personal leave entitlement to accompany them to court, to hospital, or to care for 
children. The Employer may require evidence consistent with clause 45.4(a) from 
an Employee seeking to utilise their personal leave entitlement. 

45.6 Individual Support 

(a) In order to provide support to an Employee experiencing family violence and to 
provide a safe work environment to all Employees, the Employer will approve any 
reasonable request from an Employee experiencing family violence for: 

(i) temporary or ongoing changes to their span of hours or pattern or hours 
and/or shift patterns; 

(ii) temporary or ongoing job redesign or changes to duties; 

(iii) temporary or ongoing relocation to suitable employment; 

(iv) a change to their telephone number or email address to avoid harassing 
contact; 

(v) any other appropriate measure including those available under existing 
provisions for family friendly and flexible work arrangements. 

(b) Any changes to an Employee's role should be reviewed at agreed periods. When 
an Employee is no longer experiencing family violence, the terms and conditions 
of employment may revert back to the terms and conditions applicable to the 
Employee's substantive position. 

(c) An Employee experiencing family violence will be offered access to the Employee 
Assistance Program (EAP) and/or other available local Employee support 
resources. The EAP shall include professionals trained specifically in family 
violence. 

(d) An Employee that discloses that they are experiencing family violence will be 
given information regarding current support services. 
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46. Jury Service 

46.1 An Employee required to attend for jury service during their ordinary working hours shall be 
reimbursed by the Employer an amount equal to the difference between: 

46.2 

46.3 

47. 

(a) the amount paid in respect of their attendance for such jury service; and 

(b) the amount the Employee could reasonably expect to have received from the 
Employer as earnings for that period had the Employee not been performing jury 
service. 

An Employee shall notify the Employer as soon as possible of the date upon which they is 
required to attend for jury service. Further the Employee shall give the Employer proof of 
their attendance at the court, the duration of such attendance and the amount received in 
respect of such jury service. 

The Juries Act 2000 (Vic) contains obligations in relation to the payment of casual 
Employees who perform jury service. This Agreement is not intended to reduce any 
obligation or entitlement under those provisions. 

Long Service Leave 

Part l a General 
47.1 Scope 

This clause is split into 4 parts: 

(a) Part 1 (Clauses 47.1 - 47.2) explains the scope of this clause and includes defined 
terms used across each Part. 

(b) Part 2 (Clauses 47.3 - 47.11) sets out the long service leave entitlement of 
Employees employed as a Group A Employee or Group B Employee (as defined 
below) at the time they take a period of long service leave or their employment 
ceases 

(c) Part 3 (Clauses 47.12 - 47.19) sets out the long service leave entitlement of 
Employees employed as a Group C Employee {as defined below) at the time they 
take a period of long service leave or their employment ceases: 

( d) Part 4 (Clauses 4 7. 20 - 4 7 .24) contains a series of common provisions that apply 
in respect of all Employees. 

47.2 Definitions 

The following meanings shall apply to the terms referred to below for the purposes of this 
claus·e unless a contrary intention is apparent: 

(a) Allowable period of absence means five weeks in addition to the total period of 
paid annual, long service or personal leave which the Employee actually receives 
on termination or for which the Employee is paid in lieu. 

(b) Group A Employee means, for the purpose of this clause 47: 

{i) a Registered Psychiatric Nurse (including a Psychiatric Clinical Educator 
as described in Schedule 3); 

{ii) a Psychiatric Enrolled Nurse; 

(iii) a Mental Health Officer; or 

(iv) a Health and Allied Services employees employed under Schedule 7 in 
the following roles (howsoever described): 

A. Cleaner; 

B. Clerical Worker 

C. Food and Domestic Services Assistant; 
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D. Gardener; 

E. Housekeeper; or 

F. Patient Services Assistant. 

(c) Group B Employee means, for the purpose of this clause 47: 

(i) Management and Administrative Officer Employees employed in a 
classification listed in Schedule 6 (Part 1, Grades 1-10 and Part 2, 
Grades 2-7); 

(ii) Health and Allied Services Employees employed under Schedule 7 
(Levels 1-11) in the following roles (howsoever described): 

A. Carer Consultant; 

B. Consumer Consultant; 

C. Courier; 

D. Hospital Attendance; 

E. Peer Worker; or 

F. Security Officer 

(iii) Health Professionals employed in a role described under Schedule 5 
other than casual employees; 

(d) Group C Employee means, for the purpose of this clause 47, an Employee 
employed in a classification listed in Schedule 5 on a casual basis. 

(e) Institution means any Employer, or a hospital or benevolent home, community 
health centre, Society or Association: 

(i) named in Schedule 1 of this Agreement; or 

(ii) named in Appendix 1 of the Nurses and Midwives (Victorian Public 
Sector) (Single Interest Employers) Enterprise Agreement 2020 - 2024; 

(iii) that was registered and subsidised pursuant to the Hospital and 
Charities Act 1958 or the Health Services Act 1988; or 

(iv) the Cancer Institute constituted under the Cancer Act 1958; or 

(v) the Fairfield Hospital Board; or 

(vi) the Victorian Bush Nursing Association (Inc.); or 

(vii) a Bush Nursing institution; or 

(viii) the Victorian Institute of Forensic Mental Health 

(f) LSL Act means the Long Service Leave Act 2018 (Vic). 

{g) Month means a calendar month. 

(h) Pay means remuneration for an employee's normal weekly hours of work 
calculated at the employee's ordinary time rate of pay provided in Schedule 2 at 
the time the leave is taken or (if the Employee dies before the completion of leave 
so taken) as at the time of the Employee's death, and will include the amount of 
any increase to the Employee's ordinary time rate of pay which occurred during 
the period of leave. 

If an Employee does not have normal weekly hours of work, Pay is calculated in 
accordance with section 16 of the Long LSL Act. 

{i) Service means employment by an Employer, Institution or Statutory Body. 

U) Statutory Body means the Hospital and Charities Commission of Victoria, a 
public entity within the meaning of the Public Administration Act 2004 (Vic), the 
Department of Education and Early Childhood Development, the Health 
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Commission of Victoria, the Department and the NMBA (and predecessors etc} 
(however named). 

(k) Transfer of business occurs in the circumstances described at s.311 of the Act. 

part 2 · Long Hrvice leave toe Group A and Grqyp B Employees 
47 .3 Application of Part 2 

This part (clauses 47.3 - 47.11} applies to Group A Employees and Group B Employees 
only. 

47.4 Entitlement 

(a) Subject to clause 47.6, Employees are entitled to: 

(i) six months' long service leave on completion offifteen years of 
Continuous Service; and 

(ii) thereafter an additional two months' long service leave on completion of 
each additional five years of Continuous Service. 

(b) Subject to clause 47.6(c), an entitlement under clause 47.4(a)(i) may be taken in 
advance on a pro rata basis if the Employee has accrued Continuous Service of at 
least: 

(i) 10 years as at the date on which this Agreement is approved by the Fair 
Work Commission; or 

(ii) from 1 July 2021, 9 years; or 

(iii) from 1 July 2022, 8 years; or 

(iv) from 1 July 2023, 7 years. 

47.5 Calculating Continuous Service 

(a) Definitions: 

(i) Continuous Service means continuous service with the same Employer 
plus any prior service of six months or more with one or more Institutions 
or Statutory Bodies. 

(ii) Continuous Casual Employment means, for the purpose of clause 
4 7 .5(b ), a period or periods of casual Service that are taken to be 
continuous, because one of the following applies: 

A. the period starting at the end of a particular instance of 
employment and ending at the start of another particular 
instance of employment did not exceed the either allowable 
period of absence, or 12 weeks (whichever is greater); or 

B. the Employee had been employed by an Employer on a regular 
and systematic basis and the Employee had a reasonable 
expectation of being re-engaged by the same Employer; or 

C. the gap between engagements was due to the terms of 
engagement of the casual Employee; or 

D. the gap between engagements was caused by seasonal 
factors; or 

E. the Employee and Employer agreed, before the start of an 
absence, to treat the employment as continuous despite the 
absence. 

(b) Periods that count towards Continuous Service 

Service or prior Service during the following periods will be deemed to be 
continuous and will count as Continuous Service for the purpose of subclause (a): 
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(i) an absence from work on any form of paid leave (e.g. annual leave, 
personal leave, long service leave and paid parental leave); 

(ii) any interruption or ending of employment by the Employer if made with 
the intention of avoiding obligations in respect of long service leave or 
annual leave; 

(iii) any absence on account of illness or injury arising out of or in the course 
of the employment for a period during which an Employee is receiving 
accident pay under clause 30 (Accident Make-Up Pay); 

(iv) any absence from employment on defence service in accordance with 
section 8 of the Defence Reserve Service (Protection) Act 2001 (Cth); 

(v) a period of absence on community service leave under the Act; 

(vi) in the case of unpaid absences not otherwise referenced in this 
su bclause, subject to clause 4 7 .11: 

A. any unpaid leave that is authorised in advance in writing by the 
Employer to count as service; or 

B. up to (and including) 30 June 2020, any unpaid absence from 
work of not more than fourteen days in any year on account of 
illness or injury; or 

C. on and from 1 July 2020: 

1} any period of unpaid leave taken on account of illness 
or injury; 

2) a period of Parental Leave, including Parental Leave 
that is extended under clause 50 .12; and 

3) the first 52 weeks of any other type of unpaid leave 
not specifically referenced in this subclause 
47.S(b)(iv); 

(vii) in the case of a casual Employee, a period of Continuous Casual 
Employment, noting that there will be portability of such service between 
any Employer, Statutory Body and Institution in accordance with clauses 
47.7(c) and 47.23; and 

(viii) prior Continuous Casual Employment as a Group C Employee that was 
either: 

A. with the current Employer; or 

B. with one or more Institutions or Statutory Bodies directly 
associated with such Institutions, provided that the Employee 
was an Award-entitled Employee at the time their employment 
with the other Institution or associated Statutory Body was 
terminated, 

save that if long service leave was already taken or paid in lieu in respect 
of any such period, no further benefit to long service leave will arise in 
respect of that period. 

(c) Periods that do not break Continuous Service, but do not count towards 
Continuous Service 

Unless otherwise agreed in writing in advance between the Employer and 
Employee, the following periods do not break Continuous Service but do not count 
towards an employee's Continuous Service for the purpose of calculating the 
employee's long service leave entitlement: 

(i) any authorised period of unpaid leave not referred to in sub-clause 
47.5(b); 
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(ii) subject to the requirements of the FW Act, any interruption arising 
directly or indirectly from an industrial dispute; 

(iii) any period between the engagement with one Institution or Statutory 
Body and another provided it is less than the allowable period of 
absence from employment; 

(iv) the dismissal of an employee if the employee is re-employed by the 
same Employer within a period not exceeding two months from the da1e 
of such dismissal; 

(v) any absence on account of injury arising out of or in the course of her/his 
employment not covered by a period in which A Group A Employee or 
Group B Employee is receiving accident make up pay or other paid 
leave; 

(vi) any unpaid absence of not more than 24 months for the sole purpose of 
undertaking.a course of study related to nursing or midwifery where the 
written approval of the Employer is given; and 

(vii) any absence from work of an Employee for a period not exceeding 
twelve months in respect of any pregnancy or adoption not covered by 
47.5(b)(i) or 47.5(b)(vi). 

47 .6 Taking of leave 

(a) When leave is to be taken 

Long service leave will be granted by the Employer within six months from the 
date of the entitlement arising under clause 4 7.4(a) save that: 

(i) long service leave may be postponed to a mutually agreeable date; 

(ii) if agreement cannot be reached, the date will be determined by a 
member of the Fair Work Commission provided that such a 
determination will not require leave 1o commence before six months from 
the date of such determination; and 

(iii) leave the subject of approval or grant under clause 47.6(c) shall be taken 
in accordance with the terms of the application or agreement. 

(b) How leave is to be taken 

Long service leave will be taken: 

{i) in one or more periods, with each period being not less than 1 week; or 

(ii} where it is taken as part of a transition to retirement arrangement, any 
other way agreed upon by the Employer and Employee. 

(c) Long service leave in advance 

(i) If a Group A Employee or Group B Employee has completed ten years' 
Continuous Service, an Employer may, by agreement with the 
Employee, grant long service leave in advance on a pro rata basis. 

(ii) Supplementary to subclause 47.6(c)(i), if a Group A Employee or Group 
B Employee requests to take long service leave on a pro rata basis 
under clause 47.4(b), the Employer must grant the Employee's request 
1o take long service leave as soon as practicable after receiving the 
request unless the Employer has reasonable business grounds for 
refusing the request. 

(d} Flexible taking of leave: double leave at half pay 

(i) An Employer may approve an application by an Employee to take double 
the period of long service leave at half pay. 

(ii) Employees should seek independent advice regarding the taxation and 
superannuation implications of seeking payment under this subclause 
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47.6(d). The Employer will not be held responsible in any way for the 
cost or outcome of any such advice. 

(iii) The Employer, if requested by the Employee, will provide information as 
to the amount of tax the Employer intends to deduct where payment of 
long service leave is sought under clause 47.6(d)(i). 

{iv) If granting the request under this sub-clause would result in an additional 
cost to the Employer, the Employer may refuse the Employee's request. 

(v) Flexible taking of long service leave does not affect an Employee's 
period of continuous service recognised. For example, an Employee 
taking 12 months at half pay will, for the purpose of calculating 
continuous service, have six (6) months of continuous service 
recognised. An Employee taking three (3) months at double pay will have 
6 months of continuous service recognised. In either case service will not 
be broken. 

47.7 Payment on termination of employment 

(a) Interpretation 

For the purposes of this clause 47. 7, termination of employment has its ordinary 
meaning, provided that: 

(i) it is taken to occur upon conversion from full-time or part-time 
employment to casual employment; and 

(ii) it is not taken to occur at the cessation of each shift as a casual 
Employee. 

(b) Basic entitlement at termination of employment 

Except where an election is made under cl.ause 47 .7(c) below, an Employee is 
entitled to payment in lieu of untaken long service leave upon termination of 
employment ( equal to one thirtieth of the period of Continuous Service less any 
long service leave taken), as follows: 

(i) For Group A Employees: 

A. if, as at the termination date, the Employee's period of 
Continuous Service is not less than four years and the 
termination occurred for any reason other than the Employee's 
behaviour; or 

B. if the Employee would have otherwise been entitled to take 
long service leave under clause 4 7.4. 

(ii) For Group B Employees if, as at the termination date, the Employee 
would have been entitled to take long service leave under clause 47.4. 

(c) Election for payment of entitlement or transfer of entitlement at termination 

(i) An Employee who has an entitlement to take long service leave on a pro 
rata basis under clause 47.4(b) (who therefore has less than 15 years 
continuous service) and who intends to be re-employed by another 
Institution or Statutory Body may: 

A. request in writing that payment for accrued long service leave 
be deferred until after the Employee's allowable period of 
absence (as defined above) has expired; and 

B. where the Employee notifies the initial Employer in writing 
within the allowable period of absence that the Employee has 
been employed by such an employer, and the re-employment 
meets the criteria set out in in subclause 47.7(c)(iii) below, the 
initial Employer is no longer required to make payment to the 
Employee in respect of such service. 
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(ii) Where the notice referred to at 47.?(c)(i}B is not provided prior to or 
within the allowable period of absence the Employer will, upon the 
expiration of the allowable period of absence, make payment in lieu of 
long service leave as per subclause 47.?(b). 

(iii) For the purposes of this subclause, re-employment by another Institution 
or Statutory Body means employment as a Group A Employee or Group 
BEmployee. 

(iv} For the removal of doubt, an Employee may not make an election- under 
this subclause (c) unless: 

A. the Employee has an entitlement to take long service leave 
under clause 47.4(a); and 

B. if the receiving employer is not covered by this Agreement, that 
receiving employer has agreed to the transfer. 

(d) Payment in lieu of long service leave on the death of an Employee 

Where an Employee dies while still in the employ of the Employer, payment in lieu 
of long service leave will be made to the Employee's personal representative in 
accordance with clause 4 7. 7 (b) above. 

47.8 Public holidays and Accrued Days Off 

See also clauses 104, 145, 197, 236and 237 (Public Holidays) and 177 and 218 (Accrued 
Days Off). 

Long service leave is inclusive of any public holiday or ADO occurring during the period 
when leave is taken. 

47.9 Proof of sufficient aggregate of service 

The onus of proving a sufficient aggregate of service to support a claim for any tong service 
leave entitlement will at all times rest upon the Employee concerned. A Certificate of Service 
in accordance with Schedule 9 will constitute acceptable proof. 

47.10 No entitlement arising for periods of leave already taken 

For the removal of doubt, where an Employee makes an election under clause 47.?(c) such 
that their previous service is recognised by the new Employer, the Employee's previous 
employer is no longer liable to make any payment in lieu of that employee's service. 

47 .11 Transitional Arrangements for Parental Leave taken after 1 November 2018 and 
before the commencement date of this Agreement 

Note 1: Unpaid Parental Leave taken prior to 1 November 2018 does not count as 
Continuous Service unless otherwise agreed, per clause 47.5(b)(vi)A. 

Note 2: Unpaid Parental Leave taken after the commencement date of this Agreement will 
constitute Continuous Service, per clause 47.5(b)(vi)C.2). 

(a} As an exception to clause 47.5(b), an Employee who took a period of unpaid 
Parental Leave that included any part of the period between 1 November 2018 
and the commencement date of this agreement (inclusive) may make an 
application to the Employer to have that service recognised for Long Service 
Leave purposes. The Employer will approve the application and provide to the 
Employee an updated Certificate of Service reflecting the adjusted service 
arrangements. 

(b) An Employee electing to make an application under 47.11 (a) must make the 
application to the Employer no later than 6 months of the following (whichever 
occurs last): 

(i) the date on which this Agreement commences; or 

(ii) the date on which the Employee returns to work after the qualifying 
period of unpaid Parental Leave. 
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( c) This clause 4 7 .11 shall also apply to an Employee in respect of a former Employer 
if the Employee took a qualifying unpaid period of Parental Leave under this 
clause while employed by that former Employer. 

fart 3- Long servjce leayefor Group c Employees 
47 .12 Application of Part 3 

A Group C Employee shall be entitled to long service leave with ordinary pay in accordance 
with this Part 3 (clauses 47.12 - 47.19). 

47.13 Interpretation 

For the purposes of this Part 3: 

(a) One Employer has the meaning given in section 11 of the LSL Act; 

(b) Continuous employment has the meaning given in section 12 of the LSL Act; 

(c) Ordinary pay has the meanings given in sections 15, 17 and 21 of the LSL Act; 
and 

( d) Normal weekly hours has the meaning given in sections 16 and 17 of the LSL 
Act. 

47.14 Entitlement 

At any time after completing 7 years of continuous employment with one Employer, an 
Employee is entitled to an amount of long service leave on ordinary pay equal to 1160th of 
the Employee's total period of continuous employment less any period of long service leave 
taken during that period. 

47.15 Taking ofleave 

(a) When leave is to be taken 

In accordance with s.18(2) of the LSL Act, an Employer must grant an Employee's 
request to take long service leave as soon as practicable after receiving the 
request unless the Employer has reasonable business grounds for refusing the 
request. 

(b) How leave is to be taken 

In accordance with s.18(1) of the LSL Act, an Employee may request to take long 
service leave for a period of not less than 1 day. 

(c) Long service leave in advance 

(i) Subject otherwise to this Part 3 and in accordance with s.8(1) of the LSL 
Act, an Employer may agree to an Employee taking long service leave 
prior to them completing 7 years of continuous employment and at any 
time before they become entitled to long service leave. 

(ii) If an Employee takes long service leave in advance and the Employee's 
employment ends before the entitlement to the leave would otherwise 
have accrued: 

A the amount paid for the proportion of leave which the Employee 
will not become entitled becomes an amount owed by the 
Employee to the Employer; 

B. the Employer may deduct this amount from any payment owed 
to the Employee as a result of the ending of employment; and 

C. the relevant period of service will hot count as a period in 
respect of which long service leave has already been taken ( or 
paid in lieu) for the purpose of clause 47.5(b) above (Periods 
that count towards Continuous Service for Group A and Group 
B Employees). 

(d) Flexible taking of leave: double leave at half pay 
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(i) An employee may request an Employee to take double the period of long 
service leave at half pay. 

{ii) An Employer must grant such a request unless: 

A granting the request would result in an additional cost to the 
Employer; or 

B. the Employer othervoJise has reasonable business grounds for 
refusing the request. 

(iii) Employees should seek independent advice regarding the taxation and 
superannuation implications of seeking payment under this subclause 
47.15(d). The Employer will not be held responsible in any way for the 
cost or outcome of any such advice. 

{iv) The Employer, if requested by the Employee, will provide information as 
to the amount of tax the Employer intends to deduct where payment of 
long service leave is sought under this subclause. 

47.16 Payment on termination of employment 

(a) Basic entitlement at termination of employment 

An Employee with seven or more years of continuous employment is entitled to 
payment in lieu of untaken long service leave upon termination of employment, 
calculated at 1160th of the period of continuous employment. 

(b) Payment in lieu of long service leave on the death of an Employee 

Where an Employee has completed at least seven years' continuous employment 
and dies while still in the employ of the Employer, payment in lieu of long service 
leave will be made to the Employee's personal representative equal to that in 
clause 47.16(a) above. 

47.17 Public holidays & Annual leave 

Long service leave does not include any public holiday occurring, or annual leave taken, 
during the period when the long service leave is taken. 

47.18 No entitlement arising for periods of leave already taken 

For the removal of doubt, no entitlement to long service leave (or payment in lieu) arises in 
respect of continuous employment for which long service leave has already been taken or 
payment in lieu of leave has been received. 

47 .19 Other terms and conditions necessary for this Part 

Any other term or condition necessary for the operation of this Part shall be in accordance 
with the applicable term or condition in the LSL Act. 

Part 4- common condjtjons applicable to an Emp/oyees 
47 .20 Payment for period of leave 

(a) Payment will be made in one of the following ways: 

(i) in full advance when the Employee commences his/her leave; 

(ii} at the same time as payment would have been made if the Employee 
had remained on duty; or 

(iii) in any other way agreed between the Employer and the Employee. 

(b) Where an Employee has been paid in advance, and an increase occurs in the 
ordinary time rate of pay during the period of long service leave taken, the 
Employee will be entitled to receive payment of the amount of any increase in pay 
at the completion of such leave. 

47 .21 Records 
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The Employer will keep a long service leave record for each Employee, containing 
particulars of service, leave taken and payments made. 

47 .22 Transfer of business 

Where a Transfer of Business occurs, an Employee who worked with the old Employer and 
who continues in the service of the new Employer will be entitled to count their service with 
the old Employer as service with the new Employer for the purposes of this clause. 

47.23 Concurrent Service 

(a) Subject to subclause (b), concurrent service with two or more Employers remains 
separate and distinct. 

(b) If a full-time or part-time Group A or Group B Employee transfers from an 
Employer (the first Employer) to another employer (the new employer) into an 
equivalent full-time or part-time role, but retains concurrent employment with the 
first Employer as a casual Employee, then: 

(i) if 

A. the new employer is an Employer or another Institution or 
Statutory Body; and 

B. the new employer has agreed (or is required) to recognise the 
Employee's service with the first Employer for long service 
leave purposes; and 

C. the Employee notifies the first Employer of the transfer in 
accordance with sub-clause 47.7(c) (Election for payment of 
entitlement or transfer of entitlement at termination), 

the first Employer will no longer be liable for the service, and the long 
service leave liability for the service will transfer to the new 
Employer. 

(ii) Any casual service that occurs with the first Employer after the transfer 
referred to in (i) above will be considered separate and distinct service 
on and from the date on which the employee _commenced employment 
with the new Employer, provided that: 

A. the qualifying period required to accrue an entitlement to long 
service leave with the first Employer does not reset (that is, the 
Employee's prior service with the first Employer can be counted 
when calculating any future entitlement to long service leave 
with the first Employer); 

B. no benefit to long service leave will arise with the first Employer 
in respect of the prior period of employment wlth the first 
Employer; and 

C. the Employee's prior service with the first Employer is to be 
disregarded when calculating the Employee's normal weekly 
hours with the first Employer (e.g. for the purpose of sections 
16 and 17 of the LSL Act). 

(iii) If the employee is not entitled to transfer their service from the first 
Employer to the new Employer, or does not take the steps required in 
sub-clause 47.?(c) within the allowable period of absence, the first 
Employer will make payment in lieu of long service leave for the 
Continuous Service with the first Employer upon ceasing permanent 
employment with the first Employer (under clause 4 7. 7(b) - Basic 
entitlement at termination of employment): 

Example 1: 

A Group B Employee is employed at the same time by Employer A, and 
Employer B. 
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47.24 Savings 

The Group B Employee accrues service towards long service leave at each of 
Employer A and Employer B. 

Jfthe Employee had been employed by Employer A for 11 years and Employer 
B for 6 years, the Employee can take LSL from Employer A, but would need to 
continue working at Employer B until sufficient Continuous Service had 
accrued. 

If the Employee resigned from both Employer A and Employer B, and went to 
work for Employer C, the Employee could: 

(a) transfer the 6 years' service with Employer B to Employer C; and 

(b) have the accrued LSL from the 11 years' service with Employer A 
paid out in lieu on termination. 

Example 2: 

A Group A Employee has worked for Employer A for 6 years. The Employee 
commences employment with Employer Bas a full-time Employee. To take up 
this opportunity, the Employee ceases permanent employment with Employer 
A. However, the Employee commences a casual employment relationship with 
Employer A within 12 weeks after resigning from their permanent position with 
Employer A. 

The Employee: 

(a) will be paid in lieu of 6 years' service with Employer A (in accordance 
with clause 39.7(b)(i)B.) unless a valid election is made to transfer the 6 
years' service with Employer A to Employer B. If a valid election is made, 
the Employee would be eligible to take LSL with Employer B once 
sufficient Continuous Service had accrued (taking into account the 
transferred service); and 

(b) could take LSL on a pro rata basis with Employer A after sufficient 
Continuous Service had accrued, save that if a valid election was made 
to transfer the Employee's initial service to Employer B, no entitlement 
would arise in respect of that period with Employer A. 

(a) Clause 47.23(b) shall not apply to an Employee classified as a Health Information 
Manager, Play Therapist, or an Employee of Royal Melbourne Hospital classified 
under Schedule 6, unless the Industrial Division of the Magistrates Court provides 
an opinion that determines generally the rights of applicable Employees under this 
Agreement under sub-section 23(2) of the LSL Act that the long service leave 
entitlements provided by this Agreement are more favourable to the relevant 
em pfoyees than those provided by the LSL Act.: 

(b) The Un ions and VH IA must make an application to the Magistrates Court under 
section 24 of the LSL Act for an opinion referred to in section 4.6(a) as soon as 
reasonably practicable after the Agreement has been approved by the Fair Work 
Commission. 

(c) No Employee shall otherwise suffer any detriment as a result of the operation of 
this clause to their entitlement to long service leave existing immediately prior to 
the coming into force of this clause 

48. Pre-Adoption Leave 

48.1 An Employee seeking to adopt a child is entitled to unpaid leave for the purpose of attending 
any compulsory interviews or examinations as are necessary as part of the adoption 
procedure. 

48.2 The Employee and the Employer should agree on the length of the unpaid leave. 
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48.3 

49. 

49.1 

49.2 

50. 

Where agreement cannot be reached, the Employee is entitled to take up to two days 
unpaid leave. 

Pre-natal Leave 

An Employee required to attend pre-natal appointments or parenting classes that are only 
available or can only be attended during the Employee's ordinary rostered shift may, subject 
to the provision-of satisfactory evidence of attendance, access their personal leave credit. 

The Employee must give the Employer prior notice of the Employee's intention to take such 
leave. 

Parental Leave 

This clause deals with parental leave, including paid parental leave. The issue of superannuation and 
parental leave (both paid and unpaid) is addressed at clause 32.8. 

50.1 Structure of clause 

This clause is structured as follows: 

(a) 

(b) 

(c) 

(d) 

(e) 

(f) 

(g) 

(h) 

(i) 

(j) 

(k) 

(I) 

(m) 
(n) 

(o) 

(p) 

(q) 

Definitions: subclause 50.2 

Long parental leave - unpaid: subclause 50.3 

Short parental leave - unpaid: subclause 50.4 

Paid parental leave: subclause 50.5 

Notice and evidence requirements: subclause 50.6 

Parental leave associated with the birth of a Child - additional provisions: 
subclause 50.7 · 

Unpaid pre-adoption leave: subclause 50.8 

Where placement does not proceed or continue: subclause 50.9 

Special maternity leave: subclause 50.10 

Variation of period of unpaid parental leave up to 12 months: subclause 50.11 

Right to request extension of period of unpaid parental leave beyond 12 months: 
subclause 50.12 

Parental leave and other entitlements: subclause 50.13 

Transfer to a safe job: subclause 50.14 

Returning to work after a period of parental leave: subclause 50.15 

Replacement Employees: subclause 50.16 

Communication during parental leave - organisational change: subclause 50.17 

Keeping in touch days: subclause 50.18 

Other provisions associated with parental leave are also included in this Agreement. 
Specifically, prenatal leave at clause 49, flexible working arrangements which includes the 
right to request to return from parental leave on a part time basis at clause 65, leave to 
attend interviews and examinations relevant to adoption leave (pre-adoption leave) at clause 
48 and breastfeeding at clause 64. 

50.2 Definitions 

For the purposes of this clause: 

(a) Child means: 

(i) in relation to birth-related leave, a child (or children from a multiple birth) 
of the Eligible Employee or the Eligible Employee's Spouse; or 
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(ii} in relation to adoption-related leave, a child (or children} under 16 (as at 
the day of placement or expected day of placement) who is placed or 
who is to be placed with the Eligible Employee for the purposes of 
adoption, other than a child or step-child of the Eligible Employee or of 
the Spouse of the Eligible Employee or a child who has previously lived 
continuously with the Eligible Employee for a period of six months or 
more(Adopted Child); 

(iii} as the case requires, includes a Stillborn Child. 

{b) Continuous Service includes continuous service with one and the same 
Employer or continuous service with more than one Employer including Institutions 
or Statutory Bodies (as defined at subclause 47.2), and includes any period of 
employment that would count as service under the Act. 

(c) Eligible Casual Employee means a casual Employee that has been employed by 
the Employer on a regular and systematic basis for a sequence of periods of 
employment during a period of at least 12 months and who has, but for the birth or 
expected birth of a Child or the decision to adopt a Child, a reasonable expectation 
of continuing engagement by the Employer on a regular and systematic basis. 

(d} Eligible Employee for the purposes of this clause 50 means an Employee who 
has at least six months' Continuous Service or an Eligible Casual Employee as 
defined above. 

(e) Employee Couple has the same meaning as under the Act. 

(f) Flexible Long Parental Leave means the 30 days' unpaid parental leave an 
Eligible Employee may take under subclause 50.3(g) as part of their 52 weeks' 
entitlement of Long Parental Leave. 

(g) Long Parental Leave means the 52 weeks' parental leave an Eligible Employee 
may take under subclause 50.3. A person taking Long Parental Leave under 
subclause 50.3{a)-(e) is the Primary Carer for this period for the purpose of this 
clause. 

(h) Notional Flexible Period is the period during which the Eligible Employee would 
be on Flexible Long Parental Leave if the Eligible Employee took leave for all of 
the Eligible Employee's notified flexible days in a single continuous period. 

(i) Primary Carer means the person who has responsibility for the care of the Child. 
Only one person can be the Child's Primary Carer on a particular day. 

U) Short Parental Leave means the up to eight weeks' concurrent parental leave an 
Eligible Employee who will not be the Primary Carer of a Child may take under 
subclause 50.4 (Short Parental Leave- Unpaid). 

(k) Spouse includes a person to whom the Eligible Employee is married and a de 
facto partner, former spouse or former de facto spouse of the Employee. A de 
facto Spouse means a person who lives with the Employee as husband, wife or 
same-sex partner on a bona fide domestic basis. 

(I) Stillbirth means the delivery of a Stillborn Child. 

(m) Stillborn Child means: 

(i) a child who weighs at least 400 grams at delivery or whose period of 
gestation was at least 20 weeks; and 

(ii) who has not breathed since delivery; and 

(iii) whose heart has not beaten since delivery. 

50.3 Long Parental Leave - Unpaid 

(a) An Eligible Employee is entitled to 12 months' unpaid Long Parental Leave if: 

(i) the leave is associated with: 
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A. the birth of a Child (including a Stillbirth) of the Eligible 
Employee or the Eligible Employee's Spouse; or 

B. the placement of a Child with the Eligible Employee for 
adoption; and 

(ii) the Eligible Employee is the Primary Carer, or in the case of a Stillbirth, 
the Eligible Employee would have been the Primary Carer if the Child 
had been born alive. 

(b) Except as provided at subclause 50.3(g) (Flexible Long Parental Leave) and 
subclause 50.18 (Keeping in Touch Days), the Eligible Employee must take the 
leave in a single continuous period. 

(c) Where an Eligible Employee is a member of an Employee Couple, except as 
provided at subclauses 50.3(g) (Flexible Long Parental Leave) and 50.4 (Short 
Parental Leave - Unpaid), parental leave must be taken by only one parent of an 
Employee Couple at a time in a single continuous period. 

(d) Each member of an Employee Couple may take a separate period of up to 
12 months of Long Parental Leave. The period of Long Parental Leave will be 
reduced by any period of Short Parental Leave taken by the Eligible Employee. 

(e) Subject to subclause 50.3(f) an Eligible Employee may be able to extend a period 
of unpaid parental leave in accordance with subclause 50.11 (Variation of period of 
unpaid parental leave (up to 12 months)). 

(f) An Eligible Employee's entitlement to Long Parental Leave (other than Flexible 
Long Parental Leave) will end on the first day that the Eligible Employee takes 
Flexible Long Parental Leave. This means that if an Eligible Employee intends on 
taking a period of continuous unpaid parental leave they must do so before they 
take any Flexible Long Parental Leave. 

(g) Flexible Long Parental Leave 

(i) An Eligible Employee may take up to 30 days of their Long Parental 
Leave entitlement (Flexible Long Parental Leave) during the 24-month 
period starting on the date of birth (including a Stillbirth) or day of 
placement of the Child if the requirements of this sub-clause are satisfied 
in relation to the leave. 

(ii} The number of days of Flexible Long Parental Leave that the Eligible 
Employee takes must not be more than the number of flexible days 
notified to the Employer under sub-clause 50.6(e)(iii) (subject to any 
agreement under sub-clause 50.6(e)(iv)). 

{iii) An Eligible Employee must take the Flexible Long Parental Leave as: 

A. a single continuous period of one or more days; or 

B. separate periods of one or more days each. 

(iv) An Eligible Employee may take the Flexible Long Parental Leave 
whether or not they have taken unpaid Long Parental Leave under 
subclause 50.3(b). 

(v} An Eligible Employee may take Flexible Long Parental Leave after taking 
one or more periods of unpaid Long Parental Leave under subclause 
50.3(b) only if the total of those periods (disregarding any extension 
under sub-clause 50.11 or 50.1,2) is no longer than 12 months, less the 
employee's Notional Flexible Period, provided that the calculation is 
based on the assumption that: 

A. the Eligible Employee ordinarily works each day that is not a 
Saturday or Sunday; and 

B. there are no public holidays during the period. 
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(vi) A member of an Employee Couple (the first employee) may take Flexible 
Long Parental Leave on the same day as the other member of the 
Employee Couple (the other employee) is taking unpaid Long Parental 
Leave only if the total of all periods of unpaid parental leave the first 
employee takes at the same time as the other employee is no longer 
than 8 weeks. 

(h) Hospitalised children - agreement to not take unpaid Long Parental Leave 

(i) If: 

A. a Child is required to remain in hospital after the Child's birth, 
or is hospitalised immediately after the Child's birth, including 
because: 

1) the Child was born prematurely; or 

2} the Child developed a complication or contracted an 
illness during the child's period of gestation or at birth; 
or 

3) the Child developed a complication or contracted an 
illness following the Child's birth; and 

B. an Employee, whether before or after the birth of the Child, 
gives notice in accordance with subclause 50.6 of the taking of 
a period of unpaid parental leave (the original leave period) in 
relation to the Child, 

then the Employee may agree with their Employer that the Employee 
will not take unpaid parental leave for a period (the permitted work 
period) while the Child remains in hospital. 

(ii) If the Employee and Employer so agree, then the following rules have 
effect: 

A. the Employee is taken to not be taking unpaid parental leave 
during the permitted work period; 

B. the permitted work period does not break the continuity of the 
original leave period; and 

C. the Employee is taken to have advised the Employer, for the 
purposes of subclause 50.6(b} of an end date for the original 
leave period that is the date on which that period would end if it 
were extended by a period equal to the permitted work period. 

(iii) The permitted work period must start after the birth of the Child. 

(iv) The permitted work period ends at the earliest of the following: 

A. the time agreed by the Employer and Employee; 

B. the end of the day of the Child's first discharge from hospital 
after birth; or 

C. if the Child dies before being discharged, the end of the day the 
Child dies. 

(v) Only one period of may be agreed to under subclause 50.3(h)(i) for 
which the Employee will not take unpaid parental leave in relation to the 
Child. 

(vi) The Employee must, if required by the Employer, give the Employer 
evidence (including without limitation, a medical certificate) that would 
satisfy a reasonable person of either or both of the following: 

A. that subclause 50.3(h)(i)A applies in relation to the child; 

B. that the Employee is fit for work. 
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50.4 Short Parental Leave - Unpaid 

(a) This clause applies to an Eligible Employee who is a member of an Employee 
Couple. 

(b) An Eligible Employee who will not be the Primary Carer of a Child may take up to 
eight weeks leave concurrently with any parental leave taken by the parent who will 
be the Primary Carer. Short Parental Leave may be taken in separate periods 
but, unless the Employer agrees, each period must not be shorter than two weeks. 

(c) The period of Short Parental Leave will be deducted from the period of Long 
Parental Leave to which the Eligible Employee is entitled under subclause 50.3 (if 
applicable). 

50.5 Paid Parental Leave 

(a) An Eligible Employee commencing parental leave is entitled to paid parental leave 
on the following basis: 

(i) from 19 October 2021 and onwards: 

A. a Primary Carer commencing Long Parental Leave will be 
entitled to 14 weeks' paid parental leave, provided that the 
Long Parental Leave is taken contemporaneously with the birth 
or placement of the Child (subject to clause 50.3(h), in which 
case the Employee taking Long Parental Leave may agree with 
the Employer that the Employee will not take Long Parental 
Leave during the permitted work period while the Child remains 
hospitalised): and 

B. a non-Primary Carer commencing Short Parental Leave will be 
entitled to two weeks' paid parental leave, 

save that an Eligible Employee is not entitled to both paid Long Parental 
Leave and paid Short Parental Leave in respect of the same birth or 
adoption event. 

{b) Paid parental leave is in addition to any relevant Commonwealth Government paid 
parental leave scheme (subject to the requirements of any applicable legislation} 

(c) The Employer and Eligible Employee may reach agreement as to how the paid 
parental leave under this Agreement is paid. For example, such leave may be 
paid in smaller amounts over a longer period, consecutively or concurrently with 
any relevant Commonwealth Government parental leave scheme (subject to the 
requirements of any applicable legislation) and may include a voluntary 
contribution to superannuation. 

(d) Such agreement must be in writing and signed by the parties. The Eligible 
Employee must nominate a preferred payment arrangement at least four weeks 
prior to the expected date of birth or date of placement of the Child. In the 
absence of agreement, such leave will be paid during the ordinary pay periods 
corresponding with the period of the leave. 

(e) Subject to clause 47.S(b)(vi) and 47.11 (in the case of long service leave), a 
variation to the payment of paid parental leave resulting in, for example, the paid 
leave being spread over more than 14 weeks does not affect the period of 
continuous service recognised. For example, an Employee taking 28 weeks at half 
pay will, for the purpose of calculating continuous service, have fourteen weeks of 
continuous service recognised. An Employee taking seven (7) weeks at double 
pay will have 14 weeks of continuous service recognised. 

(f) The paid parental leave prescribed by this clause will be concurrent with any 
relevant unpaid entitlement prescribed by the NES / this Agreement. 

50.6 Notice and evidence requirements 

(a) Subject to clause 50.6(e) (Notice - Flexible Long Parental Leave), an Employee, 
must give at least 10 weeks written notice of the intention to take parental leave, 
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including the proposed start and end dates. At this time, the Employee must also 
provide a statutory declaration stating: 

(i) that the Employee will become either the Primary Carer or non-Primary 
Carer of the Child, as appropriate; 

(ii) the particulars of any parental leave taken or proposed to be taken or 
applied for by the Employee's Spouse; and 

(iii) that for the period of parental leave the Employee will not engage in any 
conduct inconsistent with their contract of employment. 

(b) Subject to clause 50.6(e) (Notice - Flexible Long Parental Leave), at least four 
weeks before the intended commencement of parental leave, the Employee must 
confirm in writing the intended start and end dates of the parental leave, or advise 
the Employer of any changes to the notice provided in subclause 50.6(a), unless it 
is not practicable to do so. 

(c) The Employer may require the Employee to provide evidence which would satisfy 
a reasonable person of: 

(I) in the case of birth-related leave: 

A. the date of birth, or expected date of birth, of the Child 
(including without limitation, a medical certificate or certificate 
from a registered midwife, stating the date of birth or expected 
date of birth); arid 

B. if relevant, that their Child was stillborn (including without 
!imitation, a certification by a medical practitioner or registered 
midwife of the child as having been delivered); or 

(ii) in the case of adoption-related leave, the commencement of the 
placement (or expected day of placement) of the Child and that the Child 
will be under 16 years of age as at the day of placement or expected day 
of placement. 

(d) An Employee will not be in breach of this clause if failure to give the stipulated 
notice is occasioned by the birth of the Child or placement occurring earlier than 
the expected date or in other compelling circumstances. In these circumstances 
the notice and evidence requirements of this clause should be provided as soon 
as reasonably practicable. 

(e) Notice requirements - Flexible Long Parental Leave 

(i) If an Employee wishes to take Flexible Long Parental Leave, the 
Employee must give notice to the Employer as follows: 

A. where the Employee also takes unpaid Long Parental Leave or 
Short Parental Leave under subclauses 50.3 or 50.4 (the 
original leave); 

1) at the same time as the Employee gives notice in 
accordance with subclause 50.6(a) in relation to the 
original leave, unless subclause 2) below applies; or 

2) if the Employee takes more than one period of unpaid 
Short Parental Leave, at the same time as the 
Employee gives notice in accordance with subclause 
50.6(a) in relation to the first of those periods of 
leave; or 

B. otherwise - at least 1 0 weeks before starting the Flexible Long 
Parental Leave. 

(ii) If the Employer agrees, the notice may be given at a later time than that 
specified in subclause 50.6(e)(i). 
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(ili) The notice under subclause 50.6(e)(i) must specify the total number of 
days (Flexible Days) of Flexible Long Parental Leave that the Employee 
intends to take in relation to the Child. 

(iv) If the Employer agrees, the Employee may: 

A. reduce the number of flexible days, including by reducing the 
number of flexible days to zero; or 

B. increase the number of flexible days, but not so as to increase 
the number of flexible days above 30. 

(v) The Employee must give the Employer written notice of a flexible day on 
which the Employee will take Flexible Long Parental Leave: 

A. at least 4 weeks before that day; or 

B. if that is not practicable, as soon as practicable (which may be 
a time after the leave has started). 

(vi) If the Employer agrees, the Employee may change a day on which the 
Employee takes Flexible Long Parental Leave from a day specified in a 
notice under subsection 50.6(e)(v). 

50.7 Parental leave associated with the birth of a Child - additional provisions 

(a) Subject to the limits on duration of parental leave set out in this Agreement and 
unless agreed otherwise between the Employer and Eligible Employee, an Eligible 
Employee who is pregnant may commence Long Parental Leave at any time up to 
six weeks immediately prior to the expected date of birth. 

{b) Six weeks before the birth 

{i) Where a pregnant Eligible Employee continues to work during the six 
week period immediately prior to the expected date of birth, the 
Employer may require the Eligible Employee to provide a medical 
certificate stating that she is fit for work and, if so, whether it is 
inadvisable for her to continue in her present position because of illness 
or risks arising out of the Eligible Employee's pregnancy or hazards 
connected with the position. 

(ii) Where a request is made under subclause 50.7(b)(i) and an Eligible 
Employee: 

A. does not provide the Employer with the requested certificate 
within seven days of the request; or 

B. within seven days after the request, the Eligible Employee 
gives the Employer a medical certificate stating that the Eligible 
Employee is not fit for work; 

the Employer may require the Eligible Employee to commence their 
parental leave as soon as practicable. 

(c) Where a request is made under subclause 50.?(b)(i) and an Eligible Employee 
provides a medical certificate that states that the Eligible Employee is fit for work 
but it is inadvisable for the Eligible Employee to continue in her present position 
during a stated period, subclause 50.14 (Transfer to a safe job) will apply. 

50.8 Unpaid pre-adoption leave 

Employees' entitlement to pre-adoption leave is set out at clause 48{Pre-adoption leave). 

50.9 Where placement does not proceed or continue 

(a) Where the placement of the Child for adoption with an Eligible Employee does not 
proceed or continue, the Eligible Employee must notify the Employer immediately. 

(b) Where the Eligible Employee had, at the time, started a period of adoption-related 
leave in relation to the placement, the Eligible Employee's entitlement to adoption-
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related leave is not affected, except where 1he Employer gives written notice under 
subclause 50.9(c). 

(c) The Employer may give the Eligible Employee written notice that, from a stated 
day no earlier than four weeks after the day the notice is given, any untaken long 
adoption-related leave is cancelled with effect from that day. 

(d) Where the Eligible Employee wishes to return to work due to a placement not 
proceeding or continuing, the Employer must nominate a time not exceeding four 
weeks from receipt of notification for the Eligible Employee's return to work. 

50.10 Special maternity leave 

(a) Entitlement to unpaid special birth-related leave 

(i) A female Eligible Employee is entitled to a period of unpaid special leave 
if she is not fit for work during that period because: 

A she has a pregnancy-related illness; or 

B. all of the following apply: 

1 ) she has been pregnant; and 

2) the pregnancy ends after a period of gestation of at 
least 12 weeks otherwise than by the birth of a living 
Child or a Stillbirth. 

(ii) A female Eligible Employee who has an entitlement to personal leave 
may, in part or whole, take personal leave instead of unpaid special 
leave under this clause. 

(iii) Where the pregnancy ends more than 28 weeks from the expected date 
of birth of the Child, the Eligible Employee is entitled to access any paid 
and/or unpaid personal leave entitlements in accordance with the 
relevant personal leave provisions. 

(b) Entitlement to paid special birth-related leave 

(i) A female Eligible Employee is entitled to a period of paid special leave if 
the pregnancy terminates at or after the completion of 20 weeks' 
gestation or the Eligible Employee gives birth but the baby subsequently 
dies. 

(ii) Paid special leave is paid leave not exceeding the amount of paid leave 
available to Primary Carers under subclause 50.5(a)(i)(plus 
superannuation). 

(iii) Paid special leave is in addition to any unpaid special leave taken under 
subclause 50.10(a)(i). 

(iv) Paid leave available to non-Primary Carers under subclause 50.5(a)(i) 
will also apply in these circumstances. 

(c) Evidence 

If an Eligible Employee takes leave under this clause the Employer may require the 
Eligible Employee to provide evidence that would satisfy a reasonable person of 
the matters referred to in subclause 50.10(a)(i) or 50.10(b)(i) or to provide a 
certificate from a registered rned ical practitioner. The Eligible Employee must give 
notice to the Employer as soon as practicable, advising the Employer of the period 
or the expected period of the leave under this provision. 

50.11 Variation of period of unpaid parental leave (up to 12 months) 

(a) Where an Eligible Employee has: 

(i) given notice of the taking of a period of Long Parental Leave under 
subclause 50.3; and 
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(ii) the length of this period of Long Parental Leave as notified to the 
Employer is less than the Eligible Employee's available entitlement to 
Long Parental Leave; and 

{iii) commenced the period of Long Parental leave; and 

(iv) not taken a period of Flexible Long Parental Leave, 

the Eligible Employee may extend the period of unpaid parental leave (up to the 
Eligible Employee's available entitlement to Long Parental Leave) by giving their 
Employer notice in writing of the extension and specifying the new end date for the 
leave. This one-off extension is to be notified as soon as possible but no less than 
four weeks before the end date of the original leave period. Nothing in this clause 
detracts from the basic entitlement in subclause 50.3 (Long Parental Leave -
Unpaid) or subclause 50.11 (Variation of period of unpaid parental leave (up to 12 
months)). 

(b) If the Employer and Eligible Employee agree, the Eligible Employee may further 
extend or reduce the period of parental leave. 

50.12 Right to request an extension of period of unpaid parental leave beyond 12 months 

(a) An Eligible Employee entitled to Long Parental Leave pursuant to the provisions of 
subclause 50.3 may request the Employer to allow the Eligible Employee to extend 
the period of Long Parental Leave by a further continuous period of up to 
12 months immediately following the end of the available parental leave. 

(b) Request to be in writing 

The request must be in writing and must be given to the Employer at least four 
weeks before the end of the available parental leave period. 

(c) Response to be in writing 

The Employer must give the Eligible Employee a written response to the request 
stating whether the Employer grants or refuses the request. The response must 
be given as soon as practicable, and not later than 21 days, after the request is 
made. 

(d) Refusal only on reasonable business grounds 

The Employer may only refuse the request on reasonable business grounds. 

(e) Reasons for refusal to be specified 

If the Employer refuses the request, the written response must include details of 
the reasons for the refusal. 

(f) Reasonable opportunity to discuss 

The Employer must not refuse the request unless the Employer has given the 
Eligible Employee a reasonable opportunity to discuss the request. 

(g) Employee Couples 

Where a member of an Employee Couple is requesting an extension to a period of 
Long Parental Leave in relation to a Child: 

(i) the request must specify any amount of Long Parental Leave that the 
other member of the Employee Couple has taken, or will have taken in 
relation to the Child before the extension starts; 

(ii) if the other member of the Employee Couple has given notice of an 
intention to take Flexible Long Parental Leave (in accordance with 
subclause 50.6(e)), the request must specify the number of flexible days 
that will not have been taken when the period of extended leave 
commences; 

{iii) the period of extension cannot exceed 12 months, less any period of 
long Parental Leave (other than Flexible Long Parental Leave) that the 
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other member of the Employee Couple has taken, or will have taken, in 
relation to the Child before the extension starts, as well as a period equal 
to the other member's Notional Flexible Period (if sub paragraph 
50.12(g)(ii) applies above); and 

(iv) the amount of Long Parental Leave to which the other member of the 
Employee Couple is entitled under subclause 50.3 in relation to the Child 
is reduced by the period of the extension. 

(h) No extension beyond 24 months 

An Eligible Employee is not entitled to extend the period of Long Parental Leave 
beyond 24 months after the date of birth or day of placement of the Child. 

50.13 Parental leave and other entitlements 

An Eligible Employee may use any accrued annual leave or long service leave entitlements 
concurrently with Long Parental Leave, save that taking that leave does not have the effect 
of extending the period of Long Parental Leave. 

50.14 Transfer to a safe job 

{a) Where an Employee is pregnant and provides evidence that would satisfy a 
reasonable person that she is fit for work but it is inadvisable for the Employee to 
continue in her present position for a stated period (the risk period) because of: 

(i) illness or risks arising out of the pregnancy, or 

(ii) hazards connected with the position, 

the Employee must be transferred to an appropriate safe job if one is available for 
the risk period, with no other change to the Employee's terms and conditions of 
employment. 

(b) Paid no safe job leave 

If: 

(i) subclause 50.14(a) applies to a pregnant Eligible Employee but there is 
no appropriate safe job available; and 

(ii) the Eligible Employee is entitled to Long Parental Leave; and 

(iii) the Eligible Employee has complied with the notice of intended start and 
end dates of leave and evidence requirements under subclause 50.6 for 
taking Long Parental Leave; 

then the Eligible Employee is entitled to paid no safe job leave for the risk period. 

(c) If the Eligible Employee takes paid no safe job leave for the risk period, the 
Employer must pay the Eligible Employee at the Employee's rate of pay set out in 
Part 1 of the Appendix 2 for the Eligible Employee's ordinary hours of work in the 
risk period. 

(d) This entitlement to paid no safe job leave is in addition to any other leave 
entitlement the Eligible Employee may have. 

(e) If an Eligible Employee, during the six week period before the expected date of 
birth, is on paid no safe job leave, the Employer may request that the Eligible 
Employee provide a medical certificate within seven (7) days stating whether the 
Eligible Employee is fit for work. 

(i) If, the Eligible Employee has either: 

A. not complied with the request from the Employer under (e) 
above;or 

B. provided a medical certificate stating that she is not fit for work; 
then 
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the Eligible Employee is not entitled to no safe job leave and the 
Employer may require the Eligible Employee to take parental leave as 
soon as practicable. 

(f) Unpaid no safe job leave 

If: 

{i) subclause 50.14(a) applies to a pregnant Employee but there is no 
appropriate safe job available; and 

(ii) the Employee will not be entitled to Long Parental Leave as at the 
expected date of birth; and 

(iii) the Employee has given the Employer evidence that would satisfy a 
reasonable person of the pregnancy if required by the Employer (which 
may include a requirement to provide a medical certificate), 

the Employee is entitled to unpaid no safe job leave for the risk period. 

50.15 Returning to work after a period of parental leave 

(a) An Eligible Employee must confirm to the Employer that the Eligible Employee will 
return to work as scheduled after a period of Long Parental Leave at least four 
weeks prior to the end of the leave, or where that is not practicable, as soon as 
practicable. 

(b) An Eligible Employee will be entitled to return: 

(i) unless subclause 50.15(b)(ii) or subclause 50.15(b)(Hi) applies, to the 
position which they held immediately before proceeding on parental 
leave; 

(ii) if the Eligible Employee was promoted or voluntarily transferred to a new 
position ( other than to a safe job pursuant to subclause 50 .14 ), to the 
new position; 

(iii) if subclause 50.15(b)(ii) does not apply, and the Eligible Employee began 
working part-time because of the pregnancy of the Eligible Employee, or 
their Spouse, to the position held immediately before starting to work 
part-time. 

(c) Subclause 50.1 S(b) is not to result in the Eligible Employee being returned to the 
safe job to which the Eligible Employee was transferred under subclause 50.14. In 
such circumstances, the Eligible Employee will be entitled to return to the position 
held immediately before the transfer. 

(d) Where the relevant former position (per subclauses 50.15(b) and 50.15(c) above) 
no longer exists, an Eligible Employee is entitled to return to an available position 
for which the Eligible Employee is qualified and suited nearest in status and pay to 
that of their pre-parental leave position. 

(e) The Employer must not fail to re-engage an Eligible Employee because: 

(i) the Eligible Employee or Eligible Employee's Spouse is pregnant; or 

(ii) the Eligible Employee is or has been immediately absent on parental 
leave. 

(f) The rights of the Employer in relation to engagement and re-engagement of casual 
Employees are not affected, other than in accordance with this clause 

(g) Stillbirth or death of child - cancelling leave or returning to work 

(i) In the event of a Stillbirth, or if a Child dies during the age of two starting 
on the child's date of birth, then an Eligible Employee who is entitled to a 
period of unpaid parental leave in relation to the Child may: 

A. before the period of leave starts, give their Employer written 
notice cancelling the leave; or 
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B. if the period of leave has started, give their Employer written 
notice that the Employee wishes to return to work on a 
specified day (which must be at least 4 weeks after the date on 
which the Employer receives the notice). 

{ii) Where notice under subclause 50.15(g)(i) is given, the Employee's 
entitlement to Long Parental Leave in relation to the Child ends: 

A. if the action is taken under subclause 50.15(g)(i)A, immediately 
after the cancellation of the leave; or 

B. if the action is taken under subclause 50.15(g)(i)B, immediately 
before the specified day. 

(lii) This subclause 68.1 S(g) does not limit subclause 50.11 (b) (dealing with 
the Employee reducing the period of unpaid parental leave with the 
agreement of the Employer). 

(h) Employee who ceases to have responsibility for care of Child 

(i) This subdause applies to an Employee who has taken unpaid Long 
Parental Leave in relation to a Child if the Employee ceases to have any 
responsibility for the care of the Child for a reason other than because: 

A. of a Stillbirth; or 

B. the Child dies during the 24-month period starting on the child's 
date of birth. 

(ii) The Employer may give the Employee written notice requiring the 
Employee to return to work on a specified day. 

(iii) The specified day: 

A. must be at least 4 weeks after the notice is given to the 
Employee; and 

B. if the leave is birth-related leave taken by a female Employee 
wh~ has given birth, must not be earlier than 6 weeks after the 
date of birth of the Child. 

(iv) The Employee's entitlement to Long Parental Leave in relation to the 
Child ends immediately before the specified day. 

50.16 Replacement Employees 

(a) A replacement Employee is an Employee specifically engaged or 1emporarily 
promoted or transferred, as a result of an Eligible Employee proceeding on 
parental leave. 

(b) Before the Employer engages a replacement Employee, the Employer must inform 
that person of the temporary nature of the employment and of the rights of the 
Eligible Employee who is being replaced to return to their pre-parental leave 
position. 

50.17 Communication during parental leave - organisational change 

(a) Where an Eligible Employee is on parental leave and the Employer proposes a 
change that will have a significant effec1 within the meaning of clause 18 
(Consultation) of this Agreement on the Eligible Employee's pre-parental leave 
position, the Employer will comply with the requirements of clause 18 
(Consultation) which include but are no1 limited to providing: 

(i) information in accordance with subclause 18.4; and 

(ii) an opportunity for discussions with the Eligible Employee and, where 
applicable, the Eligible Employee' representative in accordance with 
subclause 18.6. 
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(b) The Eligible Employee will take reasonable steps to inform the Employer about any 
significant matter that arise whilst the Eligible Employee is taking parental 
leave that will affect the Eligible Employee's decision regarding the duration of 
parental leave to be taken, whether the Eligible Employee intends to return to work 
and whether the Eligible Employee intends to request to return to work on a part­
time basis. 

(c) The Eligible Employee will also notify the Employer of changes of address or other 
contact details which might affect the Employer's capacity to comply with 
subclause 50.17. 

50.18 Keeping in touch days 

(a) This clause does not prevent an Eligible Employee from performing work for the 
Employer on a keeping in touch day while the Eligible Employee is taking Long 
Parental Leave. If the Eligible Employee does so, the performance of that work 
does not break the continuity of the period of Long Parental Leave. 

{b) Any day or part of a day on which the Eligible Employee performs work for the 
Employer during the period of leave is a keeping in touch day if: 

(i) the purpose of performing the work is to enable the Eligible Employee to 
keep in touch with their employment in order to facilitate a return to that 
employment after the end of the period of leave; and · 

(ii) both the Eligible Employee and Employer consent to the Eligible 
Employee performing work for the Employer on that day; and 

(iii} the day is not within: 

A. if the Eligible Employee suggested or requested that they 
perform work for the Employer on that day - 14 days after the 
date of birth, or day of placement, of the Child to which the 
period of leave relates; or 

B. otherwise - 42 days after the date of birth, or day of placement, 
of the Child; and 

(iv) the Eligible Employee has not already performed work for the Employer 
or another entity on ten days during the period of leave that were 
keeping in 1ouch days, subject to (d)(ii) below. 

(c) The Employer must not exert undue influence or undue pressure on an Eligible 
Employee to consent to a keeping in touch day. 

(d) For the purposes of subclause 50.18(b)(iv) the following will be treated as two 
separate periods of unpaid parental leave (meaning that an Eligible Employee can 
work up to ten keeping in touch days during each period of leave): 

(i) a period of Long Parental Leave taken during the E_ligible Employee's 
available parental leave period under subclause 50.3 (Long Parental 
Leave - Unpaid) and 50.11 (Variation of periods of unpaid parental leave 
(up to 12 months)); and 

(ii) an extension of the period of Long Parental Leave under subclause 
50.11 (Right to request an extension of period of unpaid parental leave 
beyond 12 months). 

(e) Subclause 50.18(a) does not apply in relation to the Eligible Employee on and 
after the first day on which the Employee takes flexible unpaid parental leave in 
relation to the Child. 

51. Purchased Leave 

This clause does not apply to casual Employees. 
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51.1 An Employee may, if mutually agreed with the Employer, purchase up to 4 weeks additional 
paid leave (referred to as Purchased Leave) in a twelve-month period at ordinary 
pay. 

The additional paid leave is purchased through salary deductions made over the whole year. 
The amount deducted will correspond with 1he amount of leave purchased as per the table 
below: 

Purchased Weeks' Proportion of 
leave additional annual pay paid 
arrangement leave each week 

purchased 

48/52 4 48/52 

49/52 3 49/52 

50/52 2 50/52 

51/52 1 51/52 

For Example: 

An Employee who purchased four ( 4) additional weeks leave would be paid 48152 or 9 2. 31 % 
of the ordinary rate of pay throughout the relevant 12 month period. If an Employee 
purchased an additional 2 weeks leave, the Employee would be paid 50152 or 96. 15% of the 
ordinary rate of pay throughout the relevant 12 month period. 

51.2 All penalties, allowances, loadings or like payments are to be calculated under this 
Agreement as if the Employee was not participa1ing in the Purchased Leave Arrangement. 

51.3 An Employee participating in a Purchased Leave Arrangement accrues annual leave on the 
same basis as they would have had they not entered the Purchased Leave Arrangement, 
and is paid leave loading or projected penalties/allowances in respect of such leave in 
accordance wlth the terms of the agreement. Purchased Leave does not attract annual 
leave loading or projected penalties/allowances 

51.4 Purchased Leave may be taken in conjunction with other types of leave. 

51.5 Purchased Leave must be used in the twelve-month period in which it is purchased. 

51.6 The Employer may grant Purchased Leave for a twelve (12) month period, subject to 
operational requirements. Once approval has been granted, the arrangement may only be 
varied or cancelled in extraordinary circumstances. 

51. 7 Where the: 

(a) arrangement, has been varied or cancelled because of extraordinary 
circumstances; or 

(b} Employee's employment terminates; or 

(c) purchased leave has not been taken in the relevant 12 month period 

the Employer will refund the amount of salary deducted in respect of any unused purchased 
leave as a lump sum. In the case of variation or cancellation, payment will be made no later 
than two pay periods following no1ification of the variation or cancellation. 

51.8 Where the Employee's employment terminates and the amount of purchased leave taken 
exceeds the amount deducted, the Employer may deduct, with the consent of the Employee, 
a sum equal to the negative balance from any remuneration payable to the Employee upon 
termination of employment. 

51.9 Where the Employee does not consent to the deduction of monies, the Employer and the 
Employee will agree to a repayment arrangement. The agreement has to be in writing, and 
has to set ou1 the following: 

(a) The reason for the repayment 
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(b) The amount of money owed 

(c) The way repayments will be made 

(d} How often repayments will be made 
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SECTION 1 I PART H: RESOURCES 

52. Rural - Four Wheel Drive/All Wheel Drive 

To improve the safety for rural and other relevant community practitioners, and where the 
need exists, at least one 4WD/AWD vehicle is to be made available to each rural community 
team. The vehicles are to be purchased as soon as vehicle replacement occurs. 

53. Rural- Satellite Telephones 

To improve safety for rural and other relevant community practitioners, the Employers shall 
provide access to satellite telephones when required to attend community contacts and 
mobile coverage is limited. 

54. Training 

The Employer should provide the necessary training to enhance efficiency and productivity 
in relation to computerised documentation and treatment plans. 
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SECTION 1 I PART I: STAFFING 

55. Recruitment to Vacant Position 

55.1 The process for advertising and filling vacancies will be as follows: 

(a) Each ward subject to subclause 108.3 -Acute Inpatient Units, will have a staffing 
profile based on EFT of nurses. 

(b) Where a vacancy arises within an existing staffing profile, the responsible 
manager will initiate action to advertise the vacant position internally and/or 
externally after receiving notice of the resignation/termination. 

(c) The Employer shall, as soon as is practicable, (and ordinarily within 8 days (not 
including weekends or public holidays)) advertise all vacancies that arise where 
the vacancy relates to a position that but for the vacancy occurring would have 
been ongoing. 

55.2 Jn order to support these measures, Employees intending to resign are required to give a 
minimum of four weeks' notice, unless a shorter period is agreed to between the Employee 
and Employer. 

55.3 The Employer will consult with the Employees and their unions about any changes. 

55.4 Advertisement of position 

Any notice, circular or advertisement for a position regulated by this Agreement shall specify 
the classification, mode of employment, any mandatory qualifications or salary grade 
applicable. 

55.5 Additional Measures 

56. 

56.1 

56.2 

57. 

57.1 

57.2 

(a) Where, despite genuine recruitment efforts the Employer has been unable to 
recruit to a vacant position outlined in 55.1 (a), the Employer will notify the Union in 
writing. 

(b) Genuine recruitment efforts means internal and external advertising. Such efforts 
will be recorded in writing and available for inspection by the Unions or Union 
representative. 

Time Limit on Higher Duties 

Where following vacancy advertisement as per clause 55, an Employee has been 
performing higher duties due to a vacancy for a continuous period of 9 months, the 
employee will be permanently appointe<;l to the role unless the employee requests otherwise 
in writing. 

This provision will not apply where the role is subject to a notified change process as per 
cl.a use 23 and the Dispute Resolution Procedure. Any period between the notification of the 
change and the implementation of that change will not count for the purpose of 56.1 . 

Community Mental Health Discipline Mix 

The Parties agree that a multidisciplinary approach in teams, having regard to client needs 
and the model of care, can provide improved outcomes for clients. 

Obligation to replace a Nurse with a Nurse 

Subject to 57.4 and 57.5, a position within a community team which at the commencement 
of this Agreement was occupied by a Nurse will be replaced with a Nurse. 

57 .3 Records 
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Each Employer will maintain a written record of nursing positions within teams subject to 
clause 59 (CWMS) and clause 61 (CTWMS). This record will be made available to the 
Union/s upon request. 

57.4 Patient Safety/Employee workload considerations 

If following a reasonable recruitment process a suitably qualified nurse is not able to be 
appointed and the workload of the team and/or client's safety would be compromised by a 
further delay in recruitment the Employer may permanently appoint an alternative discipline 
and notify the local MHICC by writing of the following: 

(a) The role title; 

(b) The steps that were taken to fill the vacancy; 

(c) The plan to permanently appoint a nurse to an alternative role or upcoming 
vacancy covered by the Agreement and the expected timelines; and 

(d) The written record at 57.4 will be updated to reflect the outcome of 57.5. 

57.5 Change 

An Employer may utilise clause 18 where, instead of following the process at 57.4, they 
propose to permanently alter the overall discipline mix recorded in accordance with 57.3. Jn 
doing so, the Employer must be able to demonstrate the changes in consumer need for the 
team and how the care needs will be met. 

58. Community Mental Health Engagement Worker 

58.1 Newly graduated health practitioners who are nurses (Registered and Enrolled), social 
workers and occupational therapists may be employed as 'Community mental health 
engagement workers' in community-based services. 

58.2 The role will also provide a pathway into mental health for newly registered health 
practitioners. 

58.3 Purpose of the role 

(a) The role will help improve consumer outcomes by: 

(i) assisting consumers and their families and carers to navigate mental 
health services 

(ii) provide information to enable improved access to other services (such as 
general practice, other health specialists and associated clinical services, 
consumer or carer peer support, carer respite, the NDIS and other social 
welfare agencies) and 

(iii} freeing up clinicians to focus on their therapeutic work 

(iv) other duties as directed by health service within scope of qualification 
and role classifications. 

58.4 The role will work under direct supervision from a health practitioner, and not be allocated a 
caseload. 

58.5 The role will be fixed term for a maximum of 18 months. 

58.6 Classification 

(a) The commencing cl'assification for each eligible discipline will be as follows: 

(i) PEN Level 1 Year 7 

{i) OT Grade 1 

(ii) RPN Grade 2 Year 1 

(ii} SW Grade 1 Year 1 
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59. Aboriginal Healthcare Worker Traineeship (Mental Health) 

59.1 Application 

(a) The Aboriginal Healthcare Worker (Mental Health) Traineeship Program is a 
Victorian State Government initiative designed to increase the Aboriginal 
workforce within the public mental health sector whilst increasing culturally safe 
and inclusive mental health care for Aboriginal people. 

(b) This clause applies only to the employment of an Aboriginal Health Worker 
Traineeship (Mental Health). 

(c) Anyone who is initially engaged pursuant to this Traineeship Program will be 
classified as Aboriginal Health Worker Trainee for the duration of their 
Traineeship. 

59.2 Definitions 

(a) Approved Training means the Degree of Bachelor of Health Sciences (Mental 
Health) at Charles Sturt University (Traineeship). 

(b) Trainee means Aboriginal Health Worker (Mental Health) Trainee. 

(c) Traineeship means a Trainee enrolled in Degree of Bachelor of Health Science 
(Mental Health) at Charles Sturt University in Wagga Wagga, New South Wales. 

59.3 Conditions 

(a) The Trainee must be enrolled in the Approved Training. 

(b) The Trainee must be of Aboriginal and/or Torres Strait Islander background. 

(c) The Trainee will on a fulltime maximum term contract. 

(d) The Trainee will be expected to maintain satisfactory course progress and to 
complete the course in three years. 

(e) The Employer will meet the student contribution costs of the Approved Training 
and release the Trainee from duty to attend campus or placements as required. 

(f) The Employer will ensure that there is appropriate support to ensure that the 
Trainee are able to undertake the study modules. 

(g) The Trainee must be an undergraduate student and will work under the 
supervision of a Health Practitioner. The Employer will ensure that the Trainee will 
have access to this supervision. 

(h) Allowances will be paid in accordance with Section 3- Health Professionals. 

(i) Upon successful completion of the Traineeship, the Trainee will be offered 
ongoing employment and paid as per the Grade 2 Health Professional table in 
Schedule 2. 

(j) Where the employment of Aboriginal Health Worker Traineeship (Mental Health) 
by an Employer is continued after the completion of the traineeship period, such 
employment period wil I be counted as service for the purposes of this Agreement 
or any other legislative entitlement. 

59.4 Duties 

(a) Participate in the development and implementation of mental health services to 
promote the social and emotional well-being of aboriginal people and the wider 
community. 

(b) Learn about, observe and develop skills to provide responsive and culturally 
appropriate mental health services to consumers across the lifespan. 

(c) Provide information, consistent with the academic curriculum, about healthy 
lifestyles and support changes in lifestyle and self-care strategies (e.g. nutrition, 
exercise, smoking, alcohol and stress). 
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(d) Actively contribute to multidisciplinary discussions and planning. 

(e) Work collaboratively with families, communities, relevant agencies, health service 
staff and relevant support services to ensure consumer needs are met. 

(f) Working alongside Health Practitioners, participate in the referral, assessment, 
review and discharge processes. 

(g) Be actively involved in the provision of health promotion and community 
development programs. 

(h} Advocate and advise on behalf of Aboriginal and Torres Strait Islander consumers 
at case discussions and legal hearings (as appropriate) to ensure that the needs 
of the consumers are expressed. 

(i) Undertake documentation of all consumer involvement in the prescribed notes, 
ensuring that these are countersigned by the supervising Health Practitioner. 

U) Report within a timely manner, any identified issues of concern. 

60. Community Workload Management System {CWMS) 

60.1 Each Employer to operate and maintain a CWMS 

(a) A Community Workload Management System (CWMS) agreed between the 
Employer and Unions is to be operated and maintained by each Employer via the 
local Mental Health Workplace Implementation Committee (MHWIC). 

(b) The CWMS must operate in accordance with the CWMS principles at 
subclause 60.3. 

60.2 Reporting Requirements 

The parties to the Agreement are committed to embedding an effective CWMS system. The 
parties understand this requires collaboration and co-operation between the parties. 

(a) In order to assist this process, the Employer will: 

(i) develop a reporting template, in consultation with the Unions, to record 
data for each relevant community team; and 

(ii) provide this data quarterly to the parties via the local and cen1ral MHIIC. 

(b) Where the data shows that the CWMS principles have not been met, the parties 
will: 

(i) seek to identify 1he reason(s); and 

(ii) discuss the actions that have been taken or are proposed to be taken to 
address this, 

(c} Where, after the steps outlined in 49.2(b), a member of the local MHIIC is not 
satisfied that actions are sufficient to satisfy the CWMS principles, the local MHIIC 
will genuinely attempt to resolve concerns through discussion. 

(d) No party to the local MHICC or person covered by the Agreement will be 
prejudiced as a result of either the provision of data or the discussions under this 
sub-clause 60.2 or initiate a dispute where 60.2(c) is being complied with. 

(e) For the avoidance of doubt, clause 60.2 does not prevent an Employee or their 
representative enforcing their righ1s in accordance with clause 60.8. 

60.3 CWMS Principles 

(a} The CWMS is required to apply the following in respect of each community 
clinician: 

(i) Direct clinical commitments 1ime of up to 60% of working hours inclusive 
of a secondary caseload allocation; and 

SECTION 1 (COMMON TERMS) I PART I: CLASSIFICATION AND STAFFING 

L\344187946.1 92 

f_p_n_96_



SECTION 1 (COMMON TERMS) I PART I: CLASSIFICATION AND STAFFING 

(ii) Organisational time and practitioner development time of not less than 
40% of working hours) 

(b) All tasks assigned to an Employee, including caseload allocation and fixed and 
variable clinical and organisational commitments, must be capable of being 
completed within the Employee's normal ordinary weekly or fortnightly hours of 
duty. 

60.4 Exceptions to clauses 60.3{a) 

(a) Clinicians in a Community Mental Health Team in training positions, graduate 
positions, project positions or newly appointed staff on designated orientation 
periods will have direct clinical commitment hours of less than 60 % for a time 
limited period as part of their position work plan arrangements, and in line with 
their skill level and /or orientation needs. 

(b) Supervisors/team leaders/senior clinicians in a Community Mental Health Team 
will have Organisational and Practitioner Development hours allocated to reflect 
any additional supervisory/management duties required to be undertaken. 

60.5 Status Quo for an Employer at 40% or above 

Services that have organisational and practitioner development allocation (as per clause 
60.3 above) at 40% or above must maintain the status quo. 

60.6 Variation 

The CWMS Principles at clause 60.3(a) may be varied by agreement between the Unions 
and the Employer to deal with peculiar localised need where evidenced. This will be 
recorded in writing as a local agreement signed by the parties. 

60.7 Definitions 

(a) Agreed means agreed between the Employer and Unions via the local MHWIC. 

{b) Overarching principles are those contained at 9.6.3(e) of the January 2011 
publication 'Victorian Public Mental Health Caseload Management Standard 2011 '. 

(c) 

Column A 

No. Direct clinical commitments 

1 Client contact and/or engagement with families or 
carers and/or nominated persons (includes 
Registered Contacts); this includes patients or 
clients previously registered with the mental 
health service 

2 Unregistered client contact; such as when 
services are provided to people who are not 
registered with the local area mental health 
service. 

3 Community centred contact occurs when a 
service is provided by the mental health service to 
a community organisation or service provider 
working in a non-mental health specific setting. 
This includes, but is not limited to, the following: 

(a) Consultation services 

(b) Case conferences 
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Column A Column B 

(c) Community Education and social 
activities 

(d) Community Development activities 

4 Clinically related administrative work (e.g. Rest breaks 
Reading, researching or reviewing any patient's 
documentation for any purpose) 

5 Other clinical direct care duties required by the Clinical Review 
team Meeting{s) 

6 Travel time ADO (full-time 
Employees) 

7 Intra-agency liaison meetings and training CWMS reviews time 
(between Employee 
and Manager). Time to 
meet/complete CWMT. 

8 Individual Clinician triage and allocation Supervision of students 
(if applicable) 

9 Review and Discharge Portfolios, however 
titled (if applicable) 

10 Discipline specific responsibilities Clinical supervision 

Time for documentation requirements, such as, Staff/Professional 
but not limited to: Development 

(a) Progress notes and clinical documentation 

{b) Clinical review preparations 

{c) Outcome measures 

(d) Reports 

(e) Risk assessments 

{f) Statistics 

Secondary caseload 

60.8 Grievances 

In the event an Employee's workload is not compliant with this clause, the Employer will 
take immediate steps to adjust the Employee's workload to ensure compliance. 

60.9 Overtime 

Overtime and/or time in lieu should not be used as a means to augment the existing 
workforce or workload requirements. 

60.10 Secondary caseloads 

(a) In determining how to manage the caseload of a clinician during periods of 
planned and unplanned absences, consideration will be given at team level to the 
following: 

(i) other clinician's caseload commitments; 

(ii) the principle that a clinician's caseload capacity and case management 
(including secondary caseload capacity) is determined by the CWMS 
and requirements referred to in this clause . 

(b) Where the full or partial secondary caseload is agreed to be absorbed within the 
team the cases will be appropriately allocated according to the above principles 
andwill comply with the CWMS principles: 
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(c) Backfill will be provided if the secondary caseload is unable to be managed 
despite active prioritisation of caseload at team level. 

60.11 No Disadvantage 

No clinician will be subject to less favourable treatment by the Employer by reason of the 
Employee seeking to enforce her/his rights under this clause. 

60.12 Application of the Dispute Clause 

The Disputes clause of this Agreement applies to this clause, including whether a review is 
warranted for a particular Employer. 

61. Crisis Team Workload Management System (CTWMS) 

61.1 Definition 

A crisis team means, for the purpose of this clause, ECATT, CATT, Triage or like service. 
Integrated teams which perform both crisis and case management functions will continue to 
utilise the Community Workload Management System at clause 59. 

61.2 Workload Management Arrangement 

An Employee of a crlsis team will be rostered the following time free from direct clinical care 
(non-direct clinicaftime): · 

(a) From 1 January 2022 - 0.9 to 1.0 EFT - 2 clear days per month worked 

(b) From 1 January 2022- 0.4 to 0.8 EFT -1 clear day per month worked 

61.3 Calculation of EFT 

{a) Subject to (b), the EFT referred to in 61.2 is contracted hours. 

{b) Where an employee formally increases their contracted hours for a single period 
greater than a fortnight as, the additional rostered hours will count for the purposes 
of the EFT referred to in clause 61.2. 

61.4 Rosters 

(a) Non-direct care clinical time will be marked on the roster when released in 
accordance with clause 98 {Rest breaks, rosters and meal breaks). 

(b) An Employee's non-direct clinical time may be altered by the Employer once 
during the roster period. If, however, it is altered more than once and the 
Employee consequently performs direct clinical work during their previously­
rostered non-direct care clinical time, then such hours will be paid at overtime 
rates of pay. 

62. Demand Escalation Policy 

62.1 Each Employer will maintain and apply a demand escalation policy in accordance with this 
clause no later than six months after the commencement of this Agreement. 

62.2 Demand escalation policies will be developed and revised in consultation with Employees 
and the Unions. 

62.3 Employers and the Union understand the potential impact unplanned increases in demand 
has on both patient and employee safety. The purpose of this clause is to promote: 

(a) safe patient care; 

{b) staff safety; and 

{c) a risk management framework in managing an increase in demand. 

62.4 Principles of policy 

(a) Health Services will experience unplanned increases in demand. 
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{a) The appropriate planning and recording of escalation plans will assist in 
responding to such demand and in the process promote the health and safety of 
staff and patients. 

(b) Collaborative risk assessments should inform the development of such plans. 

(c) Employees need to have access to escalation plans and the process for 
implementing the escalation plan so there is minimum delay in the Health Service 
responding to increases in demand. 

(d) The operation of the escalation plan will be dependent on collaboration between 
Health Service nursing and midwifery senior managers and Ward/Unit 
Management on a shift by shift basis taking into account matters including 
occupancy and patient acuity. 

62.5 Each Employer will have policies, developed in consultation with Employees and the Union, 
which set out the precise process to be followed to ensure patient and staff safety when: 

(a) service demand is approaching capacity; 

(a) there is an identified risk to patient or employee safety. 

62.6 The policy will have considered relevant risk assessments, in particular where 
circumstances require nursing care to be provided in an alternative environment, and 
relevant legislation, regulations or guidelines. 

62.7 The policy will encapsulate the principles set out in subclause 61.4 above and contain 
specific information which sets out the following: 

{a) the trigger point(s) for the activation of the policy, noting that these trigger points 
should act as an early warning system; 

(a) the accountabilities of those employees involved in the decision making process; 

(b) the process to be followed for those responsible for implementing the process, 
including the means to access additional, immediate and appropriate resources 
including appropriately qualified nursing staff: 

(c) the identification of any alternative environment whereby Nursing care may be 
provided: 

(d) the process for orientating staff to the alternative area and the requirement to 
perform a risk assessment in circumstances where one has not been completed; 
and 

(e) the de-escalation process. 
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SECTION 1 I PART J: WORKPLACE RIGHTS, 
UNION MATTERS AND BEST PRACTICE 
EMPLOYMENT COMMITMENT (BPEC) 

63. Union Matters 

63.1 Access to Employees - General 

The Union will have access to Employees for any process arising under this Agreement. 

63.2 Access to Employees -Electronic communication 

The Employer will ensure that: 

(a) emails from the Union domain name are not blocked or restricted by or on behalf 
of the Employer, except in respect of any individual Employee who has made a 
written request to the Employer to block such emails; 

{b) emails from Employees to the Union are not blocked or restricted by or on behalf 
of the Employer; 

(c) access from health service computers and like devices to Union websites and 
on line information is not blocked, or limited; 

(d) where a genuine security concern arises regarding the above, the Employer will 
immediately notify the Union to enable the security concern to be addressed. 

63.3 Access to Employees - Orientation 

(a) For the purposes of facilitating the orientation of new Employees and in particular 
to familiarise such Employees with the operation of this Agreement, the HACSU 
and the ANMF shall be provided, in writing on a quarterly basis, with the dates, 
times and venues of any orientation/induction program involving new Employees 
and be permitted to attend and address the new Employees. If the dates of these 
programs are fixed in advance for a regular day and time then a list will be sent to 
the HACSU and the ANMF as soon as such dates are fixed 

(b) Where the dates of orientation/induction programs are not fixed in advance, 
HACSU and ANMF will receive reasonable notification of at least 14 days to 
enable a representative to attend and address. 

(c) Those covered by this Agreement acknowledge the increasing role that technology 
plays in orientation / induction. An Employer and Union may agree 10 an 
alternative means by which the Union can access new Employees who are eligible 
to be members of the Union, including where orientation/ induction programs are 
conducted on-line or the Union cannot reasonably attend the premises. Any 
alternative means of access agreed to between the Employer and Union under this 
clause must be consistent with the Act. 

63.4 Delegates and Occupational Health & Safety Representatives 

NOTE: Additional rights of HSRs and Deputy HSRs are contained in the OHS Act. 

(a) In this subclause 63.4 Representative means a Union Delegate, Deputy HSR or 
HSR. 

. (b) A Representative is entitled to reasonable time release from duty to: 

(i) attend to matters relating to industrial, occupational health and safety or 
other relevant matters such as assisting with grievance procedures and 
attending committee meetings; 

(ii) access reasonable preparation time before meetings with management 
disciplinary or grievance meetings with a union member; 
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(iii) appear as a witness or participate in conciliation, before the commission; 

(iv) present information on the Union at orientation sessions for new 
Employees. 

(c) A Representative required to attend management or consultative meetings outside 
of paid time will be paid to attend. 

(d) A Representative will be provided with access to facilities such as telephones, 
computers, email, noticeboards and meeting rooms in a manner that does not 
adversely affect service delivery and work requirements of the Employer. In the 
case of an HSR or Deputy HSR, facilities will include other facilities as necessary 
to enable them to perform their functions as prescribed under the OHS Act. 

63.5 Noticeboard 

(a) A noticeboard for the Union's use will be readily accessible in each ward/unit/work 
area or nearest staff room where persons eligible to be members of the Union are 
employed. 

(b) The Union and members covered by this Agreement will, during the life of this 
Agreement, consult over the development of an electronic noticeboard managed 
by the Union. 

63.6 Meeting Space 

In the absence of agreement on a location for the holding of Union meetings, the room where 
one or more of the Employees who may participate in the meeting ordinarily take meal 
or other breaks will be the meeting room for the purpose of union meetings. Nothing in this 
clause is intended to override the operation of the Act. 

63.7 Secondment to the Union 

The Employer will, on application, grant leave without pay, in writing, to an Employee for the 
purpose of secondment to work for the Union subject to the Employer's reasonable 
operational requirements. Such absence, will not break service but not count as service for 
LSL purposes. 

63.8 Employees holding union official positions 

The Employer will, on application by the Union, grant leave without loss of pay to an 
Employee for the purpose of fulfilling their duties as an official of the Council, Executive 
Council, Branch Committee of Management and National Council, however so named. 

63.9 Union Training 

NOTE an HSR and Deputy HSR appointed under the OHS Act may be entitled to any 
additional training in accordance with the OHS Act. 

(a) In order to encourage co-operative workplace relations and facilitate the operation 
of this Agreement, Employees who have been selected by their union( s) to attend 
training courses on industrial relations and/or health and safety will be entitled to a 
maximum of five days' paid leave per calendar year (Noting that leave for HSRs 
and Deputy HSR training is a distinct entitlement under the OHS Act). 

(b) Leave in excess of five days and up to ten days may be granted in a calendar year 
subject to the total leave being granted in that year and in the subsequent year not 
exceeding ten days. 

{c) The granting of leave will be subject to the Employer's operational requirements. 
The granting of leave will not be unreasonably withheld. 

{d) Leave under this subclause is granted on the following conditions: 

{i) applications are accompanied by a statement from the Union advising 
that it has nominated the Employee or supports the application; 

(ii) the training is conducted by the Union, an association of unions or 
accredited training provider; and 
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(iii) the application is made as early as practicable and not less than two (2) 
weeks before the training. 

(e) The Employee will be paid 'ordinary time earnings' where ordinary pay is the rate 
of pay for normal rostered hours (set out in Schedule 2) plus experience/service 
payments plus allowances which are deemed pursuant to this Agreement to be 
part of pay for all purposes, but excluding shift work, overtime and other 
allowances. 

(f) Leave in accordance with this clause may include necessary travelling time in 
normal hours immediately before or after the course. 

{g) Leave granted under this clause will count as service for all purposes of this 
Agreement. 

(h) Expenses associated with attendance at training courses, including fares, 
accommodation and meal costs are not the responsibility of the Employer. 

64. Breastfeeding 

64.1 Paid break 

Each Employer will provide reasonable paid break time for an Employee to express breast 
milk for her nursing child each time such Employee has need to express the milk, or 
breastfeed the child within the workplace, for one year after the child's birth. 

64.2 Place to express or feed 

Employers will also provide a comfortable place, other than a bathroom, that is shielded 
from view and free from intrusion from co-workers and the public, which may be used by an 
Employee to express breast milk or breastfeed a child in privacy. 

64.3 Storage 

Appropriate refrigeration will be available in proximity to the area for breast milk storage. 
Responsibility for labelling, storage and use is with the Employee. 

65. Flexible Working Arrangements 

65.1 The Act entitles a specified Employee to request flexible working arrangements in specified 
circumstances. 

65.2 For the purposes of this clause 65, a long term casual Employee means a casual Employee 
(as defined in clause 25.4(b)) that has been employed by the Employer on a regular and 
systematic basis. 

65.3 A Specified Employee is a: 

(a) full-time or part-time Employee with at least 12 months' continuous service; or 

(b) long term casual Employee with a reasonable expectation of continuing 
employment by the Employer on a regular and systematic basis. 

65.4 The specified circumstances are if the Employee: 

(a) is the parent, or has responsibility for the care, of a child who is of school age or 
younger; or 

(b) is a carer within the meaning of the Carer Recognition Act 2010 caring for 
someone who has a disability, a medical condition (including a terminal or chronic 
illness), a mental illness or is frail or aged; or 

(c} has a disability; or 

(d) is 55 years or older; or 

(e) is experiencing violence from a member of the Employee's family; or 
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(f) provides care or support to a member of the Employee's immediate family. who 
requires care or support because the member is experiencing violence or abuse 
from the member's family. 

65.5 A specified Employee may make a request to the Employer for a change in working 
arrangements relating to the circumstances at subclause 65.4. 

65.6 A request for a flexible work arrangement includes (but is not limited to) a request to work 
part-time upon return to work after taking leave for the birth or adoption of a child to assist 
the Employee to care for the child (which may, for example, include a reduction in existing 
part-time hours). 

65.7 Changes in working arrangements may include but are not limited to hours of work, patterns 
of work and location of work. 

65.8 The request by the Employee must be in writing, set out the change sought and reasons for 
the change. 

65.9 The Employer must give the Employee a written response to the request within 21 days, 
stating whether the Employer grants or refuses the request. A request may only be refused 
on reasonable business grounds as described in the NES. 

65.10 Where the Employer refuses the request, the written response must include details of the 
reasons for the refusal. 

65.11 Where a request for flexible work arrangements is made, an Employee or Employer is 
entitled to meet with the other party to discuss: 

(a) the request; 

(b) an alternative to the request; or 

( c) reasons for a refusal on reasonable business grounds. 

65.12 An Employee or Employer may choose to be represented at a meeting under subclause 
65.11 by a representative including a Union or employer organisation. 

65.13 The dispute resolution procedure in this Agreement will apply to any grievance/ dispute 
arising in relation to a request for flexible working arrangements. 

65.14 Other entitlements relevant to family violence can be found at clause 45. 

66. Individual Flexible Working Arrangements 

66.1 An Employer and Employee covered by this Agreement may agree to make an individual 
flexibility arrangement to vary the effect of terms of the Agreement if: 

(a) the arrangement deals with one (1) or more of the following matters: 

(i) when work is performed; 

(ii) overtime rates; 

(iii) penalty rates; 

(iv) allowances; and/or 

(v} leave loading; and 

{b) the arrangement meets the genuine needs of the Employer and Employee in 
relation to one (1) or more of the matters mentioned in subclause 66.1(a); and 

(c) the arrangement is genuinely agreed by the Employer and Employee. 

66.2 The Employee may appoint a representative for the purposes of the procedure in this clause 
66, including the Union. Except as provided in subclause 66.5(c), the arrangement must not 
require the approval or consent of a person other than the Employer and the individual 
Employee. 

66.3 The Employer must ensure that the terms of the individual flexibility arrangement: 
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(a) are about permitted matters under section 172 of the Act; 

(b) are not unlawful terms under section 194 of the Act; and 

(c) result in the Employee being better off overall than the Employee would be if no 
arrangement was made. 

66.4 Where the Employee's understanding of written English is limited, the Employer will take 
measures, including translation into an appropriate language, to ensure the Employee 
understands the proposed individual flexibility arrangement. 

66.5 The Employer must ensure that the individual flexibility arrangement: 

66.6 

66.7 

67. 

67.1 

67.2 

67.3 

(a) is in writing; 

(b) includes the name of the Employer and Employee; 

(c) is signed by the Employer and the Employee and, if the Employee is under 18 
years of age, the Employee's parent or guardian; 

(d) includes details of: 

{i) the terms of the Agreement that will be varied by the arrangement; 

(ii) . how the arrangement will vary the effect of the terms; and 

(iii) how the Employee will be better off overall in relation to the terms and 
conditions of their employment as a result of the arrangement; and 

{e) states the date the arrangement commences. 

The Employer must give the Employee a copy of the individual flexibility arrangement within 
14 days after it is agreed to. 

The Employer or Employee may terminate the individual flexibility arrangement: 

(a) by giving no more than 28 days' written notice to the other party to the 
arrangement; or 

(b) if the Employer and Employee agree in writing - at any time. 

Reasonable Adjustments 

Where Employees have a disability {whether permanent or temporary) the Employer is 
required to make reasonable adjustments to enable the Employee to continue to perform 
their duties, subject to (b) below. 

An Employer is not required to make reasonable adjustments if the Employee could not or 
cannot adequately perform the genuine and reasonable requirements of the employment 
even after the adjustments are made. 

Definitions 

(a) Disability has the same meaning ass. 4 of the Equal Opportunity Act 2010 and 
includes: 

(i) Total or partial loss of a bodily function; or 

{ii) Presence in the body of organisms that may cause disease; 

{iii) Total or partial loss of a part of the body; or 

(iv) Malfunction of a part of the body including a mental or psychological 
disease or disorder or condition or disorder that results in a person 
learning more slowly than those without the condition or disorder. 

(b) Reasonable adjustments has the same meaning ass. 20 of the Equal Opportunity 
Act 2010 and requires consideration of all relevant facts and circumstances 
including: 

(i) The Employee's circumstances, including the nature of the disability; 
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(ii) The nature of the Employee's role; 

(iii) The nature of the adjustment required to accommodate the Employee's 
disability; 

(iv) he financial circumstances of the Employer; 

(v) The size and nature of the workplace and the Employer's business; 

(vi) The effect on the workplace and the Employer's business of making the 
adjustment including the financial impact, the number of persons who 
would benefit or be disadvantaged and the impact of efficiency and 
productivity; 

(vii) The consequences for the Employer in making the adjustment, 

(viii) The consequences for the Employee in not making the adjustment. 

68. Best Practice Employment Commitment (BPEC) 

68.1 The parties agree to establish a committee to discuss the following Best Practice 
Employment Commitment (BPEC) items during the life of the Agreement and assist in 
resolving the following issues: 

(a) Reducing the volume and duplication of organisational, clinical, legal and reporting 
documentation; 

(b) Reducing the environmental impact of health services; 

(c) Developing an advanced practice nursing structure with classification descriptors 
aligned with a contemporary classification stream for liaison, clinical coordinators 
and advanced practice nurses, and associated translation arrangements; 

(d) Developing a clear pathway for Nurse Practitioner Candidates; 

(e) Reviewing existing RPN Classifications, with reference to contemporary practice, 
to ensure role clarification between different RPN classifications. 

(f) Reviewing existing Nurse Unit Manager (NUM) classification and role with the 
intention of developing a three level NUM structure having regard to the following 
principles: 

(i) The classification must consider: 

A. Complexity-is the levels of interaction of multiple measurable 
factors such as: 

1) Number of Beds 

2) Acuity of Beds including HOU beds 

3) Hours of service 

4) FTE and proportion of part-time staff 

5) Composition of services offered 

6) Interfacing with multiple teams 

7) Size of budgeUbusiness management responsibility 

8) Reporting requirements under the Mental Health Act 
(2014) 

9) Throughput 

10) Diversity of staff managed (Multidisciplinary, Lived 
Experience Workers) 

1°1) Regional/isolated setting (away from hospital 
campus) 
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68.2 

68.3 

68.4 

69. 

69.1 

69.2 

B. Level of Autonomy-is the degree to which the NUM 
manages and leads their unit/team. It may be affected by such 
things as the nature of the unit/team, the model of care and the 
involvement in Clinical Care, the presence or absence and 
access to the Mental Health Director of Nursing and relevant 
sup port services. Taking into consideration any other 
operational reports that will influence this. 

C. Access to Health Service Infrastructure and Support-this 
means as a leader and manager the NUM utilises, where · 
available, additional expertise to perform their role. 

D. Responsibility- refers to professional leadership for consumer 
care and accountability for management of staffing and other 
resources within the ward/unit/program/service with a focus on 
improving consumer outcomes 

E. Governance Obligations - refers to actions taken by leaders 
at all levels and systems, established for improving the quality 
of services and safe guarding high standards of care, by 
creating an environment in which excellence in clinical care will 
flourish. This may include involvement in accreditation 
processes. 

(ii} The classification structure will as far as practicable result in 
commonality of the terms and conditions of Nurse Managers undertaking 
the same type of work within Health Services. 

(g) The development of an Administrative Officers structure that is appropriate for the 
environment work is completed. 

(h) The development of an appropriate clinical discipline mix comprised of a 
combination of Nurses and Health Professionals to apply to community mental 
health teams, having regard to certain criteria. 

(i} In the first six months of the new enterprise agreement, a review of the Health 
Professionals' structure. 

U) The development of a research classification stream for RPNs. 

The Committee will meet at least 4 times per annum. 

The Committee will comprise nominated representatives from the unions, the VHIA and 
Department (as required). The Committee may, by agreement establish sub groups or 
delegate individual matters to a relevant health service(s) as required. 

A dispute over the implementation of this clause will be dealt with through conciliation in 
accordance with clause 22 - Disputes Resolution Procedure. 

Royal Commission Working Group 

The VHIA, ANMF and HACSU (the Parties) acknowledge that the implementation of the 
Royal Commission into Victoria's Mental Health System (Royal Commission) 
recommendations may require changes to the existing Agreement. This clause provides a 
framework for ensuring the Parties are able to properly consider any industrial implications 
arising from the Royal Commission recommendations and any provisions of this Agreement 
that may be in conflict with or benefit from amendment to accommodate any 
recommendation arising from the Royal Commission. 

Consultation Process 

Nothing in this Agreement impacts upon any Government initiated consultation process with 
key individual stakeholders arising from the Royal Commission recommendations including 
legislative reform. Such processes may occur prior or concurrently with the functions of the 
Working Group. 
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69.3 Working Group Structure 

(a) The parties agree to establish a Royal Commission Working Group (RCWG) as 
soon as practicable but in any case no later than 3 months of the commencement 
of the Agreement 

(b) The working Committee will consist of representatives from: 

(i) ANMF 

(ii) Department of Health (Industrial Relations Branch) 

{iii) HACSU 

(iv) VHIA 

(v) Others as invited by the Committee 

(c) The RCWG will be chaired and facilitated by an independent third party agreed by 
the parties, or where agreement cannot be reached, by a person nominated by the 
Minister of Mental Health. 

(d) The RCWG will meet every two months or as required in order to complete its 
objectives. 

69.4 Working Group Objectives 

The Working Group will be responsible for delivering the following outcomes: 

(a) Identifying those recommendations of the Royal Commission which have 
implications for the operation of the Agreement. 

(a) Identifying any amendments to the Agreement necessary to give effect to the 
Royal Commission recommendations. 

(b) Seek to reach consensus on any necessary amendments to the Agreement. 

(c} Seek to mitigate address and resolve any significant industrial issues associated 
with the implementation of the Royal Commission recommendations· and 
legislative reform process. 

(d) Considering and responding to any specific requests from Department of Health 
during the process. 

69.5 Implementation 

In addition to the Objectives listed at 54A.4 the RCWG will consider how it could assist in 
supporting the implementation of the Royal Commission recommendations. 

69.6 Variation of Agreement 

For the avoidance of doubt, the collaboration contained within this clause would occur prior 
to, and does not replace or imply support for any formal process for varying the agreement 
under Part 2-4 of the Act. 
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SECTION 1 I PART K: OCCUPATIONAL 
HEAL TH AND SAFETY 

70. Occupational Health and Safety I Workplace Violence 

70.1 OHS Preliminary 

(a) Relationship to legislation 

These provisions shall be read and interpreted in conjunction with the OHS Act, 
Equal Opportunity Act 2010 and WIRC Act and successors, provided where there 
is any inconsistency between this Agreement and the legislation referred to above, 
the legislation prevails to the extent of any inconsistency. 

(b} Arrangement of this Part K 

This part is arranged as follows: 

(i} OHS Preliminary (clause 70.1) 

(ii} OHS Working Group (clause 70.2) 

(iii) Prevention and Management of Workplace Injuries (clause 70.3) 

(iv) Incident reporting, investigation and prevention (clause 70.4) 

(v) Designated work groups {clause 70.5) 

(vi) HSRs (clause 70.6) 

(vii) Occupational Violence and Aggression Prevention and Management 
(clause 70.7) 

(viii) Workers' Compensation, Rehabilitation and Return To Work (clause 
70.8) 

(ix) Accident make up pay (see clause 30). 

(c) Definitions 

For the purposes of this Part K of this Agreement: 

(i) DWG means designated work group as defined under the OHS Act as 
amended from time to time and may include Employees other than 
nurses and/or midwives. 

(ii) Incident means an event or circumstance that lead or could have led to 
unintended or unnecessary harm. 

(iii) Injury means any physical or mental injury. 

(iv) Insurer means an authorised agent as defined by the WIRC Act. 

(v) Workplace means workplace as defined under the OHS Act. 

(vi) Occupational Violence means any violent, threatening or other abusive 
behaviour by a person against a member of staff. It may include, but is 
not limited to, physical, sexual, emotional, or psychological abuse as well 
as bullying (including mobbing). 

(vii) Occupational Violence Principles includes measures to: 

A. Improve security 

B. Identify risk to staff and others 

C. Include family in the development of patient care plans 

D. Ensure violent incidents are reported, investigated and acted 
upon 
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E. Prevent violence through workplace design 

F. Provide education and training to mental health staff 

G. Provide post-incident support 

H. Apply anti-violence approach across all healthcare disciplines 

70.2 Industry OHS Working Group 

(a) The Employers (and their representative), the Employees and the Unions will 
proactively cooperate in development and recommendation of measures to 
improve occupational health and safety outcomes, with the intent of improving 
Employee health and safety, prevent injury, illness and incapacity (and hence 
workers compensation payments), particularly with respect to the following: 

(i) safe patient and manual handling processes; 

(ii) safe rostering practices and prevention of fatigue risks; 

(iii) occupational violence and aggression prevention programs; 

(iv) education for NUMs/ANUMs regarding management of Employees; 

(v) workplace bullying. 

(b} The proactive cooperation described at clause 70.2(a) with respect to the priorities 
identified above, will seek to achieve the following: · 

(i) in the case of safe patient and manual handling processes, reduction of 
musculoskeletal injuries by identifying requirements for safe patient and 
manual handling programs including recommendation of principles and 
practices to prevent and reduce the associated risks; 

(ii) the case of safe rostering practices, identification of staff and patient 
safety risks associated with working hours, shift work, rostering practices 
and fatigue, including any preventable hazards; and recommendation of 
principles and practices to prevent and reduce the associated risks; 

(iii) the case of occupational violence and aggression prevention programs, 
ensuring the prevention and/or appropriate management of occupational 
violence to reduce associated injuries and illness, including the long term 
mental health implications of exposure to continuing violence and 
aggression, including recommendation of principles and practices to 
prevent and reduce the associated risks, consistent with the 
Occupational Violence Principles , and making recommendations to 
address these; 

(iv) the case Education and training of NUMs/ANUMs, appropriate 
understanding of management obligations in relation to occupational 
health and safety, workers compensation and return to work by 
identifying gaps and making recommendations to address these, and 

(v) the case of workplace bullying, identification of bullying prevention 
principles and practices, including education on early identification and 
intervention, appropriate workplace behaviour/Code of Conduct and 
appropriate investigation and feedback processes, and making 
recommendations to implement these. 

(c) As these matters are relevant to all Employees and Employers covered by this 
Agreement, an Industry OHS Working Group will be established consisting of no 
more than three representatives from each of the following: 

(i) ANMF; 

(ii) HACSU; 

(iii) VHIA; 

(iv) Department; and 
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(v} other attendees as agreed by members of the working party. 

(d) In the case of ANMF, HACSU and VHIA, a representative may include a member. 

(e} The Industry OHS Working Group will commence meeting within three (3) months 
of the commencement of the Agreement, and will meet bi-monthly or otherwise by 
agreement between its members. 

(f} The Industry OHS Working Group will determine any actions it will undertake, in 
addition to the above priorities 

(g) The Industry OHS Working Group will operate with the oversight of the MHIIC and 
will produce annual reports to be provided to all parties on the progress, actions 
and recommendations resulting from the Group's work, with the first report to be 
delivered to the MHIIC no more than 12 months after the first meeting 

70.3 OHS Risk Management 

(a) 

(b) 

(c) 

(d) 

Those covered by this Agreement will take a pro-active approach to the prevention 
and management of workplace injuries to the highest level of protection reasonably 
practicable in the circumstances, and to the achievement of a reduction 
in workplace injuries through the implementation of risk management 
systems incorporating hazard identification, risk assessment and control, and safe 
work practices. 

The Employer will implement the hierarchy of controls to control hazards and-Will 
eliminate the hazard at the source as far as reasonably practicable. 

Those covered by this Agreement recognise that consultation with employees and 
their representatives is crucial to achieving a healthy and safe work environment. 
To this end, Employers will consult with nurses, midwives and their 
representatives around matters relating to health and safety in the workplace. 

This Agreement recognises that hazards include, but are not limited to: 

(i} safe patient and manual handling; 

(ii) occupational violence and aggression; 

(iii) circumstances that give rise to adverse effects on psychological health, 
including bullying, workplace stress and fatigue; 

(iv) unsafe design and layout of health workplaces; 

(v) slips, trips and falls; 

(vi) blood borne and other infectious diseases; 

(vii) sharps; and 

(viii) hazardous substances. 

(e) Employers will ensure Nurse Managers/Supervisors receive adequate education 
and support to ensure the following can occur: 

(i) the assessment of OHS risks; 

(ii) the undertaking of OHS incident investigations; and 

(iii) consultation with staff over OHS issues. 

(f) Employers will ensure that all support staff are informed of any heightened OVA 
risk within the Unit and any additional precautions that are necessary to reduce 
this risk. Additional precautions may consist of a PSA and Nurse being present 
when a meal is being served. 

(g) Employers will ensure all front-iine administrative staff are adequately trained in 
how to respond to incident of OVA within the workplace. This training will include 
orientation to applicable duress alarms. This training will be informed by the results 
of the audits outlined in clause 70.?(g)(ii). 
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(h) A PSAwithin an Acute Inpatient Unit will be provided with a fully functional 
personal alarm device. 

(i) Employers will ensure that sites with an Acute Inpatient Unit have an adequately 
staffed Code Grey response in operation. 

G) The Employer shall provide such information, education, training and supervision 
to all Employees of the Employer required to enable them to perform their work in a 
manner which is safe and without risks to health. This shall occur on a regular 
basis as required to enable Employees to remain informed in relation to health and 
safety hazards, policies and procedures. 

70.4 Incident Reporting, Investigation and Prevention 

(a) The Employer will facilitate timely reporting of incidents by Employees, and ensure 
Employees who report incidents are appropriately supported. 

(b) Following an incident, the Employee(s)will inform the Employer as soon as 
reasonably practicable of any occupational violence that they have experienced or 
witnessed. 

(c) Following an incident, the Employer will as soon as practicable: 

(i) provide all Employees with access to post incident support services, 
including post incident defusing support, followed by the offer of 
psychological counselling and individual support which may include 
debriefing by properly trained professionals; 

(ii) take appropriate action to prevent further injury to Employees; 

(iii) conduct an incident investigation in a 1imely manner and implement 
controls where appropriate to prevent the incident recurring; 

(iv) provide information regarding the Employee's rights as relevant including 
the making and lodging of a workers compensation claim or reporting to 
police; and 

(v) allow Employees who require time off work to provide reports and 
statements relating to occupational violence to police and/or by 
Agreement other relevant authorities wi1hout loss of pay. 

(d) The Employer shall provide information, instruction and training to Employees and 
management staff regarding the importance of timely reporting, procedures 
regarding incident reporting, and linking this to incident investigation and 
prevention. 

70.5 Designated Work Groups 

(a) The Employer will establish and maintain a system of DWGs in consul1ation with 
Employees and where requested their Union/s. 

(b) In determining the particulars of DWGs {including number of HSRs), the following 
considerations shall, where practicable, be taken into account: 

(i) the specific needs, conditions and hazards affecting Employees in the 
area(s) concerned; 

(ii) the working arrangements, including shiftwork, of Employees in the 
area( s) concerned; 

(iii) the accessibility of health and safety representatives to Employees in the 
area(s) concerned; and 

(iv) the geographical layout of the workplace. 

70.6 HSRs 

(a} HSR(s) Election Process 

(i) All Employees in the relevan1 DWG shall be given the opportunity to 
nominate for a position as an HSR. 
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(ii) Where there is more than one nominee for any vacancy of an HSR 
position, the method of conducting the election shall be determined by 
the Employees of the DWG concerned. The relevant union will, where 
requested by the staff, conduct the election. 

(iii} lf there is equivalent nominees to positions vacant then the candidate( s) 
will be elected unopposed. 

(iv) The Employer will maintain a current list of DWGs as well as the name(s) 
of the elected HSR(s) for each DWG, date(s) of election and date{s) that 
the HSR(s) undertook HSR training and shall display this in a prominent 
place in the workplace at all times. 

(v) Employers will provide a copy of the DWG list, with the names of the 
HSR(s), date(s) of election and date(s) that the HSR(s) undertook HSR 
training to the relevant union within 28 days of receiving a written request 
from either the ANMF or HACSU. 

(b) HSR Training 

(i) HSRs will be entitled and encouraged to attend a WorkSafe Victoria 
approved course as soon as practicable following their election. 

(ii) The Employer will permit HSRs to take such time as is necessary or 
prescribed to attend occupational health and safety training courses 
approved by WorkSafe Victoria. 

(iii) HSRs will have the right to choose which course to attend, provided it is 
a WorkSafe Victoria approved course. Where the Employer does not 
agree with the selected course the matter will be referred to a Worksafe 
Inspector in accordance with the OHS Act. 

(iv) When attending an approved course, HSRs shall be paid as per their 
roster, that is the normal/expected earnings during course attendance, 
including pay entitlements relating to shift work, regular overtime, higher 
duties, allowances or penalty rates that would have applied had the HSR 
been at work. 

(v) Where HSRs attend an approved course outside their normal working 
hours or roster, they will be paid as if they had been at work for the 
relevant time, including any relevant overtime rates, higher rates, 
allowances or penalty rates. This might apply when an HSR: 

A. normally works two days a week, and attends a block five-day 
course; 

B. has a rostered day off during the course; and 

C. has a shift that does not overlap, or overlaps only marginally, 
with the course's hours. 

(vi) Rosters or shifts prior to/post HSR training shall be altered where 
necessary to ensure that HSRs are not exposed to extra risks from 
fatigue due to working extended hours or shiftwork while attending a 
training course. 

(vii) The Employer is responsible for payment of course fees, travel costs and 
accommodation for HSR attendance at WorkSafe Victoria approved 
courses. 

(c) Facilities for HSRs 

(i) HSRs will be provided with reasonable access to an office, telephone, 
computer (including email facilities where available), notice board, 
meeting room, and such other facilities as are necessary to enable them 
to perform their functions or duties as prescribed under the OHS Act. 
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(ii) Health and safety representatives will have reasonable time release from 
duty to perform their functions and duties as is necessary or prescribed 
under the OHS Act. 

(d) Health and Safety Committees 

Health and safety committees will be established where requested by a HSR. 

70.7 Occupational Violence and Aggression Prevention and Management 

(a) Prevention and Management of Occupational Violence and Aggression 

Employees are entitled to be provided a workplace free of occupational violence 
and aggression (OVA). 

(b) Occupational Violence and Aggression Prevention 

(i) VHIA, Employers unions and Employees support action to end violence 
and aggression in Victoria's public health system. This requires an 
inclusive, integrated approach both at an industry and individual health 
service level. 

{ii) Each Employer will have an action plan, which will be subject to ongoing 
review, to address occupational violence and aggression. 

(iii) Any action plan will: 

A. outline the actions necessary to improve security; 

B. implement proactive measures to identify and address risks; 

C. ensure a reporting culture and mechanisms to assist in 
investigation; and 

D. provide appropriate support following workplace incidents. 

(iv) The action plan will be consistent with the: 

A. Occupational Violence Principles 

B. WorkSafe Guidance note relevant to occupational violence and 
aggression. 

M In developing or reviewing an action plan the Employer will consult with 
HSRs, the unions and affected employees to identify any gaps having 
regard for the requirements at (c). 

(vi) The Employer will designate an Occupational Health and Safety 
committee (which may be an existing committee) as responsible for 
overseeing the actions required by this clause. 

(vii) Upon written request by either Union, an Employer will provide to the 
requestion Union the following written information within four (4) weeks: 

A the Employer's action plan or, where it does not have one, how 
it is developing an action plan, 

B. the name of the Committee responsible for oversight of 
occupational violence and aggression issues including the 
contact details of the Committee chair, 

C. where the Committee at (ii) establishes a sub-committee or 
working party for the purpose of giving effect to the obligations 
under this clause, the name of the sub-committee or working 
party and the contact details of the Chair, and 

D. details of the Employer's program/ system for addressing 
occupational violence and aggression including relevant 
policies, and 
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E. other material relevant to the Employer's program/ system for 
addressing occupational violence and aggression and/ or 
action plan. 

(viii) Upon request by either Union, the Employer will invite the requesting 
Union to attend and participate in meetings of the relevant committee 
established or convened for the purpose of giving effect to this clause. 

(c) Employers with Existing Policies 

An Employer who, at the time this Agreement comes into operation, has policies 
that directly address the prevention and management of occupational violence and 
aggression will: 

(i} regularly (at least every 12 months) review the policy/ policies through 
the occupational health and safety committee(s) (including HSRs) and 
OH & S consultation mechanisms applying at the Employer, with specific 
consideration to an OHS Risk Management approach, and the 
Occupational Violence Principles to prevent violence and aggression; 

(ii) ensure that Employees are provided with the policies and are advised of 
any change; 

(iii) ensure that Employees receive periodic refresher training regarding 
occupational violence and aggression issues including the policies; 

(iv) upon request, provide a copy of existing policies to unions or other 
Employee representative; and 

(v) upon request, meet with the unions or other Employee representative for 
consultation regarding the policies, their application and implementation. 

(d) Nothing in this clause limits an Employer from doing anything to support the 
reduction and prevention of occupational violence and aggression. 

{e) Key Principles 

In developing, reviewing and implementing policies, the following matters will be 
considered: 

{i) security; 

(ii) risk identification; 

(iii) the development of patient care plans; 

(iv) incident reporting, investigation and action 

(v) workplace design; 

(vi) training; 

(vii) integration of policies and procedures; 

(viii) post incident support; 

{ix) application across all health disciplines; and 

(x) empowering staff to expect a safe workplace. 

{f) Continuous Improvement 

(i) The Employer will undertake regular (at least six-monthly) audits of their 
· occupational violence and aggression management strategy, considering 
the Occupational Violence Principles to end violence and aggression, in 
consultation with HSRs and clinical care staff. 

(ii) The Employer will provide the results of such audits and the action plan 
to their HSR and, upon request, Job Representatives, for review and 
discussion at the Committee or working group referred to at clauses 
70.7(b)(vi) and 70.5. 
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(iii) Further external developments regarding the prevention and 
management of occupational violence and aggression will occur during 
the life of the Agreement They may include but not be limited to: 

A. baseline standards for security; and 

B. incident reporting systems. 

(iv) Employers will continue to review, consult and update their response to 
occupational violence and aggression to take into account developments 
that may result in the continued improvement of its response. 

(g} OVA Reporting 

(i) The Employer will make available to the committee designated at clause 
70.7(b)(vi) the following information: 

A. The number of code greys and code black and other alerts 
relating to risk of violence, 

B. The overall number of reported incidents of OVA, 

C. The number of incidents that have resulted in injury to staff, 
patients and visitors and/or the number of incidents that have 
resulted iri property damage where available. 

D. Systemic recommendations and actions affecting risk 
management and OVA. 

(ii) The Employer will, in consultation with the elected HSR conduct 
workplace violence audits of mental health facilities. 

70.8 Workers' Compensation, Rehabilitation and Return To Work 

(a} Workers Compensation Information 

(i) The Employer will display and make available the WorkSafe Victoria "If 
You Are Injured at Work" Poster, as amended from time to time. 

(ii) The Em player will provide a copy of the poster (A4 version) to 
Employees as soon as they report an incident that may give rise to an 
injury to themselves. 

70.9 Attendance at medical appointments 

(a) Where there is an accepted workers' compensation claim, an Employee who 
requires time off during work time to attend medical and other appointments may 
elect to: 

(i) take the time as paid personal leave (subject to having sufficient accrued 
leave); or 

(ii) take the time as paid work time, in which case the Employer may claim 
repayment for that time under workers' compensation legislation, subject 
to that legislation 

70.10 Return to Work 

(a) This clause shall apply to an employee not performing their normal duties due to a 
work related injury to which the WIRC Act applies. 

(b) The Employer will appoint a Return to Work Co-ordinator who will have sufficient 
knowledge of occupational rehabilitation legislation, regulations and guidelines to 
undertake the task. 

(c) The Employer will develop an appropriate return to work plan as soon as medically 
appropriate in consultation with the injured Employee concerned, their treating 
doctor and health professionals providing treatment or services to the injured 
Employee. 
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(d) The Employer will assist injured Employees to remain at work or return to work in 
suitable employment as soon as medically appropriate after injury. The Employer 
will ensure that the suitable employment will reflect and be commensurate with, as 
far as possible, the skills, education, age, experience, pre-injury employment, and 
any relevant medical restrictions of the injured Employee. The suitable employment 
will also take into account the Employee's place of residence and pre-
injury hours of work. 

(e) Without limiting the content of the return to work plan, the plan will include, but not 
be limited to a return to work program signed by the Employer, Employee and 
treating doctor which covers: 

(i) the estimated date of the return to work; 

(ii} the position title; 

(iii} the duties and hours of work to be offered; 

(iv) the nature of the incapacity and any medical restrictions; 

(v) the applicable classification and pay rate; 

(vi) steps to be taken to facilitate the return to work; and 

(vii) the date or dates for regular review. 

{f) The return to work plan may also consider: 

(i) subject to approval by the insurer, any personal and household services 
required, including modifications to the home or car, household help, 
counselling, aids or appliances, transportation costs, etc; and 

(ii) subject to approval by the insurer, any occupational rehabilitation 
services, including modifications to the workplace, home or car which will 
apply, equipment to be provided at the workplace, etc. 

(g) The return to work plan will be reviewed at least monthly or more regularly as 
needed, in consultation with the injured Employee and other relevant parties. 

(h) Employees will have the right to have a representative present at any interview 
arranged by their Employer regarding their return to work or rehabilitation, 
including monitoring or review of their return to work program. When arranging 
such interviews, the Employer will advise the Employee that they may have a 
representative present. The Employer will where practicable provide to the 
Employee at least seven days' notice of such interviews occurring. 

(i) The Employer will not seek to change the Employee's duties, hours or other 
aspects of the Employee's employment or return to work plan without consulting 
with the Employee. 

(j) A Union representative may be involved in any negotiations or discussions 
regarding any such proposed changes, at the request of the Employee. 

(k) The Employer and the Employee will co-operate and participate in the agreed 
return to work plan. This plan will be reviewed at the request of any of the parties 
involved. Where agreement cannot be reached the processes of the WIRC Act will 
apply. 

70.11 Rehabilitation, Re-training and Re-education 

(a) The Employer may pay for any re-training or re-education which is required to 
assist the Employee to remain at work or return to work in suitable employment in 
accordance with guidelines issued by Victorian WorkSafe to its agents. Approval 
for such re-training or re-education may be requested by the Employee, their 
treating practitioner, or any other Victorian WorkSafe approved service provider, 
individual or agency, on behalf of the Employee. 

(b) Where it has been established that an Employee has a permanent injury or 
condition which prevents them returning to their pre injury employment the 
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Employer will ensure the Employee is advised of all vacancies as they become 
available. 
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SECTION 2: REGISTERED PSYCHIATRIC 
NURSES/ PSYCHIATRIC ENROLLED NURSES 
AND MENTAL HEALTH OFFICERS 

SECTION 2 I PART A: PRELIMINARY 

71. Definitions Specific to this Section of this Agreement 

71.1 The following definitions will apply in Section 2 of the Agreement: 

(a) Allowance Rate means the weekly wage of an RPN Grade 2 Year 3; 

(b) IQN means Internationally Qualified Nurse; 

(c) shift worker, for the purposes of the NES, means an Employee who is rostered 
and works over seven days of the week throughout the qualifying 12 months 
period of service 

(d) Experience means paid service whether in Australia or internationally as a 
registered nurse, or enrolled nurse, following registration by the professional 
registration body, in a grade in which the Employee is, or is about to be, employed 
except: 

(i) where an JQN is granted registration with conditions, previous 
experience will not be counted whilst the conditions are in place. 
Experience as defined will count once there are no longer conditions in 
place: 

(ii) where an ION is granted registration subject to successful completion of 
a bridging program previous experience will not be counted; 

(iii) where an IQN is required by the Australian professional registration body 
to undertake an outcome-based assessment (OBA) previous experience 
will not be counted. 

(e) a Year of Experience in this Agreement means: 

(i) an average of three shifts or more per week in a year. If the Employee 
averages less than three shifts per week or 48 hours per fortnight 
(whichever is the lesser), the Employee will need to complete an 
additional year to advance; 

(ii) in the case of an IQN registering in Australia for the first time who was 
not required by the Australian professional registration body to undertake 
either a bridging program or outcome-based assessment (OBA), a Year 
of Experience means: 

A. an average of at least 48 hours per fortnight; 

B. for each year in which the ION averages less than 48 hours per 
fortnight, the Employee will need to complete an additional year 
to advance. 

(iii) For the purpose of being classified under this Agreement, upon 
commencement with an Employer: 

A. subject to (iv) below, an Employee's anniversary date is the 
date the Employee commenced work as a Registered Nurse or 
Enrolled Nurse following registration either in Australia or 
internationally; or 

B. in the case of an IQN required to undertake a bridging program 
or outcome based assessment (OBA) in order to be registered 
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in Australia, the date the Employee commenced work as a 
Registered Nurse or Enrolled Nurse following registration in 
Australia 

(iv) For the purpose of experience advancement under this Agreement, upon 
commencement with an Employer: 

A. an Employee's anniversary date is the date the Employee 
commenced work as a registered nurse, or enrolled nurse 
following registration either in Australia or internationally 
(subject to clause 71.1 (e)(i)); 

B. Years of Experience are relevant to determining the 
appropriate increment within a Grade, Years of Experience are 
calculated from the Employees anniversary date; and 

C. the onus is on the Employee to demonstrate the completed 
Years of Experience and anniversary date. The Employer may 
require evidence that would satisfy a reasonable person of the 
claimed experience with the previous Employer/s. 

Note: Experience and Years of Experience are only relevant to 
determining what constitutes experience (including previous experience) 
for the purpose of incremental progression through an Employee's 
classification. 

(v) In Section 2 of the Agreement, allowances shall be calculated to the 
nearest 10 cents, an exact amount of 5 cents in the result going to the 
higher figure, unless otherwise specified. 
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SECTION 2 J PART B: TYPES OF 
EMPLOYMENT AND END OF EMPLOYMENT 

72. 

72.1 

72.2 

73. 

73.1 

73.2 

73.3 

73.4 

73.5 

73.6 

Employment Arrangements 

Each Employer shall provide each Employee on commencement with a letter of 
appointment containing the information set out in Schedule 8 to this Agreement. 

Where the appointment is varied, the variation shall be recorded in writing and a copy 
provided to the Employee. 

Termination of Employment 

An Employer may terminate the employment of an Employee by providing 4 weeks' notice in 
writing. 

The notice required by sub-clause 73.1 above of this Agreement will be increased by 1 week 
if the Employee is over 45 years of age and has corn pleted more than 2 years of continuous 
service 

An Employee may terminate their employment by providing 4 weeks' notice to the Employer 
in writing. If an Employee fails to give the required notice the Employer has a right to 
withhold moneys due to the Employee to a maximum amount equal to the ordinary time rate 
of pay for the following periods: 

Employee's period of continuous service Period in respect of which pay may 
be withheld by the Employer 

Not more than 1 year 1 week 

More than 1 year but not more than 3 years 2weeks 

More than 3 years but not more than 5 years 3weeks 

More than 5 years 4 weeks 

Sub-clauses 73.1 and 73.3 above do not affect an Employer's right to dismiss any Employee 
without notice for serious misconduct. 

Sub-clauses 73.1 • 73.4 above of this Agreement do not apply to an Employee engaged as 
a fixed term Employee pursuant to clause 25 (Modes of Employment). 

Certificate of Service on termination 

A certificate of service including the information at Schedule 9 will be provided to the 
Employee wherever practicable within 14 days of the date of termination including where a 
full-time or part-time Employee terminates employment and becomes a casual Employee. 
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SECTION 2 I PART C: WAGES AND RELATED 
MATTERS 

74. 

74.1 

74.2 

74.3 

74.4 

75. 

75.1 

75.2 

75.3 

76. 

Once off Nurse Alignment Payment - Nurses Only 

At the commencement of this Agreement, Nurses will be paid a once off 'Nurses Alignment' 
payment equivalent to 3% of wages earned backdated from the FFPPOA 1 December 2020 
to 1 July 2021 . 

The payment includes payments of base rate, overtime, penalties and allowances but not 
reimbursements that are not subject to an increase over the life of this Agreement. 

Superannuation is payable on the payment. 

This clause applies to permanent Employees and casual Employees. 

Annual Retention Payment - MHO only 

An Annual Retention Payment will be paid to full time MHO Employees as follows: 

{a) FFPPOA 1 July 2021 - $1500 

(b) FFPPOA 1 July 2022 -$1800 

{c) FFPPOA 1 July 2023 -$2000 

(d} FFPPOA 1 July 2024 -$2000 

The payment will be paid to part time Employees on a pro rata basis. 

The payment is not applicable to casual Employees and is not considered ordinary time 
earnings for the purpose of superannuation calculation. 

FBT 

Employees who use an Employer provided motor vehicle as a result of the performance of 
their employment duties (eg. crisis assessment treatment team on-call functions) are not to 
suffer any financial disadvantage, howsoever incurred, as a result offringe benefits tax 
{FBT)law. 

77. Additional Payment of Wages Provisions 

Note: To be read in conjunction with common provisions located at clause 29. 

77.1 Delays in processing pay 

(a) Subject to clauses 77.1(b) and 77.2, if an Employee is kept waiting for longer than 
the close of business on the business day following notification by the Employee to 
Payroll of an underpayment or non-payment under clauses 29.3 - 29.5, the 
Employee will be paid overtime rates for the duration of the period until such 
moneys owing are paid with a minimum payment of two hours and a maximum 
payment of seven hours and 36 minutes per day. 

(b) Clause 77.1 operates subject to: 

(i) the underpayment is 5% or more of the remuneration owed under 
clauses 29.3- 29.4 or 29.5. 

(ii) except in cases of hardship, amounts less than 5% will be processed in 
the Employee's next pay period. 
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(c) where the Employee notifies the Employer of hardship in respect of an amount 
owing of less than 5%, the Employer will make its best endeavours to make the 
payment owing as soon as possible. 

(d) the Employer will notify the Employee of the adjustment being processed and 
provide the date of payment and any payment identification details 

(e) the Employer has fulfilled their obligations under clause 77.1 if payment has been 
processed by close of business on the next business day following notification by 
the Employee of an underpayment as described in clause 77 .1 (b )(i). 

(f) it is both parties' obligation to complete and forward the timesheet for processing 
in accordance with the internal processes. 

(g) Where an underpayment or non-payment arises as a result of Employee error the 
penalty under clause 77.1 does not apply. However, upon notification, the 
Employer will make its best endeavours to make the payment owing as soon as 
possible. 

77.2 Clause 77.1 will not come into effect if any unforeseen event or circumstance outside the 
control of the Employer frustrates the Em player's ability to meet the requirements of this 
clause. 

77 .3 Overpayments 

(a) In all cases where an overpayment of wages/entitlements has occurred, the 
Employer shall advise the Employee concerned and provide documentary 
evidence of the circumstances surrounding the claimed overpayment and the 
amount involved as soon as possible. 

(b) Once the Employee has received written details of the overpayment, the Employer 
and the Employee will meet to discuss the claimed overpayment with the aim of 
reaching an agreement about the alleged overpayment. 

(c) Where requested by the Employee, the Employer shall provide a full audit of the 
Employee's payroll record. 

(d) Once agreement has been reached that an overpayment has occurred, the 
Employer and the Employee will agree in writing upon a scheme of repayment 
having regard to the Employee's personal circumstances. 

(e) The Employee has the option to repay the overpayment in cash, through a 
deduction from wages or through another mutually agreed process. 

(f) The Employer will not make deductions from wages without written agreement 
from the Employee in relation to the quantum and timing of the deductions. 

(g} Where an Employee's remaining period of service does not permit the full recovery 
of any overpayment to be achieved in accordance with the agreed repayment 
arrangements, the Employer shall have the right to deduct any balance of such 
overpayment from monies owing to the Employee on the Employee's date of 
termination, resignation or retirement, as the case may be. 

(h) Where the circumstances make it appropriate, the Employer may exercise 
discretion not to pursue recovery of overpayments. 

(i) Where agreement cannot be reached on any of the matters contained in this 
clause, the Employee may invoke the Dispute Settling Procedures of this 
Agreement and no repayment will be commenced until the matter is resolved. 
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SECTION 2 I PART D: ALLOWANCES AND 
REIMBURSEMENTS 

78. Change of Shift Allowance - PEN and MHO 

78.1 Calculation of change of shift allowance 

79. 

79.1 

79.2 

80. 

80.1 

80.2 

81. 

81.1 

(a) For the purposes of clause 78.1 (b), the change of shift allowance is calculated as 
the amount equal to 4% of the weekly rate of: 

(i) PEN Level 1 Year 1 for a PEN, 

(ii) MHO Level 1 Year 1 for a MHO. 

(b) For the purposes of this clause a change of shift previously occurred when a 
PEN/MHO changed from working one shift to another shift, the time of 
commencement of which shift differed by four hours or more from that of the first 
shift. Eligibility for ongoing change of shift allowance cap 

(c) Where an Employee was eligible immediately prior to the commencement of this 
Agreement. to receive the previously calculated change of shift allowance cap, 
they will continue to receive such an entitlement unless clause 78.1 (b) applies. 

(d) The payment of the change of shift allowance cap will be maintained for each 
eligible Employee whilst employed by an Employer for the duration of this 
Agreement, unless the Employee: 

(i) chooses to work fixed shifts and never works shifts that would entitle the 
Employee to payment under this clause; or 

(ii) ceases to be employed as a PEN or MHO. 

(e) For the avoidance of doubt, Employees are not entitled to receive a cap on change 
of shift allowance if they commenced after 7 December 2012. 

Childcare Reimbursement 

Where Employees are required by the Employer to work outside their ordinary rostered 
hours of work and where less than 24 hours' notice of the requirement to perform such 
overtime work has been given by the Employer, other than recall when placed on calf, the 
Employee will be reimbursed for reasonable childcare expenses incurred. 

Evidence of expenditure incurred by the Employee must be provided to the Employer as 
soon as practicable after the working of such overtime. 

Damaged Clothing Allowance 

Where an Employee, in the course of their employment, suffers any damage to or soiling of 
clothing or other personal effects, the Employer shall be liable for the replacement, repair or 
cleaning of such clothing or personal effects provided immediate notification is given of such 
damage or soiling. 

This clause shall not apply in a case where the damage or soiling is occasioned by the 
negligence of the Employee. 

Higher Duties Allowance 

This clause s hal I not apply to an Employee over the level of RPN5 if they are not 
undertaking direct clinical work. 
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81.2 An Employee, other than an RPN classified above RPN 5, not undertaking direct clinical 
work engaged in any one day or shift for more than two hours on duties carrying a higher 
rate than the classification in which she/he is ordinarily employed shall be paid for the full 
day or shift at the minimum rate for that higher classification but if so engaged for two hours 
or less only the time so worked shall be paid for at that higher rate. 

81.3 Notwithstanding the provisions of sub-clause 81 .1 above, the following provisions shall 
apply to Employees who are appointed to relieve a Unit Manager: 

(a) Off Duty Shifts 

(i) Where a work unit involves shift work, Associate Nurse Unit Managers 
(ANUM) may be appointed to undertake in-charge functions during the 
off duty periods of the Unit Manager. The rate of pay assigned to RPN 
Grade 3 includes payment for the performance of the in-charge function 
during the off duty periods of the Unit Manager. 

(ii) Where an RPN other than an ANUM is required to act in-charge during 
the off duty period of an ANUM (which event shall be the exception to the 
rule), such RPN shall be paid at the minimum rate applicable to the 
Associate Nurse Unit Manager position which would normally be in­
charge on that shift. 

(iii} Provided that where no ANUM position has been appointed with respect 
to the relevant shift, the provisions of sub-clause 81.1 above shall apply. 

(b) Periods of Absence 

(i) The provisions of sub-clause 81 .1 shall apply to al I periods of absence of 
a Unit Manager up to and including five days. For absences in excess of 
five days, the relieving ANUM shall be paid at the minimum rate for the 
Unit Manager for the entire period of relief and other Employees who 
consequently act in a higher position shall be similarly remunerated at 
the minimum rate of that higher position for the entire period of relief. 

(ii) An RPN above the level of RPN 6 who is called upon to relieve an RPN 
in a higher classification for a period in excess of five days, shall be paid 
at the minimum of that higher classification for the entire period of relief. 

82. Oncall/Recall Allowance 

NOTE: see Part E: Hours of Work and Related Matters for provisions relating to 
oncalllrecall allowances. 

83. Meal Allowance 

83.1 Meal where overtime worked beyond one hour 

An Employee who works overtime will in the circumstances described in sub-clause 83.2 
receive either: 

(a) where an Employer has its own cooking and dining facilities, an adequate meal; or 

(b) the relevant meal allowance as set out in Schedule 2. 

83.2 Qualification for meal or payment 

The entitlement under subclause 83.1 arises where in addition to a shift an Employee is 
required to ·work more than: 

(a) one hour beyond the _usual finishing hour of work (Monday to Sunday inclusive) in 
which case the relevant allowance is 'Allowance A'; or 

{b) five hours beyond usual finishing hour of work (Monday to Sunday inclusive) in 
which case the relevant allowances are 'Allowance A' and 'Allowance B'. 

83.3 Qualification for meal or payment on a rostered day off 
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The entitlement under subclause 83.1 arises where, on a rostered day off, an Employee is 
required to work more than: 

(a) five hours overtime, in which case the relevant allowance is 'Allowance A'; or 

(b) nine hours overtime, in which case the relevant allowances are 'Allowance A' and 
'Allowance B'. 

83.4 Where provision does not apply 

The allowance described at subclauses 83.2 and 83.3 above is not payable where the 
Employee: 

(a) receives an adequate meal as described at subclause 83.1 (a); or 

(b) could reasonably return home for a meal within the period allowed. 

83.5 Same day payment 

83.6 

84. 

84.1 

85. 

85.1 

On request meal money shall be paid on the same day as overtime is worked. 

Payments are in addition 

The payment of a meal allowance under this clause is in addition to any overtime payment. 

Out of Hours Supervisor 

The arrangements as at 19 December, 1997 in relation to a senior psychiatric nurse out of 
hours/in charge of facilities allowance will not be disturbed as a result of the implementation 
of this Agreement. 

Qualification Allowance Registered Psychiatric Nurses 

Entitlement 

(a) An Employee will be entitled to a qualification allowance, where an Employee has 
a: 

(i) relevant qualification in addition to their base nursing or midwifery 
qualification; 

(li) base qualification that is a double degree or Master's degree; or 

(iii) a Certificate IV in Training and Assessment. 

(b) In the case of the entitlement under subclause 85.1(a)(ii), the qualification 
allowance will be payable after one year of experience in an area where the 
qualification is relevant. 

In the case of the entitlement under subclause 85.1(a)(iii), the qualification 
allowance will be payable only where the Employee is required by their Employer 
to hold a Certificate IV in Training and Assessment (or equivalent). 

85.2 One Qualification Allowance Only 

An Employee who has more than one qualification is entitled to one qualification allowance 
only, being the allowance for the highest qualification. 

85.3 Evidence 

(a) An Employee claiming entitlement to a qualification allowance must provide to the 
Employer evidence of that Employee having the qualification for which the 
entitlement is claimed. 

(b) An Employee will meet the evidence requirements when they have provided the 
Employer with evidence from the education/ training provider that would satisfy a 
reasonable person that the Employee has obtained the qualification for which the 
allowance is claimed, for example: 
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(i) the award of the qualification; or 

(ii) the certificate of the qualification; or 

(iii) transcript from the education/training provider 

payable from the first pay period commencing on or after the evidence is provided. 

85.4 Rates for Qualification Allowances 

(a) Registered Psychiatric Nurses 

A Registered Psychiatric Nurse shall be entitled to a qualification allowance under 
this clause will be paid, in addition to the Employee's salary, as follows: 

(i} 4% of the Allowance Rate - for Registered Psychiatric Nurses a Hospital 
Certificate or Graduate Certificate or equivalent. An equivalent may 
include a Certificate obtained from training or education facilities provider 
(such as infection control certificates from the Mayfield Centre) where the 
programmes are equivalent to a University Graduate Certificate and the 
training/education provider verifies that in writing. 

(ii) 6.5% of the Allowance Rate - for a Postgraduate Diploma, Degree or a 
Double Degree. 

(iii) 7.5% of the Allowance Rate - for a Master's Degree. 

(iv) 10% of the Allowance Rate - for a Doctorate or a PhD. 

(b) The above allowances are to be paid on all periods of paid leave except sick leave 
beyond 21 days and long service leave 

85.5 Qualification allowance - Psychiatric Enrolled Nurses and Mental Health Officers 

(a) A qualification allowance applies to: 

(i) a PEN who holds a certificate or qualification which, is in addition to the 
minimum qualification held by the PEN for registration with the NMBA; or 

(ii) a MHO who holds a certificate or qualification, in which it is 
demonstrated that at least one component is applicable to the 
Employee's current area of practice and/or work. 

(b) The allowance for a certificate or qualification (Including an Advanced Diploma in 
Mental Health) for a course of 6 months duration, but not including a pre or post 
registration course leading to endorsement to administer medication, is 4% of: 

(i) the PEN 1.8 wage rate for a Level 1 PEN; 

(ii) the PEN 2.2 wage rate for a Level 2 PEN; 

(iii) the actual wage rate of the MHO; 

(c) The allowance for a certificate or qualification for a course of 12 months duration is 
7.5%of: 

(i) the PEN 1.8 wage rate for a Level 1 PEN; 

{ii) the PEN 2.2 wage rate for a Level 2 PEN; 

(iii) the actual wage rate of the MHO; 

(d) Provided that only one allowance referred to above is payable to each PEN or 
MHO, being the allowance for the highest qualification held. 

(e) A PEN or a MHO claiming entitlements to the qualification allowance must provide 
the Employer with evidence that the qualification is actually held. 

(f) A qualification allowance cannot be claimed by a PEN in respect of that 
Employee's qualification leading to registration with the NMBA as a PEN. 

(g) Payment During Leave 

PEN or MHO - the above allowances are to be paid during all periods of leave. 
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(h) Pro rata entitlement 

The allowance is 1o be paid on a pro-rata basis for part time and casual 
Employees. 

(i) Certificate IV in Training and Assessment Allowance Rate 

3.5% of the Allowance Rate per week. 

U} Preservation of Advanced Diploma in Mental Health 

Where an Employee holds an Advanced Diploma in Mental Health and is receiving 
a higher allowance rate than that within 70.5(b)(ii), the Employee will not be 
disadvantaged by the introduction of this Agreement. 

86. Travelling and Relocation Allowance 

This clause concerns payment only and is not intended to exclude the requirements of clause 18 
(Consultation) or 20 (Redundancy and Associated Entitlements) or create a new right to be directed to 
work at another location. 

86.1 In this clause Base Employment Campus means a Campus of 1he Employer at which the 
Employee ordinarily starts and finishes work. 

86.2 Where an Employee is required by the Employer to temporarily relocate from their Base 
Employment Campus to another Campus during a shift, the Employee will be paid the 
vehicle allowance at clause 34 above. 

For the avoidance of doubt, the travel will occur within paid time. 

86.3 Where an Employee is required by the Employer to temporarily relocate from their Base 
Employment Campus to another Campus prior to a shift, the Employee will: 

(a) be reimbursed for additional traveling cost to the Employee (where applicable) 
excluding time spent travelling (which is addressed at (b) below); and 

(b) where travel time increases by 15 minutes or greater (to and return) be paid an 
allowance equal to the Employee's ordinary rate for the additional time spent when 
compared to the Employee's travel time to the Base Employment Campus. 

Nothing in this subclause 86.3 prevents an Employer requiring the travel to occur within the 
rostered shift. 

86.4 Where an Employee is required by the Employer to permanently relocate from their Base 
Employment Campus to another Campus as a result of redundancy, the Employee will be 
reimbursed for additional travel costs (where applicable) in accordance with clause 20. 7 of 
this Agreement (Relocation). 

For the avoidance of doubt, nothing in this clause limits the obligations regarding 
redundancy contained at clause 20 of this Agreement. 

86.5 Where an Employee's position is required by the Employer to permanently relocate from 
their Base Employment Campus to another Campus and the Employee's position is not 
redundant, the Employee will be reimbursed for additional travel costs (where applicable) in 
accordance with clause 20. 7(b )-20. 7(f) of this Agreement. · 

For the avoidance of doubt, where this is a result of Major Change, the terms of clause 18 
will apply, save that the Employer will not be required to take additional steps to mitigate or 
avert the cost of the relocation. 

86.6 This clause does not apply to: 

(a) an Employee whose role goes across campuses; 

(b) Employees who genuinely choose to work across different campuses and it is not 
a requirement of the Employer, such as where an Employee elects to pick up an 
additional shift/son another Campus on a permanent or ad hoe basis; 

(c) Casuals. 
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86.7 Special provisions relating to particular travel 

87. 

87.1 

87.2 

87.3 

87.4 

87.5 

88. 

88.1 

88.2 

Employees whose duties require them to travel will be paid all reasonable out-of-pocket 
expenses. 

Saturday and Sunday Work 

This clause shall not apply to Employees above the classification of RPN 5 if they are not 
undertaking direct clinical work. 

Payment for all ordinary rostered hours of work performed between midnight Friday and 
midnight Sunday (inclusive) shall be paid for at the rate of time and one half. 

If the Saturday or Sunday work involves duty in excess of the prescribed ordinary rostered 
hours the excess period shall be paid at the rate of double time. 

This clause shall not apply to Employees above the classification of RPN 5 excepting 
Employees classified as Nurse Practitioner performing direct clinical work who are entitled to 
the benefit of this clause. 

Except in circumstances of a redeployment, a part-time Employee who was also a part-time 
Employee of the Department as at 19 December 1997 and who became employed (and 
continues to be employed) by an Employer who is a respondent to this Agreement, shall be 
paid a 100% shift penalty payment for all work performed on a Sunday. For the avoidance 
of doubt, such an Employee will not also be entitled to receive the penalties described 
above. 

Shift Allowances 

This clause shall not apply to an Employee over the level of RPN5 if they are not 
undertaking direct clinical work. 

In addition to any other rates prescribed elsewhere in this Agreement an Employee whose 
rostered hours of ordinary duty: 

(a) finish between 6:00 p.m. and 8:00 a.m., or commence between 6:00 p.m. and 6:30 
a.m. will be paid an amount equal to 2.5% of the rate of the Allowance Rate as 
prescribed in clause 71 of this Agreement per rostered period of duty; 

(b) except where the 'Sunday night duty allowance' at Error! Reference source not f 
ound. applies, finish on the day after commencing duty or commence after 
midnight and before 5:00 a.m. will be paid a night duty allowance as set out in 
Schedule 2; or 

(c) Sunday night shift allowance: 

(i) by no later than 1 July 2022, the parties will implement a system through 
the MHIIC to collect and share data on unscheduled absences on 
weekends and nights between themselves and the Department; and 

(ii) operative as a trial commencing FFPPOA 1 July 2024, full time or part 
time employees (including fixed term) finishing on a Monday after 
commencing duty on a Sunday will be paid a Sunday night shift 
allowance as set out in Appendix 2. 

(iii) This trial will end 13 pay periods after commencement, following which 
the parties will review the data on unscheduled absences on weekends 
and the effectiveness of the Sunday night shift allowance in addressing 
such absences. 
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89. Sole Allowance 

89.1 An Employee, who is the only person, employed by the Health Service in one of the below 
listed classifications, shall be paid, in addition to their appropriate rate, the allowance per 
week listed in Schedule 2. 

90. 

90.1 

90.2 

90.3 

90.4 

90.5 

90.6 

91. 

91.1 

91.2 

91.3 

(a} Registered Psychiatric Nurse 

(b} Psychiatric Enrolled Nurse 

Uniform and Laundry Allowance 

Where an Employer requires an Employee to wear a particular type or style of uniform then 
the Employer shall provide this at no cost to the Employee. Payment in lieu of providing the 
uniform is not permitted. 

Where a uniform is not provided by the Employer the Employee shall be paid a uniform 
allowance at daily or weekly rate set out Schedule 2, whichever is the lesser amount in total. 

Where laundering by or at the expense of the Employer is not provided, an Employee shall 
be paid a laundry allowance at the daily or weekly rate set out in Schedule 2, whichever is 
the lesser amount in total. 

The uniform allowances but not the laundry allowance shall be paid to an Employee during 
all absences on leave, except absence on long service leave and absence on sick leave 
beyond 21 days. Where, prior to taking leave, an Employee was paid a uniform allowance 
other than at the weekly rate, the rate to be paid during absence on leave shall be the 
average of the allowance paid during the four weeks immediately preceding the taking of 
leave. 

Where an Employer provides an Employee with uniforms, all articles so provided remain the 
property of the Employer. 

The rounding provision does not apply to the calculation of this allowance. 

Senior Allowance - MHO 

Subject to clause 91.2 below, a MHO who is appointed as a 'Senior' will have his/her 
classification preceded by the word 'Senior' and paid an al Iowa nee of 10% to be calculated 
upon the base rate payable in Schedule 2 in addition to any other allowance to which the 
Employee is entitled. 

Appointment to a classification preceded by the word 'Senior' will only be made where the 
work performed by such person represents a net addition to the work value of the 
substantive role in a similar area or areas. Indicative of a net addition to work value may 
include the performance of additional duties or functions, the assignment of a special project 
or an increased emphasis on the performance of core functions already undertaken by 
Employees in that classification. 

A net addition to the work value of the substantive role of an Employee would be 
characterised by: 

(a) the additional functions or duties are a regular and on-going requirement; and 

(b) experience in the role commensurate with this clause, coupled with on the job 
training where provided by the Employer; and 

(c) the necessity for additional training in a particular aspect of the role above that is 
required to fulfil the role of an Employee employed in a similar area or areas; and 

(d) a greater level of judgment is required from the Employee whereby he/she is 
capable of making independent decisions to a degree not generally expected of an 
Employee employed in a similar area or areas; and 
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( e) a higher degree of accountability is expected for work undertaken, such that the 
Employee is clearly performing at a level above that of their peers employed in a 
similar area or areas by the Employer where the requirements of sub-clause (b) 
above continue to be met. 

91.4 Where the Employer no longer requires the Employee to perform the extra duties (that 
attract the allowance), the Employee will be informed and consultation will occur regarding 
scope for other extra duties to be identified that the Employer may require the Employee to 
perform which may attract payment of the allowance. 
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SECTION 21 PART E: HOURS OF WORK AND 
RELATED MATTERS 

92. Hours of work 

·92.1 A full time Employee will work an average of 152 hours per four week period. 

92.2 The roster for full-time Employees and part-time Employees in bed based services and CAT 
teams (however so titled) will comprise minimum shift lengths of: 

(a) 8 hour day shift; 

(b) 8 hour evening shift; and 

( c} 10 hour night shift. If required, discussions may take place at the local level 
between Employers and Employees and their unions to consider the application of 
this roster configuration to part-time Employees in non-bed based and CAT 
services. 

92.3 Accrued Day Off 

A rostered day off is to accrue for all full-time Employees. 

92.4 Alterations to ordinary hours of work 

(a) The obligations as they apply to a particular Employer under sub-clauses 92.1 to 
92.2 may be varied by agreement between the Employer and the affected 
Employee/s for the following reasons: 

(i) the majority of Employees seek shifts that are contrary to the 8:8:1 o 
roster described in sub-clause 92.2 above; or 

(ii) to allow for the continuation of current arrangements with respect to 
'hours of work'; or 

(iii) in accordance with an individual flexibility agreement or flexible working 
arrangement. 

(b) Arrangements adopted in accordance with sub-clause 92.4(a)(i) or 92.4(a)(ii) 
above must not result, on balance, in a reduction in the overall terms and 
conditions of employment of the Employee to whom the proposed arrangements 
would apply. 

(c) Any agreement under this clause shall be recorded in writing and copies shall be 
provided to Employees to whom the arrangements apply. 

92.5 Additional shifts above staffing profile 

Additional shifts, above the existing staffing allocation, to meet specific treatment or program 
requirements may be met by shifts of up to 8 hours (10 hours night duty), but not less than 4 
hours. Such shifts are not for the purpose of increasing the available staffing to meet 
ongoing escalated demand that continues beyond the end of the shift. 

93. Overtime 

93.1 Application 

(a) This clause shall not apply to an Employee over the level of RPN5 if they are not 
undertaking direct clinical work .. 

(b) An Employer may require an Employee to work 'reasonable overtime' at overtime 
rates and such an Employee will work overtime in accordance with such a 
requirement. 

93.2 Overtime Definition 
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(a) Overtime means work requested or directed by the Employer that is performed: 

(i) in excess of the ordinary hours prescribed at clause 92 (Hours of Work); 
or 

(ii) in addition to the Employee's rostered shift length; or 

(iii) where a break of at least eight hours has not been provided between 
successive shifts -for all work performed until a break of eight hours is 
provided; or 

(iv) as recall to duty, including recall on a public holiday. 

(b) Overtime is also provided at clauses 95 (Oncall/recall), 96 (CATT On-call/Recall 
Allowances) and 97 (10 Hour break between overtime/recall). 

93.3 Overtime Penalty Rates 

(a) Overtime penalty rates are to be paid as follows: 

(i) Monday to Friday (inclusive)- time and half for the first two hours, 
double time thereafter; and 

(ii) Saturday to Sunday (inclusive)- double time; and 

(iii) Public Holidays-see clause 104 (Public Holidays). 

(b) When calculating overtime payments, each day or shift shall stand alone. Where a 
period of overtime worked commences on one day and finishes on another, the 
calculation of overtime will be treated as if the overtime took place in a single day 
or shift. 

Example: An Employee commences overtime at 10pm and it concludes at 2am. 
The Employee shall be paid time and a halffor the first 2 hours (10pm to midnight) 
and double time thereafter (midnight to 2am). 

93.4 Rest break during overtime 

An employee working overtime wrn take a paid rest break of 20 minutes after each four 
hours of overtime worked if required to continue to work after the break. 

93.5 Approval of Overtime 

(a) A request or direction made by the manager of the ward/team that an Employee 
work overtime is, for the purposes of this clause, a direction or request of the 
Employer regardless of whether clause 93.S(b) is complied with. 

(b) An Employer may create policies and procedures regarding the process the nurse 
in manager of the ward/team is required to undertake prior to approving overtime. 

93.6 Time off instead of payment for overtime 

(a) An Employees may, with the consent of the Employer, elect to take time off in lieu 
of payment for overtime worked, for a period equivalent to the overtime worked, 
plus a period of time equivalent to the overtime penalty incurred. Time off in lieu of 
overtime will be taken at a time mutually agreed between the Employer and the 
Employee, provided that the accrual of such leave shall not extend beyond a 28 
day period. 

(b) Where the time off is not taken within 28 days, the overtime worked will be paid in 
the next pay period. 

93. 7 Transport following overtime 

(a) Where an Employee finishes a period of overtime at a time when reasonable 
means of transport are not available for the Employee to return to her/his place of 
residence the Employer will provide adequate transport free of cost to the 
Employee. 

(b) Where overtime is a result of a double shift, the provisions at subclause 93.8 
below (Additional Provisions for Double Shifts) also apply. 
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93.8 Additional Provisions for Double Shifts 

94. 

94.1 

94.2 

94.3 

95. 

95.1 

If an Employee works a double shift (which should only occur in emergency circumstances) 
the following will apply to mitigate the risk of fatigue and clinical error: 

(a) allow breaks of at least 1 O minutes' duration in each two hours worked; and 

(b) adequate transport will be provided free of cost to the Employee, including the 
return journey where the Employee's vehicle remains at the workplace. 

Make-up time 

Notwithstanding provisions elsewhere in the agreement, the Employer and the majority of 
Employees at an enterprise may agree to establish a system of make-up time provided that: 

(a) An Employee may elect, with the consent of the Employer, to work make-up time 
under which the Employee takes time off during ordinary hours, and works those 
hours at a later time, during the spread of ordinary hours provided in the 
agreement. 

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

Clause 94.1 is subject to the Employer also informing each union of its intention to introduce 
an enterprise system of make-up time flexibility, and providing a reasonable opportunity for 
the union(s) to partlcipate in negotiations. 

Once a decision has been taken to introduce an enterprise system of make-up time, in 
accordance with this clause, its terms must be set out in the time and wages records kept 
pursuant to Fair Work Regulations 2009 (Cth). 

Oncall/Recall (non CATT} 

On-call Allowance 

(a) An Employee may be rostered to be 'on call' 

(b) On call means available to be recalled to duty in that period of time beyond the 
Employee's rostered hours of duty. 

(c) An Employee rostered to be on-call will be paid the 'on-call allowance' set in 
Appendix 2 per 12 hour period or part thereof. 

95.2 Recall- Return to Workplace 

(a) An Employee recalled to work during an off duty period will be paid overtime for a 
minimum of three hours pay at the appropriate overtime rate where the work is not 
continuous with the next succeeding rostered period of duty. 

(b) An Employee recalled to work will not be required to work the full three hours if the 
work to be performed is completed in a shorter period. 

(c) Subctause 95.2(b) above will not apply when overtime is continuous with the 
completion or commencement of that Employer's rostered shift. 

(d) The time spent travelling to and from the place of duty will be deemed to be time 
worked. 

(e) An Employee who is recalled to work outside ordinary rostered hours and who 
uses thelr own vehicle for transport from home to place of work and return shall 
receive the Vehicle Allowance. 

(f) If the Employee finishes any period of recall at a time when reasonable means of 
transport are not available for the Employee to return to their place of residence 
the Employer shall provide adequate transport free of cost to the Employee 
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95.3 Recall - Without Return to Workplace 

(a) Where re-call to duty can be managed without the Employee having to return to 
their workplace, such as by telephone or computer, the Employee will be paid a 
minimum of one hour at the appropriate overtime rate for each occasion, provided 
that multiple recalls within a discrete hour will not attract additional payment. 

(b) Where the Employee is due to commence rostered ordinary hours within 4 hours 
of the completion of the call, and the cumulative recall work in the 8 hours 
immediately preceding rostered duty meets the following criteria: ' 

(i) has exceeded two hours work (rather than the time paid); or 

(ii) comprises 3 or more recalls over a period of 4 hours or more; 

the Employer will: 

(iii) not require the Employee to resume or to continue to work without 
having had 10 consecutive hours off duty without loss of pay for rostered 
ordinary hours; or 

(iv) pay the Employee at the rate of double time until released from duty for 
10 consecutive hours, without loss of pay for rostered ordinary hours 
occurring during such absence. 

95.4 Four Clear Days 

In order to ensure that there are sufficient breaks free from on-call duty, all Employees are 
to receive 4 clear days per fortnight guaranteed free from on-call duty. 

95.5 Alternative 4 clear day arrangements 

(a) A party may propose that all Employees at a particular campus be covered by the 
following provisions of this clause, and if approved by agreement between the 
parties, any entitlement to 4 clear days free from on call duty will no longer apply 
to those Employees and where that Employee is required to perform rostered on­
call duty: 

(i) on days that the Employee is not rostered for duty; and 

(ii) is rostered for on-call duty for a minimum of two days during four or more 
four week roster cycle during an anniversary year, 

(b) additional leave (in addition to the additional week's leave under the NES for 
shiftworkers as defined in this Agreement) will accrue to the Employee, but is not 
payable for the same bodies of work, in accordance with the table below: 

Number 4 week cycles on call Number of Additional leave days 

2 

4 2 

6 3 

8 4 

10 5 

(c) The additional leave in this clause does not apply to any weekend on which 4 
hours or Jess is worked on call. 

(d) No leave loading is paid on the extra leave in this clause. 
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96. CA TT On-call/ Recall Allowances 

96.1 Employees engaged for on-call/recall for the provision of a crisis response (CATT-type 
function), shall be paid an allowance at the rate set out in Schedule 2 for each on call period 
of 12 hours or part thereof. 

96.2 The allowance includes payment of work performed of up to one hour's aggregate duration 
for each on-call period. 

96.3 For work performed in excess of an aggregate of one hour during an on-call period, 
payment shall be made at the normal overtime rate paid at the Employee's substantive 
classification and increment level. 

96.4 The parties are to regard telephone attendance as recall to duty. 

96. 5 Only one Employee per team each night shal I be rostered on-call and in receipt of the 
allowance. No other team member (other than a psychiatrist) will be required or requested 
to provide out of hours service for that particular night. 

96.6 Employees are to receive an uninterrupted break of at least 10 hours between the end of the 
recall and the next shift. Where the 10 hour break is not observed double time will be paid 
for all work performed until such break is observed. 

96.7 An Employer may not require an Employee to be on call for CATT type duties for a period of 
more than 12 hours. 

96.8 The on-call/recall allowance for CATT type duties applies to all Employees who are required 
to perform CATT type duties. 

96.9 The purpose of the allowance set out in this clause is to compensate Employees for the 
inconveniences associated with being on-call and performing duty of up to one hour. 

96.10 Despite clause 96.1, existing arrangements for periods of on-call for CATT type duties below 
12 hours that existed prior to 29 September 2001 may continue. 

97. 10 Hour break between overtime/recall 

97.1 When overtime worked (including re-call to duty or a double shift performed) is necessary, it 
shall, wherever reasonably practicable, be so arranged that Employees have at least 10 
hours continuously off duty between the work of successive shifts. An Employee is not to 
incur any loss of pay for rostered hours not worked during such an absence. 

97.2 An Employee (other than a casual Employee) who works so much overtime between the 
termination of her/his last previously rostered ordinary hours of duty and the commencement 
of her/his next succeeding roster period of duty that she/he would not have had at least 10 
hours continuously off duty between those times, shall, subject to this clause, be released 
after completion of such overtime worked until she/he has had 1 0 hours continuously off duty 
without loss of pay for rostered ordinary hours occurring during such an absence. 

97.3 If, on the instruction of the Employer, an Employee resumes or continues work without 
having had 10 consecutive hours off duty, that Employee shall be paid at the rate of double 
time until they have been released from duty for such period and they shall then be entitled 
to 10 consecutive hours off duty without loss of pay for the rostered hours occurring during 
such an absence. 

98. Rosters 

This clause does not apply to casua/s and Employees above the level of RPNS 

98.1 The ordinary hours of duty for full time and part time Employees shall be worked according 
to a written roster that will: 

(a) be of at least 28 days duration 
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(b) be posted at least 28 days before it comes into operation in each work location 
where it can be readily seen by such Employees and/or other representatives of 
the Union(s) for the purpose of ensuring compliance with the rostering provisions 
of this Agreement. 

(c) as far as practicable reflect the roster each Employee will work 

Nothing in this clause precludes an Employer issuing the roster or the on-call roster in 
electronic form. 

98.2 Rosters will: 

(a) set out 

(i) the Employer's ordinary working hours; 

(ii) starting and finishing times; 

(b) have a staffing mix that complies with sub-clauses 107.9 and 107.10 if applicable; 

(c} allocate a RPN to be Jn charge if applicable; and 

(d} not change without at least fourteen days' notice of a change in roster other than 
in an emergency situation external to the employer, subject to clause 98.3 below: 

98.3 Roster Arrangements 

(a) The following rostering principles will apply: 

(i) Unless by agreement, shift changes shall be avoided during the roster 
period; 

(ii) Periods of night shift shall be a minimum of four weeks; 

(iii) There shall be an equitable allocation of rostered time on and off on 
weekends and public holidays among all Employees; 

(b} Subject to practicality and service requirements, the Employer will ensure that: 

(i) Employees will not be rostered for more than six consecutive days or 
more than four consecutive nights unless otherwise agreed at the 
initiative and written request of the Employee and then agreed in writing; 

(ii) single days/nights off will be minimised; and 

(iii} rostered days off shall be attached to either 2 consecutive days/night off 
or to a single day/night off. 

(c) The roster shall be drawn up so as to provide at least eight hours off duty between 
successive ordinary shifts; 

(d) All Employees shall receive at least one clear day off in each week in the case of 
dayshift Employees and one clear night off in each week in the case of night shift 
Employees. 

(e) Nothing in this Agreement is intended to disturb local rostering arrangements or 
arrangements with the Employer. 

98.4 Fixed Rosters 

(a) An Employee, by making a written request to the Employer, may have a roster 
fixed by mutual agreement (subject to the other provisions of this Agreement) in 
lieu of the provisions of subclauses 98.1 to 98.2 save that: 

(i) an Employer will not unreasonably refuse a request for a fixed roster 
agreement where the Employee can demonstrate a regular and 
systematic pattern of work (as defined below); 

A. regular and systematic pattern of work means working set 
days or shifts in a demonstrable pattern over the preceding six 
months (recognising that additional ordinary shifts may be 
worked around that fixed pattern); but 
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B. does not include shifts worked because the Employee who 
usually works them is on extended leave; 

(ii) where a fixed roster agreement is made, the Employer will provide the 
Employee with an amended Letter of Appointment detailing the fixed 
roster agreement which will be consistent with the regular and 
systematic pattern of work described at A and B above; and 

(iii) where the Employer proposes to change the Employee's fixed roster 
agreement, the terms of subclause 18 (Consultation) or clause 19 
(Consultation about changes to rosters or hours or work) will apply, 
depending on the circumstances. 

(b) An Employee may end the fixed roster agreement at any time by giving written 
notice to the Employer. In such a case the roster for the Employee will be set 
according to the provisions of subclauses 98.1 to 98.2 above from the 
commencement of the next full roster period being not less than five clear days 
after the written notice is received. 

98.5 on.Call Rosters 

The intent of this subclause is to ensure Employees have a reasonably predictable 
pattern of work during the on-call roster period. This clause does not apply to casual 
Employees, DON's or Deputy DON's. 

(a) Planned on-call arrangement means the on-call arrangements the Employer would 
reasonably expect to be required within the work location at the time the on-call 
roster is released. 

(b) Planned on-call arrangements for full-time and part-time Employees will be: 

(i) worked according to a written roster of at least 28 days duration; and 

(ii) posted at least 28 days before it comes into operation in each work 
location where it can be readily seen by Employees and representatives 
of the Employees, including the Union without notice. 

(c) Nothing in this clause prevents an Employer placing an Employee on-call in 
circumstances where the requirement for the Employee to be rostered on-call was 
not known at the time the roster was released, save that where this occurs, the 
allowance at 98.6 applies. 

(d) On-call/recall payments are located at 95 and Schedule 2. 

98.6 Change of Roster Allowance 

(a) If the Employer changes an Employee's roster or planned on call roster once set in 
accordance with subclauses 98.4 or 98.5 (on-call roster), other than as excepted 
in 98.2(d), the Change of Roster Allowance will apply in relation to each change as 
follows: 

(i) · 7 days' or less notice, 5 per cent of the Allowance Rate (as defined) 

(ii) 8 to 14 days' notice, 2.5 per cent of the Allowance Rate (as defined) 

(b) This allowance is not payable to a part-time Employee for an additional shift 
worked unless the circumstances described in subclause 99 (Supplementary 
Roster) apply. 

98.7 Replacing unplanned absences - bed based services 

(a) Reasonable effort to replace with permanent employee 

(i) In the event a vacancy occurs on the roster arising from an unplanned 
absence of the rostered employee, a reasonable effort must be made to 
fill the vacancy with a permanent employee working no less than the 
same shift length as was rostered. 

(b) In this clause, a reasonable effort means: 
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(i) contacting nurses who are available including in accordance with the 
supplementary roster; 

(ii) if the shift is not filled, seeking to allocate a permanent pool employee 
(where relevant); 

(iii) where the shift is not filled, seeking to fill the position via casual bank. 

(c) The Employer will document its attempts to replace the vacancy which must be 
available for inspection by the Union and local Union representatives upon 
request. 

98.8 Replacing unplanned absences- Community Mental Health Teams 

(a) Employers will have regard to team vacancies, existing workload and the 
availability of suitable internal employees when considering whether to backfill 
unplanned vacancies in Community Teams. 

Where backfill is not provided, the Employer will consult with Employees and 
implement measures to mitigate any increase to workload as a result of the backfill 
not being provided. 

98.9 Use of bank or agency staff 

Where, after a reasonable effort, the Employer cannot obtain a permanent employee, the 
rostered shift can be filled by an agency staff member. 

98.10 Dispute Resolution 

Disputed matters will be resolved in accordance with the dispute settlement procedure of 
this Agreement. 

99. Supplementary Roster 

99.1 In addition to the roster under clause 98 (Rosters), the Employer will maintain a 
supplementary roster. 

99.2 If an additional shift is worked: 

(a) under the supplementary roster, it is an 'additional shift worked by agreement' and 
does not attract the 'change of roster' allowance under clause 98(Rosters). 

(b) not under the supplementary roster, it attracts the 'change of roster' allowance as 
described at subclause 99.6 below. 

99.3 A supplementary rosterfacilitates additional shifts worked on a voluntary basis. The 
supplementary roster will: 

(a) display vacant shifts, at a point in time, which Employee can nominate to work; 
and 

(b) contain a 'stand-by' facility where Employees wishing to work extra shifts can 
nominate the days I shifts they wish to work should such vacancies arise in the 
normal roster. 

99.4 Vacancies that arise in the normal staffing roster will, as far as possible, be filled through the 
supplementary roster. 

99.5 Nothing in this clause prevents an Employer from operating an electronic supplementary 
roster, provided it meets the objectives of subclauses 99.2-99.4 above. 

99.6 Where vacancies in the normal staffing roster cannot be filled from the supplementary roster, 
Employees may be requested to work an additional shift (subject to the provisions of this 
Agreement). If an Employee does work the additional shift as requested they will receive the 
"change of roster allowance" in Schedule 2 in addition to any other entitlement on each 
such occasion. 

99.7 A contract of employment that requires an Employee be available for extra shifts does not 
override this provision. 
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99.8 Overtime remains payable where it would otherwise apply, such as double shifts. 

99.9 This clause does not inhibit Employees swapping shifts amongst themselves (subject to 
operational requirements) in which case no change of roster allowance is payable. 

100. Rest and Meal Breaks 

100.1 Rest Intervals 

At a time suitable to the Employer two rest intervals of 10 minutes each shall be given to all 
Employees during each day or rostered shift and shall be counted as time worked. 

100.2 Meal breaks 

Except as provided for in clause 100.2(b) and (c), a meal break of not less than 30 minutes 
and not more than 60 minutes shall be provided to each Employee during a shift. The meal 
break shall not be counted as time worked. 

(a) Employees are entitled to leave the ward/unit area during their meal break. 

(b) An Employee unable to take their meal break on an ad hoe basis will be paid for 
the meal break as time worked at their ordinary rate plus 50%. 

(c) Where Employees are regularly unable to take their meal breaks, a 'crib time' 
arrangement will operate. The crib time arrangement entitles an Employee to a 
paid meal interval of not less than twenty minutes to commence between three 
hours and five hours of duty at a rate equivalent to ordinary hours. 
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SECTION 21 PART F: PUBLIC HOLIDAYS, 
LEAVE AND RELATED MATTERS 

101. Annual Leave 

This clause does not apply to casual Employees. 

101.1 Entitlement to Annual Leave 

(a) An Employee is entitled to 190 hours paid annual leave for each year of service. 

(b) A weekend worker is entitled to a further 38 hours' paid annual leave for each year 
of service as follows: 

(i) (Eligibility for Additional Leave) For the purposes of this clause 101 a 
"weekend worker" is: 

A. up to 30 June 2022, a full time Employee required to work 
ordinary hours on weekdays and weekends throughout the 
year of service. In this case, the pro rata calculation will be 
based on each month in which the employee is engaged to 
work ordinary hours on weekends and weekdays; and 

B. on and from 1 July 2022, a full time Employee (or part-time 
Employee in accordance with subclause 101.2) required to 
work ordinary hours on at least 10 weekends per year (which, 
for the purposes of this sub-clause, includes a Sunday night 
shift), In this case, the pro rata calculation will be based on 
each week in which the employee is engaged to work ordinary 
hours on weekends. 

save that an Employee required to work ordinary hours on weekends 
who does not meet the requirements at (A) or (B) will be entitled to the 
additional leave under this clause on a pro rata basis. 

(ii) (Accrual Rate) The further 38 hours' annual leave is credited to a 
weekend worker as follows: 

A. up to 30 June 2022, at the rate of half a day for each month 
worked as a weekend worker, up to a maximum of 38 hours; 
and 

B. on and from 1 July 2022, at the rate of 3.8 hours for each week 
worked as a weekend worker, up to a maximum of 38 hours. 

(iii) (Savings provision) If an Employee is a weekend worker as at 30 June 
2022 (or would be a weekend worker but for the operation of an 
arrangement under clause 65 (Flexible Working Arrangements) or 66 
(Individual Flexible Working Arrangements) or an absence from work on 
parental leave), the calculation under subclause 101.1 (b)(i)A. will 
continue to apply to that Employee after 1 July 2022 unless or until: 

A. the new arrangement applicable on and from 1 July 2022 is 
more beneficial for the Employee; 

B. the Employee changes Employers; 

C. the Employee requests (and the Employer agrees) to move the 
Employee from full time to part-time employment other than as 
part of an arrangement under clause 65 or 66 (e.g. a flexible 
working arrangement, family violence arrangement or reduced 
hours on return from parental leave); or 

D. the Employee initiates a change that means they no longer 
perform weekend work. For example: 
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1) where an Employee requests a change to a different 
role that does not require the performance of 
weekend work; 

2) where an Employee requests to move from a rotating 
or similar roster that includes weekends, to fixed 
shifts that do not include weekend work; or 

3) where an Employee (at their request) relocates to a 
ward with a different system of work (for the removal 
of doubt, this does not include where an Employee 
requests to move to a ward with the same general 
system of work). 

(c} Annual leave accrues progressively during a year of service according to the 
Employee's ordinary hours of work and accumulates from year to year. 

(d) For the purposes of this clause, a week for a full-time employee equals 38 hours. 

101.2 Part time Employees 

Annual leave (including the entitlement under subclause 101.1 (b)(i)B) will accrue 
progressively to a part time Employee on a pro rata basis 

Examples of how a pro rata accrual will be calculated under clause 101.1(b)(i)B 

1. A part time employee who works 16 hours in a week, and works 10 weekends in a year 
accrues an extra week of annual leave at 16 hours, i.e. a total of 5 weeks at 16 hours per week 
(80 hours) plus another 16 hours for a total of 96 hours annual leave 

2. A part time employee who works 16 hours a week but also works additional ordinary hours from 
time to time, and works 10 weekends in a year, accrues an extra week of annual leave at their 
average hours over the accrual period, i.e. a total of 5 weeks at their average hours per week 
e.g. 24 hours (96 hours) plus another 24 hours for a total of 120 hours annual leave 

3. A part time employee who works some weekends, but not 10. Rather than accruing 3.8 hours 
per occasion to a maximum of 38 hours as a full time employee would, the part time employee 
is entitled to the pro-rata equivalent of 3.8 hours per occasion - in the case of an employee 
working or averaging 24 hours per week, that employee would receive 2.4 hours of annual 
leave per occasion to a maximum of 24 hours additional leave during the accrual period. 

101.3 Taking paid annual leave 

(a) Paid annual leave may be taken for a period agreed between an Employee and 
their Employer. 

(b) The Employer must not unreasonably refuse to agree to a request by the 
Employee to take paid annual leave. 

(c) Once annual leave is approved, it must not be unilaterally changed by the 
Employer. Where extraordinary circumstances arise, such that the Employer 
wishes the Employee to change the timing of their approved leave, any change 
may only occur through consultation and agreement. 

(d) Where it is likely the leave request will be rejected, the Employer and Employee 
will consult on alternate leave days within the 10 day period or, in the case of high 
demand holiday period, the period between the date specified at 85.3(f)(i} and 
85. 3(f)(iii). 

(e) Where the paid annual leave is for a period other than a high demand holiday 
period: 

(i) The Employee will submit a written request for annual leave at least 6 
weeks prior to the first day of the proposed leave period/sunless it is not 
reasonable to do so in the circumstances; and 
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(ii) within ten (10) week days of the leave request, the Employer will notify 
the Employee in writing that their annual leave request is approved or, if 
not approved, the reasons for the leave not being approved. 

(f) High Demand Holiday Periods 

An employer will develop and publish to affected Employees (which may be a 
specific ward orwork area) requirements for a high'demand holiday period. 
Where this occurs, the requirement must 

(i) Identify the high demand holiday period; 

(ii) Identify the date by which a written request for annual leave should be 
submitted; and 

(iii} Identify the date by which the Employer will notify the Employee in writing 
that their annual leave request is approved or, if not approved, the 
reasons for the leave not being approved. 

(iv} In determining applications for high-demand periods, the Employerwm 
consider all the circumstances including but not limited to: 

A. the Employer's operational needs; 

B. the Employee's family responsibilities; and 

C. whether previous leave applications for the same high-demand 
period were or were not successful. 

Example -A ward generally receives more applications for annual leave 
over school term breaks than it can accommodate. This means that school 
term breaks are 'high demand periods' for that ward within the meaning of 
this sub clause 101.3(f) and the NUM/MUM must publish the information 
specified above at 101.3(f)(i) to 101.3(f)(iii) and, when determining the 
applications, apply the considerations at 101.3(f)(iv). 

101.4 Excess annual leave accruals ~ general provision 

(a) An Employee has an excess leave accrual where the Employee has two years or 
more of annual leave entitlement accrued in accordance with this clause 101. 

( b) If an Employee has an excess leave accrual, the Employer or the Employee may 
seek to confer with the other and genuinely try to reach agreement on how to 
reduce or eliminate the excess leave accrual. 

'Genuinely trying to reach agreement' will include: 

(i) providing the Employee a reasonable opportunity to submit a plan to 
reduce the leave to not less than eight (8) weeks within six months, 
subject to (ii) below; and 

(ii) the Employer not unreasonably refusing to agree to a leave reduction 
plan which includes saving leave for an extended vacation within 12 
months of the date of agreement to the leave reduction plan. 

(c) The leave reduction plan is to be in writing and signed by both the Employer and 
the Employee. 

101. 5 Excess Annual leave accruals - no agreement reached 

(a) Direction by Employer 

Where the Employer has genuinely tried to reach agreement with an Employee 
under clause 101.4(b) but agreement is not reached (including because the 
Employee refuses to confer), the Employer may direct the Employee in writing to 
take one or more periods of paid annual leave. 

However, in directing that the Employee take leave under this subclause 101.5(a): 
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(i) the Employee cannot be directed to reduce the accrued leave to Jess 
than eight (8) weeks; 

(ii) the Employer cannot require an Employee to take any period of paid 
annual leave of less than one week; 

(iii) the Employer cannot require the Employee to take a period of paid 
annual leave beginning less than 8 weeks or more than 12 months after 
the direction is given; and 

(iv) the direction must not be inconsistent with any leave arrangement 
agreed by the Employer and Employee. 

(b) Where the Employer issues a Direction 

Where the Employer issues a direction to the Employee to take paid annual leave 
in accordance with paragraph (a):. 

(i) the Employee must take paid annual leave in accordance with that 
direction; and 

(ii) the Employee may request to take a period of paid annual leave as if the 
direction had not been given. 

(c) Request by Employee for Leave 

If the Employee has genuinely tried to reach agreement with the Employer under 
subclause 101.4(b) but agreement is not reached (including because the Employer 
refuses to confer) the Employee may give a written notice to the Employer 
requesting to take one or more periods of paid annual leave. 

However, a notice under this su bclause 101 .5( c): 

(i) may only be given if the Employee has had an excess leave accrual for 
more than 6 months at the time of giving the notice; 

(ii) may only be given if the Employee has not been given a direction under 
subclause 102.5(a) that, when any other paid annual leave 
arrangements are taken into account would eliminate the Employee's 
excess accrual; 

(iii) must not, if granted, result in the Employee's remaining accrued 
entitlement to paid annual leave being, at any time, Jess than 6 weeks 
when other paid annual leave arrangements are taken into account; 

(iv) must not provide for the employee to take any period of paid annual 
leave of less than one week; 

(v) must not provide for the employee to take a period of paid annual leave 
beginning less than 8 weeks or more than 12 months, after the notice is 
given; 

(vi) must not be inconsistent with any leave arrangement agreed by the 
Employer and Employee; and 

(vii) must not be for more than 1 full year's entitlement to annual leave as 
prescribed by 101.1 and 101.2 above. 

(d) Where the Employee requests leave by notice 

Where the Employee gives written notice to the Employer to take one or more 
periods of paid annual leave in accordance with paragraph (c), the Employer must 
grant paid annual leave requested by the notice under paragraph (c). 

(e) Disputes regarding excess annual leave 

Without limiting the Dispute Resolution Procedure of the Agreement, either an 
Employee or Employer (or their representative/s) may refer a dispute about the 
following matters to the Commission: 
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(i) a dispute about whether the Employer or Employee has requested a 
meeting and genuinely tried to reach agreement; 

(ii) a dispute about whether the Employer has unreasonably refused to 
agree to a request by the Employee to take paid annual leave; 

(iii) a dispute about whether a direction to take leave complies with the 
clause; and 

(iv) a dispute about a leave reduction plan referenced in clauses 101.4{b) 
and (c). 

101.6 Short periods of annual leave 

Paid annual leave under this clause can be taken in periods less than an Employee's 
ordinary fortnight (short period), including single days in which case any notice period may 
be waived by agreement. 

101.7 Employee not taken to be on paid annual leave at certain times 

(a) Public Holidays 

See also clause 104 (public holidays) 

If an Employee takes paid annual leave during a period that includes a public 
holiday, the Employee is taken not be on paid annual leave on that day. 

(b) Other Periods of Leave 

See also clause 102 (Personal Leave) and 44 (Compassionate Leave) 

(i) An Employee may take other types of leave, such as personal leave or 
compassionate leave whilst on annual leave. An Employee is taken not 
to be on paid annual leave whilst on other leave and the Employee's paid 
annual leave accrual will be amended to reflect this. These provisions do 
not apply to unpaid parental leave. 

(ii) An Employee taking personal leave whilst on annual leave will provide 
the Employer with evidence in accordance with clause 102 (Personal 
Leave). 

(iii) Where an Employee takes other leave during annual leave, any annual 
leave loading received for a period that is no longer annual leave is taken 
to have been paid in advance as requlred in clause 101.8 (Payment for 
Leave) or may be deducted from any payment required to be made under 
clause 101 .10 (Effect of termination on annual leave). 

101. B Paym entfor leave 

(a) Employees will receive their ordinary pay and any amount required by clause 
101.9 (Annual leave loading or penalties) during periods of annual leave. Ordinary 
pay for the purposes of this clause means remuneration for the Employee's normal 
weekly number of hours of work calculated at the ordinary time rate of pay 
provided that: 

(i) where an Employee has performed higher duties for an aggregate period 
of three months or more in a twelve (12) month period, ordinary pay will 
be adjusted proportionally to reflect the period during which higher duties 
were performed; and 

(ii) normal weekly hours for a part time Employee who performs additional 
shifts will reflect the additional hours worked over the 12 month period. 

(b) Payment for paid annual leave will be in advance for the period of such leave 
except for a short period (as defined in clause 101.6}. 

101.9 Annual leave loading or penalties 

(a) In addition to ordinary pay (as defined) an Employee wm receive the higher of: 
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(i) leave loading of 17.5% calculated on the relevant rate of salary 
prescribed in Appendix 2, subject to the cap at sub-clause (b), or 

(ii) the payments listed below which the Employee would have received had 
the Employee not been on leave, for each week of leave: 

A. shift allowances (clause 88); 

B. rates for Saturday, Sunday (clause 87); 

C. qualification allowance (clause 85); 

D. uniform allowances (clause 89). 

(b) Leave loading under sub-clause 101.9(a)(i) is payable on: 

(i) a maximum of 152 hours in respect of any year of employment, and 

(ii) NUM Year 2. 

(c) The cap under sub-clause 101.9(b)(ii) is to determine which payments the 
Employee would have received had the Employee not been on leave for the 
purpose of sub-clause 101.9(a)(ii), this will be done either by: 

(i) the projected roster, being the roster the Employee would have worked 
had they not been on leave, or 

(ii) where there is no projected roster, the rosters for the twelve weeks 
immediately preceding the leave excluding any period during which the 
Employee was not on the roster (for example, because of attendance at 
approved Professional Development or another form of paid leave). 

101.10 Effect of termination on annual leave 

(a) Where an Employee's employment ends for any reason, the Employer must pay to 
the Employee any untaken accrued annual leave. The amount payable to the 
Employee is the amount the Employee would have received had the Employee 
taken the leave at the time of termination, including any payment under clause 
101.9 (Annual leave loading or penalties). 

(b) If annual leave has been taken in advance and, at the time the employment 
terminates, the Employee has a negative paid annual leave accrual, the Employer 
may deduct a sum equal to the negative annual leave accrual (at the amount paid 
at the time the annual leave was taken in advance) from any remuneration 
payable to the Employee upon termination of employment. 

101.11 Accrued Days Off 

(a) Where the system of work provides for accrued days off, Employees shall work an 
additional 0.4 hours per day, or 2 hours per week, to facilitate one accrued day off 
(ADO) after every 4 weeks of service. 

(b) The maximum ADOs shall be 13 in any calendar year, provided that one (1) ADO 
shall be taken in conjunction with a period of annual leave, for which no additional 
payment is to be made. 

(c) Accrued days off are to be taken as single days on a rostered basis (i.e. 1 ADO in 
ach 28~day cycle), as agreed between the Employer and Employee provided that 
the Employer and Employee may mutually agree to defer a rostered ADO for a 
maximum of one month, but only in exceptional circumstances. 

101.12 Cashing Out of Annual Leave 

An Employee may, with the consent of the Employer, choose to cash out paid annual leave 
in accordance with this clause. 

(a) Written request and written agreement 

An Employee wishing to cash out annual leave must make a written request to the 
Employer. Where the Employer agrees to that request, the Employee and the 
Employer will record the agreement in writing. 
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(b) Terms of agreement must comply with terms 

A written agreement must comply with the following terms: 

(i) paid annual leave must not be cashed out if the cashing out would result 
in the Employee's remaining accrued entitlement to paid leave being less 
than one years' accrual of annual leave each cashing out of a particular 
amount of paid annual leave must be by a separate agreement in writing 
between the Employer and the Employee; and 

(ii) the Employee must be paid at least the full amount that would have been 
payable to the Employee had the Employee taken the leave that the 
Employee has forgone, including annual leave loading and 
superannuation to the Employee's nominated Fund; and 

(iii) an Employee cannot cash out more than 2 weeks paid annual leave in 
any 12-moilth period. 

(c) Payments made in accordance with this clause extinguish an Employee's right to 
access annual leave or receive further payment for the period of annual leave paid 
out. 

101.13 Part-time Employees - cashing out of annual leave where contracted EFT fraction has 
reduced 

A part-time Employee that has reduced their EFT fraction, may request to cash out accrued 
annual leave in conjunction with taking a period of annual leave so that the total payment for 
the period is equivalent to the previous EFT fraction. The request and any agreement must 
comply with the requirements of clause 101.12 above save that: 

(a} the requirement that paid annual leave must not be cashed out if the cashing out 
would result in the Employee's remaining accrued entitlement to paid leave being 
less than six weeks calculated using the new EFT fraction; and 

(b} the limit on cashing out no more than 2 weeks annual leave will not apply 

102. Personal leave 

This clause does not apply to casual Employees. The entitlements of casual Employees are 
set out in clause 103. 

102.1 Amount of Paid Personal Leave 

(a) A full time Employee is entitled to the following amount of paid personal leave: 

(i) 91 hours and 12 minutes or as provided by the N ES (whichever is the 
greater) in the first year of service; 

(ii) 106 hours and 24 minutes or as provided by the NES (whichever is the 
greater) in each year in the second, third and fourth years of service; 

(iii) 159 hours and 36 minutes in the fifth and following years of service. 

102.2 Additional Leave 

In additional to the personal leave and compassionate leave clauses contained within this n 
Agreement. a full time Employee is entitled to an additional 30 hours and 24 minutes of paid 
personal leave each year where their paid personal leave entitlement has been exhausted. 
This additional leave does not accrue from year to year. 

102.3 A part time Employee accrues leave on a pro rata basis. 

102.4 Paid personal leave accrues progressively during a year of service according to the 
Employee's ordinary hours of work (excluding overtime) and accumulates from year to year. 

102.5 Payment for leave 

{a) Payment will be made based on the number of ordinary hours the Employee would 
have worked on the day or days on which the leave was taken. 
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(b) An Employee utilising personal leave may take leave for part of a single day. 
Leave will be deducted on a time for time basis from the Employee's accrued 
personal leave. 

102.6 Access to paid personal leave 

Subject to the conditions set out in this clause, an Employee may take paid personal leave if 
the leave is taken: 

(a) due to personal illness or injury {sick leave); or 

{b) to care for or support a member of the Employee's Immediate Family or 
household, or to care for someone who is wholly or substantially dependant on the 
Employee, because of: 

(i) a personal illness or injury affecting them; or 

(ii) an unexpected emergency (carer's leave). 

(iii) the requirement to provide ongoing care or attention to another person 
who is wholly or substantially dependent on the Employee, provided that 
the care or attention is not wholly or substantially on a commercial basis 
(carer's leave). 

(c) In normal circumstances an Employee must not take personal leave under this 
clause to care for someone where another person has taken leave to care for the 
same person. 

102.7 Personal Leave used for personal illness or injury (sick leave) 

(a) General 

An Employee may take personal leave for the reasons described at clause 102.6 
above and clause 102.?(b) below. 

(b) Personal Leave to Attend Appointments 

An Employee may use up to five days personal leave, in aggregate, in any year of 
service on account of a disability or where the Employee is required to attend a 
registered health practitioner. 

(c) Evidence requirements 

An Employee taking sick leave will give the Employer evidence that would satisfy a 
reasonable person the Employee is absent due to personal illness or injury or, in 
the case of leave taken to attend an appointment (see clause 102.?(b)) evidence of 
attendance. Evidence that would satisfy a reasonable person that the 
Employee is absent due to personal illness or injury includes: 

(i) a medical certificate from a registered health practitioner acceptable to 
the Employer; or 

(ii) a Statutory Declaration signed by the Employee with respect to 
absences on three occasions in any one year not exceeding three 
consecutive working days each. 

(d) Exception to evidence requirement-single day absences 

An Employee may be absent for a single day without evidence of personal illness 
or injury as required at clause 102. 7(c) above, on not more than three occasions 
per year of service. However, an Employee will not be entitled to this benefit if the 
Employee fails to notify ~he Employer pursuant to health service procedure of the 
single day absence as set out at clause 102.?(f) below. 

(e) Single Day Absences Without Certificate-Additional Leave 

Where the one day absences referred to in clause 102. 7(d) are not taken for a 
period of five years, an additional 38 hours personal leave will be added to the 
Employee's accrued entitlement. 

(f) Notice requirements 
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(i) An Employee should inform 1he Employer of their absence no less than 
1.5 hours prior to the commencement of the rostered shift or as soon as 
reasonably prac1icable to allow the Employer to take necessary steps to 
backfill the absence. This provision does not apply where an Employee 
could not comply because of circumstances beyond the Employee's 
control. 

(ii) The Employer will inform Employees of the procedure for notification by 
Employees of their inability to attend work due to illness or injury. AH 
such notifications will be registered, detailing the time of notification and 
the name of the Employee. 

(g) Failure to provide notice of absence 

Personal leave will not be withheld by an Employer until all reasonable steps have 
been taken to investigate the Employee's lack of advice as required by clause 
102.?(f) regarding the absence from duty. Such an investigation must provide the 
Employee with an opportunity to give reasons as to why notification was not given. 

102.8 Personal Leave used to care for an immediate family or household member (Carers 
Leave} 

(a) Evidence requirements 

The Employee must, if required by the Employer, establish by production of a 
Proof of Attendance or statutory declaration or other evidence that would satisfy a 
reasonable person, that a member of the Employee's immediate family or 
household has either: 

{i) an illness or injury; or 

(ii) an unexpected emergency; 

that requires their care or support. In the case of an unexpected emergency, the 
Employee will identify the nature of the emergency. An 'unexpected emergency' 
includes providing care or support to a family or household experiencing family 
violence as described at clause 45.5(b). 

(b) Notice requirements 

(i) The Employee must, where practicable, give the Employer notice of the 
intention to take leave prior to the absence, that includes: 

A. the name of the person requiring care or support and 1heir 
relationship to the Employee, 

B. the reasons for taking such leave, and 

C. the estimated length of absence. 

(ii} If it is not practicable for the Employee to give prior notice of absence, 
the Employee must notify the Employer of the absence by telephone at 
the first opportunity on 1he day of absence. 

(c) Unpaid leave where accruals exhausted 

An Employee who has exhausted paid personal leave en1itlements is entitled to 
take unpaid carer's leave. The Employer and the Employee will agree on the 
period. In the absence of agreement, the Employee is entitled to take up to two 
days (or two full shifts where ordinary shifts exceed 8 hours) per occasion, 
provided the evidentiary requirements are met. 

102.9 Personal leave on a public holiday 

See also clause 104 (Public Holidays) 

If the period during which an Employee takes paid personal leave includes a day or part•day 
that is a public holiday in the place where the Employee is based for work purposes, the 
Employee is taken not to be on paid personal leave on that public holiday. 
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102.10 Portability of Personal Leave -

Where an Employee is and has been in the service of an employing institution transfers to 
an (or another) Employer, the Employer will credit accumulated Personal Leave to such an 
Employee in their new employment, provided: 

(a} the period of absence between employment with one institution and another is less 
than an Employee's allowabie period of absence (as defined in clause 47.2(a)); 

(b) Continuity of service will be deemed to be unbroken where the period of absence 
is equal to or less than an Employee's allowable period of absence between an 
engagement with one employer and another. An absence in excess of the 
allowable period of absence will operate so as to exclude the Employee from any 
benefit under this subclause 102.10. 

(c) The Employer may require an Employee to produce a written statement from their 
previous employing Institution specifying the amount of accumulated personal 
leave standing to the credit of such Employee at the time of leaving that previous 
employment. 

(d) Where an Employee transfers to an (or another) Employer and remains engaged 
on casual bank/or as a casual Employee with their previous Employer, the new 
Employer will not exclude the Employee from any benefit under this subclause 
102.10. 

(e) Provided further that where any Employee for the sole purpose of undertaking a 
course of study related to nursing is, with the written approval of the Employer, 
absent without pay for up to but not exceeding 104 weeks, such absence will not 
be deemed to have broken continuity of service but will not be counted as service 
for the purpose of establishing entitlement to personal leave portability · 

102.11 Termination of Employment while on Personal Leave 

No Employer will terminate the services of an Employee during the currency of any period of 
personal leave, with the object of avoiding obligations under this clause. 

103. Casual Employment- Caring responsibilities 

103.1 Subject to the evidentiary and notice requirements that apply to Personal Leave under 
clause 102.8, a casual Employee is entitled to be unavailable to attend work, or to leave 
work, if they need to provide care or support to a member of the Employee's immediate 
family or household because of: 

(a) a personal illness, or personal injury, affecting them; or 

(b) an unexpected emergency affecting them; or 

(c) the birth of a child; 

103.2 The Employer and the Employee will agree on the period for which the Employee will be 
entitled to be unavailable to attend work. In the absence of agreement, the Employee is 
entitled to not be available to attend work for up to two days per occasion, which may be 
taken as a single continuous period of up to two days or any separate periods to which the 
Employer and Employer agree. 

103.3 The casual Employee is not entitled to any payment for the period of non-attendance. 

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

103.5 Where the Employer requires the casual Employee to provide satisfactory evidence to 
support the taking of leave, the Employee will be required to meet the evidence 
requirements above. 
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104. Public Holidays 

104.1 An Employee will be entitled to pa id time off ( or penalty payments for time worked) in 
respect of public holidays in accordance with this clause. 

104.2 Subject to sub-clause 104.4, the public holidays to which this clause applies are the days 
determined under Victorian law as public holidays in respect of the following occasions: 

(a) New Year's Day, Australia Day, Christmas Day and Boxing Day: and 

(b) Good Friday, the Saturday immediately before Easter Sunday (Easter Saturday), 
Easter Monday, Anzac Day, Queen's Birthday and Labour Day; and 

(c) Melbourne Cup Day, or in lieu of Melbourne Cup Day, some other day as 
determined under Victorian law for a particular locality; and 

(d) any additional public holiday declared or prescribed in Victoria or a locality in 
respect of occasions other than those set out in clause 104.2(a) above. 

( e) If a day or days are not determined in respect of any of the occasions in clause 
104.2(a), 104.2(b) or 104.2(c) above under Victorian law in any year, the public 
holiday for that occasion will be the day or date upon which the public holiday was 
observed in the previous year. 

104.3 Applicability of penalty payments for some public holidays falling on a weekend 

When Christmas Day, Australia Day, Boxing Day, or New Year's Day (Actual Day) is a 
Saturday or a Sunday, and a substitute or additional holiday is determined under Victorian 
law on another day in respect of any of those occasions (Other Day): 

(a) Weekend Workers and casual Employees shall receive penalty payments 
pursuant to sub-clause 104.5 below for time worked on the Actual Day or on the 
Other Day if the Employee does not work ordinary hours on the Actual Day: and 

(b) all other Employees will receive penalty payments pursuant to sub-clause 104.5 
below for time worked on the Other Day. 

104.4 Substitution of one public holiday for another 

An Employer, with the agreement of the Unions, may substitute another day for any 
prescribed in this clause other than Christmas Day, Boxing Day, New Year's Day and 
Australia Day: 

(a) An Employer and its Employees may agree to substitute another day for any 
prescribed in this clause (other than Christmas Day, Boxing Day, New Year's Day 
and Australia Day). For this purpose, the consent of the majority of affected 
Employees will constitute agreement. 

(b} An agreement pursuant to sub-clause 104.4(a) above shall be recorded in writing 
and be available to every affected Employee. 

(c) The Unions shall be informed of an agreement pursuant to sub-clause 104.4(a) 
above and may within seven days refuse to accept it. The Unions will not 
unreasonably refuse to accept the agreement. 

(d) If a Union refuses to accept an agreement, the parties will seek to resolve their 
differences to the satisfaction of the Employer, the Employees and the Union. 

104.5 Penalty Payments in respect of public holidays 

(a) An Employee, other than a casual, who performs work (including overtime work) 
on a public holiday (or where Christmas Day, Boxing Day, New Year's Day or 
Australia Day fall on a weekend, the day to which penalty rates apply pursuant to 
sub-clause 104.3 above) will be entitled to be paid: 

(i) 200% (based on 1138th of the weekly salary set out in Schedule 2) for 
the time worked on a public holiday Monday to Friday; or 
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(ii) 250% (based on 1138th of the weekly salary set out in Schedule 2) for 
the time worked on a public holiday on a Saturday or Sunday (which is 
inclusive of the rates in sub-clause 87). 

(b) A casual Employee who performs work (including overtime work) on a public 
holiday (or where Christmas Day, Boxing Day, New Year's Day or Australia Day 
fall on a weekend, the day to which penalty rates apply pursuant to clause 104.3) 
will be entitled to be paid inclusive of the casual loading; 

(/) 250% (based on 1138th of the weekly salary set out in Schedule 2) for 
time worked on a public holiday Monday to Friday; or 

(ii) 312.5% (based on 1138th of the weekly salary set out in Schedule 2) for 
time worked on a public holiday on a Saturday or Sunday (which is 
inclusive of the rates in sub-clause 87 above) . 

104.6 Accrued days off on public holidays 

Where a public holiday falls on a day upon which a full-time Employee would ordinarily have 
been required to be on duty, but the Employee is on an accrued day off, another day will be 
determined by the Employer to be taken by the Employee in lieu of the public holiday, such 
day to be within the same work cycle where practical. 

104.7 Public holidays occurring on rostered days off 

(a) Subject to sub-clause 104.?(b) and 104.?(c) below, a full-time Employee will 
receive a sum equal to a day's ordinary pay for public holidays that occur on their 
rostered day off. 

{b} Subject to sub-clause 104.7(c) below, if a public holiday falls on Saturday or 
Sunday then sub-clause 104.7(a) above will only apply to Weekend Workers. 

(c) Where on each occasion that Christmas Day, Boxing Day, New Year's Day or 
Australia Day falls on a weekend, and under Victorian law an additional day or 
substitute day (Other Day) applies as a public holiday in respect of that occasion, 
and: 

(i) the Employee is rostered off for both the actual day and the Other Day, 
then only one day's payment will be made under sub-clause 104.7(a) 
above:or 

(ii) the Employee works only on one of either the actual day or the Other 
Day, and receives penalty rates for the day worked, the Employee will 
not receive a payment under sub-clause 104. ?(a) above in respect of the 
day not worked. 

104.8 Public Holiday Night Duty 

(a) An Employee, whether full time or part time, who is rostered to work on the night 
shift ending on the Public Holiday will receive the Public Holiday penalty rates for 
the entire shift. 

(b) Employees rostered to work on the night shift commencing on the Public Holiday 
will not receive the Public Holiday penalty rates for the entire shift. 

{c) An Employee not rostered to work on the night shift ending on the Public Holiday 
will receive the applicable rostered off benefit. 

104.9 Part-time Employees 

The entitlement to public holiday benefits under this Agreement for a part.time Employee 
who is rostered off duty on the day on which a public holiday occurs is to be determined as 
follows: 

(a) Where on each occasion that Christmas Day, Boxing Day, New Year's Day or 
Australia Day falls on a weekend, and under Victorian law an additional day or 
substitute day (Other Day) applies as a public holiday in respect of that occasion, 
and: 
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(i) a part-time Employee is not rostered on for both the actual day and the 
Other Day, then only one day's payment will be made under this clause; 
or 

(ii) a part-time Employee works only on one of either the actual day or the 
Other Day, and receives penalty rates for the day worked, the part-time 
Employee will not receive a payment in respect of the day not worked. 

(b) Where a public holiday occurs on a day that a part-time Employee would normally 
work, but the Employee is not required by the Employer to work on that day, the 
part-time Employee shall be paid an amount equal to the Employee's ordinary rate 
of pay for the hours the Employee would normally have worked on that day. 

{c) Where a public holiday occurs on a day a part-time Employee is not rostered to 
work, the part-time Employee will receive a payment in respect of that public 
holiday equal to their ordinary pay for the average daily hours worked by that 
Employee over the previous six months, or their period of employment by the 
Employer if less than six months 

Example: 

Average Shift Length 
Hours 

Base Payment Penalty Payment 

24 hours 

38 hours X 8 hours 5.05 hours T1 5.05 hrs 

(d) Notwithstanding where otherwise provided, a part-time Employee who is only ever 
employed between a Monday to Friday, will not receive any entitlement to the 
Saturday before Easter Sunday. 

104.10 A benefit arising from clause 104.6] or 104.7 will not be diminished where an Employee is 
required to, and does, perform recall work on that day. 

104.11 For the purpose of this clause only, a Weekend Worker is an Employee who works ordinary 
hours on a Saturday or Sunday. 

104.12 Substituted Leave - Former Section 97 Employees 

In lieu of other provisions in this clause, Employees who, as at 19 December 1997, were 
Employees of the Department and had an entitlement to substituted leave will continue to 
receive substituted leave in accordance with the following: 

(a) full-time Employees -who work shift work - will be granted the number of declared 
public holidays in a year as paid leave of absence regardless of whether the 
Employee works a public holiday or not. 

(b) part-time Employees - who work shift work - will be granted a substituted leave 
day when they work a public holiday in addition to a 50% penalty payment. 
Alternatively, the Employee may elect not to be granted the substituted leave day 
but be compensated in lieu thereof by payment of an additional 100%. 
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SECTION 21 PART G: EDUCATION AND 
PROFESSIONAL DEVELOPMENT 

105. Professional development and associated entitlements 

Other than subclause 105.6, this clause does not apply to casual Employees. 

105.1 Profess ion al developmenUstudy leave 

(a) All absences resulting from approved leave under this clause will be back-filled in 
bed based services where the Employee would ordinarily have a patient/client 
allocation. 

(b) All full-time and part-time Employees who work a minimum of three shifts per week 
are entitled to five days' paid professional developmenVstudy leave per year (in 
addition to other leave entitlements in this Agreement). 

(c) All other part-time Employees are entitled to two days paid professional 
development/study leave per year. 

( d) An Employee who is a Nurse Practitioner will be entitled to a further 1 0 hours of 
paid professional development leave per annum. 

(e) A day's pay will be based on the individual Employee's usual shift length. For 
example, a night shift worker who takes professional development leave for a 10-
hour night shift is entitled to 10 hours payment. 

{f) Employees may access all or part of a subsequent year's entitlement during one 
year. The entitlement for the subsequent year will reduce accordingly. 

(g) Professional developmenVstudy leave may be utilised: 

(i) to attend nursing or health related conferences, seminars or workshops; 
and/or 

(ii) for research or home study; and/or 

(iii) for unaertaking study; and/or 

(iv) to support State Government initiatives to improve workforce 
development of priority areas of nursing care 

(h} Leave is available only on application by the Employee. An Employee wishing to 
take professional development/study leave must apply in writing to the Unit 
Manager at least 6 weeks' prior to the proposed leave date. If the Employee is 
wishing to take professional development/study leave to undertake home study the 
Employee is reQuired to complete an application form providing details of the home 
study, including details of the relevance of the study to the Employee's employment 

(i) The use of professional development leave is at the sole discretion of the 
Employee. 

{j) An Employe.e seeking leave in accordance with this clause can be requested to 
provide details of the conference/seminar name, venue and date/time. 

(k) The application for professional development/study leave shall be approved by the 
Unit Manager unless there are exceptional circumstances that justify non­
approval. 

(I} The Employer must notify the Employee in writing if the leave is not granted and 
the reasons will be included in the notification to the applicant. 

(m) If a valid application is made for professional/study leave under sub-clause (a) or 
(c) above or any portion thereof, but leave is not granted during the calendar year, 
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one day's leave shall be added to the Employee's accrued annual leave or taken 
in another manner as mutually agreed between the Employer and the Employee. 

(n) Other than in accordance with sub-clause m) above, professional 
development/study leave shall not accrue from year to year. 

105.2 Where leave occurs on a rostered day off 

Professional development leave need not take place on a day that the Employee would 
otherwise work. In those circumstances the Employer will do one of the following: 

(a) allocation of a day's professional development leave paid at the ordinary rate of 
pay;or 

(b) time off in lieu on a mutually agreed day, to be granted withln 28 days; or 

(c) where time off in lieu is not agreed or does not occur within 28 days, an additional 
day's ordinary pay; or 

(d) an additional day's annual leave which will not attract leave loading 

105.3 Study leave 

(a) Mental Health Nursing Scholarships 

(i) Subject to operational requirements and the number of study leave 
places funded by the Department outlined in (ii) below, Employees will 
be entitled paid study leave equivalent to 104 hours per annum 

(ii) A mlnimum of 1000 nurses will be eligible to receive study leave funded 
by the Department over the life of the Agreement. 

{b) Paid study leave may be taken as mutually agreed by, for example, 4 hours per 
week, 8 hours per fortnight or blocks of 38 hours at a residential school. 

(c) Study leave must only be used for research and/or studies in relation to a post­
graduate course at a tertiary education institution that directly relates to the 
Employee's employment 

{d) Subject to operational requirements, PEN will be eligible to: 

(i) undertake post registration mental health modules; 

(ii) undertake training in respect of which a qualifications allowance is 
payable; 

(iii) receive two weeks leave to undertake clinical placements where they are 
enrolled in an undergraduate course of training leading to registration as 
a Registered Nurse. 

(e) A parUime Employee will be entitled to paid study leave on a pro-rata basis. 

(f) An Employee wishing to take study leave in accordance with sub-clause (a) or (d) 
above must apply in writing to the Employer as early as possible prior to the 
proposed leave date. The Employee's request should include: 

(i) details of the course and institution in which the Employee is enrolled or 
proposes to enrol; and 

{ii) details of the relevance of the course to the Employee's employment. 

(iii) The Employer will notify the Employee of whether their request for study 
leave has been approved within 7 days of the application being made. 

(g) Leave accrued pursuant to this clause is not cumulative from year to year. 

105.4 Examination leave- RPN and PEN 

(a) A RPN or a PEN shall be entitled to five days paid leave in any one year for the 
purposes of undertaking and/or preparing for examinations in a course of study. 
Examinations include major assessment tasks, take home exams and other 
methods of student assessment. 
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(b) The entitlement to leave pursuant to sub-clause (a) above shall be: 

(i) available to full-time and part-time RPN or PEN who are employed, on 
average, at least three shifts or 24 hours per week: and 

(ii) have been employed for not less than eighteen (18) months by their 
current Employer immediately prior to taking of examination leave. 

(iii} granted for studies which are relevant to employment at the 
establishment and would normally be undertaken in a Tertiary Institution; 
and 

(iv) taken at a time that is mutually agreed between the Employer and the 
Employee. The Employer shall not unreasonably withhold approval for 
such leave. 

(c} A day for the purposes of examination leave is the Employee's normal shift length 

105.5 Staff Replacement 

All absences arising from approved leave under clauses 105.1 - 105.4 (professional 
development, study leave and examination leave) will be back-filled in bed based services 
where the Employee would ordinarily have a patient/client allocation. 

105.6 Mandatory Training 

Any education or training deemed compulsory or mandatory by the Employer will occur 
within an Employee's paid time. No deduction will be made to an Employee's annual 
professional development leave for mandatory training. 

105.7 Transition Program - Enrolled Nurse 

Employers will provide a 6 - 12 month transition program for Enrolled Nurses commencing 
in Mental Health in accordance with agreed funding arrangements. These funding 
arrangements will provide a 10 day transition program for 550 Enrolled Nurses across the 
sector. 

106. Clinical Supervision 

106.1 Up to a maximum of 2 hours per month professional (clinical) supervision is to be offered to 
Employees in each discipline. The supervision will be provided by a supervisor of the 
clinician's choice, either from within the service or from an external source as determined by 
agreement between the clinician, the proposed supervisor and the Employer. 

106.2 This clause does not prevent an Employer offering additional clinical supervision on a needs 
basis. 
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SECTION 21 PART H: CLASSIFICATION AND 
STAFFING 

107. Staffing 

107.1 Director of Nursing 

(a) Each Employer must employ a full-time Mental Health Director of Nursing. 

{b) All Mental Health Directors of Nursing appointed before the commencement of this 
Agreement shall not be disadvantaged by the implementation of the rates of pay 
for the Director of Nursing Classifications set out in Schedule 2 of this Agreement 
(see Schedule 28 of this Agreement). 

107.2 RPN 6 and RPN 7 Senior Psychiatric Nurse Positions 

(a) In addition to 107.1, each Employer shall ensure that a dedicated full-time senior 
psychiatric nurse is appointed within each Area Mental Health Service ('AMHS') 
for which the Employer was responsible as at 1 October 2000 at level RPN 6 or 
RPN 7 consistent with the classification standards in this Part. 

(b) 'Dedicated full-time' means an RPN whose clinical duties make up 75% or more 
of their duties. Clinical duties refers to the overall responsibility for, and co­
ordination of, the professional development, education and training program within 
an Area Mental Health Service and includes roles such as clinlcal supervision, 
planning and professional development opportunities and organising student and 
graduate nurse placements. While the position is not expected to carry a case 
load, an incumbent may support and advise junior clinicians in the case 
management of complex clients. The role of the position is differentiated from an 
operations/program management function, for example Director of Nursing or 
Community Manager (however titled). 

(c) The senior nursing positions are to extend across all services within an AMHS and 
are over and above the 23.8 EFT of RPN 4 and 21.4 EFT of RPN 5 posltions 
previously agreed and established. 

107 .3 Registered Psychiatric Nurse - Nurse Un it Manager 

There must be: 

(a) one EFT Nurse Unit Manager must be appointed in each ward or unit-of all 
residential and in-patient services. 

(b} two or more part-time Nurse Unit Managers may be appointed so long as one EFT 
of Nurse Unit Manager hours are worked in the shared position. 

(c) Subclause (a) does not require the appointment of a Nurse Unit Manager in a 
CCU or CRP (however titled),where a NUM is not appointed as at 1 July 2016. 

(d) Nothing in sub-clause (c) above will limit, or in any way change, the Employer's 
obligations under clause 107.4 below. 

107.4 Registered Psychiatric Nurse - Associate Nurse Unit Managers 

(a) ANUMs are appointed to undertake in-charge functions during the off duty periods 
of the NUM. Subject to the exceptions below, this rate shall be deemed to include 
the performance of the in-charge function during the off duty periods of the Nurse 
Unit Manager. 

{b) 24 Hour a day, seven days per week wards/units 

( c) The following provisions apply to residential and in-patient services. 

(i) There must be five EFT ANUM shift positions available for appointment, 
and four out of the five of the positions must be permanently appointed. 
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(il) Nothing in any of these provisions prevents ANUM positions being either 
full-time or part-time. 

{iii) The 5th EFT of ANUM may be permanently appointed to, or may be 
utilised to provide non-appointed nurses with experience as an ANUM. 

(iv) Jn exceptional circumstances, where a minimum of four EFT of ANUMs 
are permanently appointed, a Registered Psychiatric Nurse other than an 
ANUM may be required to act in charge during the off duty period of a 
NUM. Such a Registered Psychiatric Nurse shall be paid at the minimum 
rate applicable to the ANUM position which would normally be in charge 
of the shift. 

(v) Where less than four EFT of ANUMs are permanently appointed due to 
recruitment difficulties or delays or to circumstances beyond an 
Employer's control, a Registered Psychiatric Nurse, other than an 
ANUM, may be required to act in charge during the off duty period of a 
NUM (which event will be the exception to the rule). Such a Registered 
Psychiatric Nurse shall be paid at the minimum rate for the Nurse Unit 
Manager for the entire shift. 

(vi) Sub-clause 107.4(c)(v) does not apply to a RPN who is required to act in 
charge in the following circumstances: 

A. Where an ANUM in whose place the RPN acts, is on any form 
of leave; or 

B. For a reasonable period during which a replacement ANUM is 
sought to be employed to fill a vacancy created by the 
termination of employment of an ANUM in whose place the 
RPN acts. 

(vii) In the circumstances set out in 107.4(c)(vi)A or 107.4(c)(vi)B the RPN 
acting in charge shall be paid at the minimum rate applicable to the 
ANUM position which would normally be in charge of that shift. 

(viii) If, despite having taken reasonable and practical steps to fill the ANUM 
positions, an Employer experiences difficulty in recruiting Employees to 
the permanent ANUM position in order to comply with this clause 107.4, 
the Employer will contact the relevant workplace delegates and their 
unions and agree on alternative arrangements. 

107.5 RPN4- ECT Nurse (Electroconvulsive Therapy Nurse) 

(a) The RPN responsible for the co-ordination of ECT will be paid at a minimum of 
RPN4 while performing the functions. 

(b) The regularity of treatments performed by the service will determine whether or not 
this function forms part of the regular duties of an individual nurse appointed as 
RPN4, or is covered by way of higher duties assignment for each treatment 
session. If managed by way of higher duties, minimum payment will be three 
hours. 

107 .6 Graduate Support Nurse Trial Allocation (Grade 3) 

(a) Employers who are required to appoint Graduate Support Nurse as per the 
allocations outlined in Appendix 10 in Part D will recruit and appoint into the 
positions within 6 months of the commencement of the Agreement. 

(b) The Graduate Support Nurses will be employed as part of a trial in accordance 
with any guidelines as determined by the MHIIC. 

(c) For the avoidance of doubt, these positions are in addition to the CNE and CNC 
(however titled) positions. 

107.7 Clinical Educators for Parent and Infant Units (Grade 4) 
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(a) Employers who are required to appoint Clinical Educator EFT as per the allocation 
outlined in Schedule 10 Part D will recruit and appoint into the positions within 6 
months of the commencement of the Agreement. 

107.8 RPN 2 Psychiatric Clinical Nurse Specialist (PCNS) and RPN 2 Advanced 

(a) An RPN 2 who considers that she/he meets the criteria set out for RPN 2 
Psychiatric Clinical Nurse Specialist or RPN 2 Advanced set out at clause 
114.9(b)(i) to 114.9(c)(iii) inclusive may apply for reclassification. The application 
process shall be as set out in Schedule 4. 

(b} An RPN 2 Advanced shall have the right to be classified as and use the title of 
RPN 2 PCNS upon the completion of a post graduate course of training in 
Psychiatric Nursing that leads to endorsement by the NBV. 

(c) Where relevant, a qualifications allowance will be paid in accordance with the 
terms of this Agreement. 

(d) The RPN 2 PCNS and the RPN 2 Advanced are personal classifications. An RPN 
2 shall hold the classification while the Employee continues to meet the criteria set 
out in clause 114.B(a) of this Agreement. Any performance related issues shall be 
dealt with in accordance with this existing performance management 
arrangements of the Employer. 

( e) All other matters relating to the application process in the assessment criteria are 
to be as set out in Schedule 4 of this Agreement. 

(f) In order to avoid any confusion, RPNs who are in receipt of commuted allowance 
and are classified as either RPN 2 PCNS or RPN 2 Advanced shall continue to 
receive the commuted allowance calculated at the rate of 18% of salary. 

107.9 Skill Mix Inpatient Units 

(a) The RPN component of an inpatient unit roster will be a minimum of two thirds 
[2/3rdsJ of the rostered staff. 

(b) The remaining one third [113rd] of the roster can be filled by PEN staff. 

(c} The Parties agree to support and facilitate the use of medication endorsement 
where held by a PEN 

(d) Subject to the following consideration 

(i) The skill mix, experience and qualification profiles of the rostered staff, 
and 

(ii) Access to other clinical support the 213rd: 113rd minimum staffing mix for 
the inpatient units referred to above includes adult acute, aged acute and 
child and adolescent units [CAMHS]. 

107.10 Skill Mix Community Mental Health 

(a) The Parties agree to assist in facilitating over the life of the agreement an increase 
of up to 15% of community mental health staff to be RPN2, PEN or MHO. 

(b) In relation to sub-clause (a) above the: 

(i) RPN 2 placement shall be a training position and shall comply with the 
criteria outlined in sub-clause 107.11 below. 

(ii) PEN role shall be appropriate to level and experience. Where 
medication qualification exists, this should be taken into account in role 
description and work allocated. 

(c) MHO role shall be consistent with current classification and role description, that is 
will not include clinical interventions or treatment provided by RPN/ PEN/ Health 
Professionals but will provide a support role. 

107.11 Community Training Positions 
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(a) Implementation proposals are to be the subject of local consultation including the 
respective community mental health team and with the Parties. 

(b) The implementation proposals shall comply with the fol lowing criteria: 

(i) The RPN2/PEN2 training position is a genuine time limited (12 months) 
training and skills development opportunity with agreed pre-determined 
educational training requirements and competency assessment. 

(ii) The development of community trainee positions shall ensure 
maintenance of the integrity of existing classification standards for 
community clinician at RPN 3/PEN 3 and above. 

(c) There shall not be an increase in the case allocation of other clinicians within the 
team. 

(d) There can only be a maximum of 1 training position in each CCT, MST, PGAT 
and/or Integrated team. 

(e) The Community Training Positions will not undertake CATT assessment and 
intensive treatment or triage. However they may accompany an experienced 
clinician undertaking this work to meet experience and educational requirements. 

(f) Appropriate supervision arrangements must be in place and detailed in a written 
supervision agreement that: 

(i) complies with Department policy, and 

(ii) is provided by an appropriately experienced RPN at a minimum level of 
RPN 4 from within the team; and 

(iii) ensures that the supervision requirements of the supervisor is included 
their workload. 

(g) The Community Trainees are to carry a restricted case allocation which meets the 
following criteria 

(i) restricted in number and complexity, and 

(ii) generally stable and well known patients, and 

(iii) supervised by more senior clinical staff 

(h) The Community Trainee shall not act as the primary therapist for any client during 
the first 3 months of the program. 

(i) The pay entry points for Community Training Positions are based on the 
individual's current level and incremental pay point. 

(j) The Community Trainee must meet at least the following 

(i) Current RPN2 / PEN2 with mental health experience, or 

{ii) New RPN graduates with post graduate qualification 

(k) Employees without post graduate qualification or mental health experience are 
excluded 

(I) On successful completion of the program the Employee shall be appointed to a 
position in the community in accordance with the classification standards or return 
to their substantive position. 

107.12 Minimum Staffing Levels - Rural 

(a) Where an initial community assessment is required, where practicable at least 2 
clinicians shall undertake the assessment. 

(b) If 2 clinicians are unava ii able, where practicable support should be sought from 
emergency services such as police or ambulance officers. 
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(c) If neither of the above situations is available, then where practicable the person to 
be assessed must be brought to a location that provides a satisfactory clinical 
environment and level of safety, such as an emergency department. 

107 .13 Employment of Agency, Nurse Bank and/or Other Casual Staff 

In order to ensure the effective operation of the workload management of this Agreement, 
each Employer wil I endeavour to fill positions through the employment of ongoing 
Employees. If this is not possible, an Employer should use nurse bank and/or other casual 
Employees as an interim measure. Agency staff should only be used for unexpected 
absences, such as sick leave. 

107.14 Graduate Nurses and Nurses undertaking Post Graduate Studies 

Graduate Nurses and Nurses undertaking Post Graduate studies who have successfully 
completed their program/course will be offered ongoing employment at the end of their fixed 
term contract where an appropriately classified vacancy exists. 

108. Workload Management 

108.1 For the purposes of this clause, the term 'nursing staff does not include the Unit Manager, 
pre-qualification students, Group/Activities Nurse, Clinical Educator, Clinical Consultant, 
Senior Psychiatric Nurse, a nurse whilst undertaking the duties of a preceptor (and only for 
periods during which they are not allocated a patient/client load), Surgery Nurse, Discharge 
Planning Nurse or a Nurse whose sole function is that of an ECT Nurse. 

108.2 Nothing in this clause is intended to diminish or otherwise alter provisions in an existing 
poiicy and/or agreement that provide for standards in excess of the principles set out in this 
clause. 

108.3 Acute Inpatient Units 

(a} Adequate numbers of nursing staff (the staffing allocation) are to be rostered on 
each shift to ensure that sufficient care per shift is available to each patient 
consistent with both the professional standards and treatment/program provided 
by the unit and that a safe environment for patients/clients/residents and staff is 
maintained at all times. 

(b) The staffing allocation is also to provide sufficient time to enable all Employees to 
complete all regular organisational commitments, professional 
development/training and all necessary documentation within the normal shift 
length. 

(c) The following principles shall apply to the staffing allocation: 

(i) Unit Managers shall not carry a caseload. 

(ii) The prime function of the ANUM is to be recognised as the Shift Leader. 

(iii) Where a patient is required to be provided with one to one 
support/specialling an additional nurse shall be engaged where 
appropriate. 

(iv) Where a nurse is required to provide one to one support/specialling to a 
client/patient that nurse is not required to perform any other task whilst 
performing that function. 

(v} Nursing staff levels and numbers are to be maintained on weekends at 
the same level as weekdays throughout the year. 

(vi) A ward clerk shall be employed on each uniUward. 

(vii) Additional staffing may be engaged when considered clinically 
appropriate. 

(d) The staffing allocation with respect to any ward or unit shall mean the nursing staff 
numbers regularly used over the twelve months preceding 1 October 2007 and 
recorded on the FWC file. Where the staffing allocation has been increased as a 
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result of the implementation of additional EFT in accordance with Schedule 10 this 
will be included in the staffing allocation, unless otherwise agreed between the 
Employer and unions since 1 October 2007 or during the life of the Agreement 

(e) There will be no reduction in the staffing allocation as a direct result of the 
implementation of this Agreement. 

(f) Where any change to the size of the unit is proposed that will have the effect of 
requiring less staff, the consultation processes of clause 18 (Consultation) will 
apply prior to any such change occurring. 

108.4 High Dependency Units 

(a) A High Dependency Unit (HDU) which includes Intensive Care Areas, ECU, Flexi 
Care, Acute Management Areas, Low Stimulus or HDU swing beds (however else 
described) is a designated area within an in-patient unit that has higher levels of 
nursing staff available providing for the potential to be locked and used as an 
intervention for a patient/client requiring increased observation, specialist nursing 
interventions and support. 

{b) The premise behind a patient/client being placed in a HDU is that a 'significant risk' 
or 'significant disruption' exists. The description of 'significant' is to be considered 
in the context of the normal level or levels of acuity within the main ward 
environment of the in-patient unit. 

(c) The staffing allocation in c;;lause 108.3 includes High Dependency Units. 

(d) Each Employer who operates a HDU will be required to adhere to health and 
safety standards and requirements for Employees working within a HDU. 

(e) Within the staffing allocation referred to in clause 108.3, the following numbers of 
nursing staff will be rostered to the HDU: 

Number of beds Minimum Number of Nurses for HDU 

1-2 beds 1 nurse 

3-5 beds 2 nurses 

6-7 beds 3 nurses 

8-9 beds 4 nurses 

10 beds or more 1 nurse per 2 beds 

All existing staffing profiles and arrangements in place for services not subject to a 
staffing allocation must be maintained. 

The specifically allocated additional nursing EFT outlined in Schedule 10 shall be 
added to the existing profile as referred to in clause 108.3(d). For the avoidance of 
doubt, this additional EFT is intended to ensure that nursing staff rostered to meet 
the minimum number of nurses for HDU are in addition to existing staffing 
allocations resulting in no detriment to the LDU. 

(f) Local HDU policies and/or agreements shall include (but are not limited to) the 
following health and safety principles: 

(i) At least the numbers of nurses specified in clause {e) above shall be 
allocated/rostered to a HOU, unless determined by the ANUM (shift 
leader) as being clinically unwarranted. 

(ii} Local HDU policies and agreements will inform engagement of additional 
nursing staff. 

(iii) The number of patients/clients being supported in a HDU should be 
consistent with the number of available beds, other than in exceptional 
circumstances. 
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(iv) Staff rostered in a HDU should have appropriate training and experience 
as a Psychiatric Nurse and expertise in all aspects of prevention and 
management of aggression. 

(v) Where practicable, the Employer shall not use casual or agency staff in a 
HOU, unless such staff are sufficiently trained and experienced. 

(vi) The Employer must not roster or allocate student nurses to a HOU; 

(vii) Staff should only be rostered/allocated to HOU for periods of up to 4 
hours per shift unless otherwise agreed between the individual nurse and 
the shift leader. 

(g) Where there are reduced number of patients in HOU, nurses allocated to HOU may 
remain within the HOU to work intensively with the patients, or if acuity allows, may 
assist elsewhere within the unit as determined by the ANUM (shift leader). 
Should the number of patients increase within the HOU whilst a staff member is 
assisting elsewhere in the unit, they are to return to the HOU. 

108.5 Back Filling of Extended Leave Absences 

See also clause 105 (Professional Development and Associated Entitlements) in relation to 
leave arising under Section 2, Part G - Professional Development and Associated 
Entitlements. 

Employers will make every endeavour to provide backfill for leave absences of longer than a 
week. 

(a) Bed Based Services 

(i) In order to maintain the nursing hours provided by the staffing profile, the 
rostered hours of all Employees who are on Extended Leave will be fully 
replaced. 

(ii) Extended Leave means a notification from the Employee to the Employer 
that they will be absent on Long Service Leave, Annual Leave, Parental 
Leave, long term WorkCover, Personal Leave or other approved leave 
absences for a minimum period of a week. 

(iii) , The backfill process must begin as soon as notification of an Extended 
Leave of absence is received by the manager having regard to the 
following: 

A. Part-time employees will be offered an opportunity to back fill 
the Extended Leave absences in the first instance; 

B. Pool Employees (where relevant) will be offered an opportunity 
next; 

C. Casual Employees will be asked last. 

(iv) If backfill is unable to be provided, evidence of the process must be 
provided to the employee, and/or the unions upon request. 

(b) Community Mental Health Teams 

(i) Employers will make every endeavour to provide backfill for Extended 
Leave absences greater than one week, within a Community Mental 
Health Team (CMHT). 

(c} Extended Leave means a notification from the Employee to the Employer lhat 
they will be absent on Long Service Leave, Annual Leave, Parental Leave, long 
term WorkCover, Personal Leave or other approved leave absences for a period 
greater than a week. 

(d) The backfill process must begin as soon as notification of an Extended Leave of 
absence is received by the manager. 

(e) Part-time employees will be offered an opportunity to backfill the Extended Leave 
absences in the first instance. 
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(f) Where the Extended Leave absence is for a period of more than 8 weeks, the 
Employer will also advertise to backfill the posi1ion externally as soon as 
notification of the Extended Leave absence is notified. 

(g) Where backfill is not provided, the Employer must: 

(i) consult wi1h Employees and implement measures to mitigate any 
increase to workload as a result of the backfill not being provided; and 

{ii) upon reques1, provide evidence to demonstrate its endeavours to backfill 
the Extended Leave of absence. 

109. Undergraduate Employment Models 

109.1 Registered Undergraduate Student of Nursing (RUSON) 

(a) Definition 

A Registered Undergraduate Student of Nursing or RUSON for the purposes of 
1his clause is a person currently enrolled a1 a University to undertake 
undergraduate nursing study, who is registered with AHPRA as a student nurse, 
and who at commencement, has successfully completed not less than twelve 
months of the Bachelor of Nursing Degree. 

{b) Implementation of Registered Undergraduate Student of Nursing 
Employment Model 

By agreement between the Employer and the Unions, an Employer may 
implement an Registered Undergraduate Student of Nursing Employment Model. It 
is at the discretion of each Employer as 10 whether they participate in the 
Registered Undergraduate Student of Nursing Employment Model. 

(c) Employment of RUSONs 

(i) RUSON participants will be employed on a fixed term basis and 
employment will conclude: 

A. when the Employee terminates their employment; 

B. on being granted registration as a Registered Nurse; or 

C. when the Employee withdraws, defers from or fails their 
undergraduate degree. 

(ii) The number of student nurses utilised will not exceed one student per 
ward, per shift, and one additional student nurse may be utilised where 
the ward exceeds 30 beds by 10% or more. 

(iii) RUSON Employees will have performance appraisals conducted in 
accordance with hospital policy. 

{iv) In order to balance the RUSONs academic obligations and the needs of 
the Employer, the rostered work of students will be in shifts of not less 
than four hours on day or evening shffts, Monday to Sunday. 

(v) RUSONs will be delegated activi1ies and aspects of care by a Registered 
Nurse and supervised in providing the delegated activity by the 
Registered Nurse. The RUSON must at all times work under 1he 
delegation and supervision of the Registered Nurse. 

(vi) RUSONs will not be given sole patient allocation but instead work with 
one or more nurses in the provision of care to a group of patients. 

(vii) The RUSON will not work in HDU/ICA (however titled) 

(d) Rate of pay for RUSONs 

(i) Nothing in this subclause impacts the pay rate of a RUSON/PQRN 
employed as such at the commencement of the Agreement. 
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(ii) Other than described in 93.1{d)(i), a RUSON will be paid on the following 
basis: 

Year of employment as a RUSON 
Percentage of RPN Grade 2 Year 1 rate 
of pay set out in Appendix 2 

RUSON-Year 1 75% 

RUSON-Year 2 80% 

RUSON - Year 3 and if relevant 85% 
subsequent years 

Note: a "Year" for the purpose of this clause refers to a year of employment. not a Year 
of Experience. 

(e} Other terms and conditions for RUSONs 

All other terms and conditions of employment will be those applying to a 
Registered Psychiatric Nurse under this Agreement except where this clause 
explicitly says otherwise. 

(f) Continuity of service 

Continuity of Service as a Registered Nurse will include any period of service in 
the program, provided any gap between employment as a student and 
commencement of employment as a Registered Nurse is less than twelve months. 

(g} Working Party 

(i) A Working Party will be established comprising representatives of the 
Unions, the Employer and, if practicable, the participating University/s. 

(ii) The Working Party will, prior to commencement of the model, agree on: 

A the participating wards/units; 

B. ensure the RUSON works within the Position Description, the 
Core activity list, and the Exclusion List; 

C. education and training of registered and enrolled nurses 
regarding the new role; and 

D. the terms of the evaluation of the program. 

109.2 Enrolled Nurse Pre-Qualification Employment Model (PQEN) 

(a) Enrolled Nurse Pre-Qualification Employment Model Definition 

A Pre-Qualification Enrolled Nurse (PQEN) for the purposes of this clause is a 
person currently enrolled at a TAFE or RTO to undertake diploma of nursing study, 
who is registered with AHPRA as a student nurse. 

(b) Implementation of Enrolled Nurse Pre.Qualification Employment Model 

By agreement between the Employer and the Unions, an Employer may 
implement a Pre-Qualification Enrolled Nurse Employment Model. It is at the 
discretion of each Employer as to whether they participate in the model. 

(c) Nothing in this sub-clause impacts the pay rate of an existing Pre-Qualified 
Enrolled Nurse (PQEN) employed as such at the commencement of the 
Agreement. 

(d} Employment of PQENs 

(I) PQEN participants will be employed on a fixed term basis and 
employment will conclude: 
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A. when the Employee terminates their employment; 

B. on being granted registration as an Enrolled Nurse; or 

C. when the Employee withdraws, defers from or fails their 
diploma. 

(ii) The number of student nurses utilised will not exceed one student per 
ward, per shift, and one additional student nurse may be utilised where 
the ward exceeds 30 beds by 10% or more. 

(iii) PQEN Employees will have performance appraisals conducted in 
accordance with hospital policy. 

(iv) In order to balance the PQENs academic obligations and the needs of 
the Employer, the rostered work of students will be in shifts of not less 
than four hours on day or evening shifts, Monday to Sunday. 

(v) PQENs will be delegated activities and aspects of care by a Registered 
Nurse and supervised in providing the delegated activity by the 
Registered Nurse. The PQEN must at all times work under the 
delegation and supervision of the Registered Nurse. 

(vl) PQENs will not be given sole patient allocation but instead work with one 
or more nurses in the provision of care to a group of patients. 

(vii) The PQEN will not work in HDU/ICA (however titled) 

(e) Rate of pay for PQENs 

(I) A PQEN will be paid the rate of a MHO Grade 1 year 1. 

(f) Other terms and conditions for PQENs 

All other terms and conditions of employment will be those applying to a Enrolled 
Nurse under this Agreement except where this clause explicitly says otherwise. 

(g) Continuity of service 

Continuity of Service as an Enrolled Nurse will include any period of service in the 
program, provided any gap between employment as a student and 
commencement of employment an Enrolled Nurse is less than twelve months. 

(h) Working Party 

(i) A Working Party will be established comprising representatives of the 
Unions, the Employer, Department of Health and, if practicable, the 
participating University/s. · 

(ii) The Working Party will, prior to commencement of the model, agree on: 

A. the participating wards/units; 

B. ensure the PQEN works within the Position Description, the 
Core activity list, and the Exclusion List; 

C. education and training of registered and enrolled nurses 
regarding the new role; and · 

D. the terms of the evaluation of the program. 

109.3 Advanced Diploma In Mental Health Nursing -

(a) Employers are encouraged to partner with a TAFE or RTO to provide the 
Advanced Diploma of Mental Health Nursing to current Enrolled Nurses. 

(b) The enrolled nurses must be enrolled in HLT64121 (or its successor) and 
complete the mental health units required in order to obtain the specialisation of 
Advanced Diploma in Mental Health Nursing 
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(c) The aim is for Enrolled Nurses to participate in further study while performing their 
clinical hours on site at their place of employment. 

(d) It is at the discretion of each Employer as to whether they participate in the 
Adv~nced Diploma in Mental Health Nursing Partnership. 

(e) The Employer will establish a working party comprising of the Unions, the 
Employer, participating TAFEs/RTOs and if practicable, the Department of Health. 
The working party will discuss implementation and evaluation of the Partnership. 

109.4 Nursing Indigenous Health Cadetship 

(a) 

(b) 

(c) 

(d) 

(e) 

An Indigenous Nursing Cadet refers to an individual who identifies as an 
Aboriginal and/or Torres Strait Islander person and who is enrolled in a course of 
study that will lead to a certified qualification. 

Indigenous Nursing Cadets must be enrolled in a Bachelor-degree in nursing and 
have progressed beyond the first year of their studies, and be maintaining a pass 
grade in all subjects. 

The cadetship program for mental health nursing includes the delivery of 
supportive structures within the organisation and a minimum of eight weeks (40 
shifts) equivalent full-time paid work placement component. In a hospital setting, 
the role can include tasks such as assisting with patients' activities of daily living, 
providing wellbeing support through communication, helping maintain a safe and 
clean environment and observing clinical procedures and therapeutic 
interventions. 

Each Indigenous Nursing Cadet should be assigned a coordinator, a clinical 
supervisor and a cultural mentor. These three roles may be undertaken by the 
same indlvidual, as per the Aboriginal graduate and cadetship programs: An 
implementation guide for Victorian pubic health services document issued by the 
Victorian Government. 

During the cadetship, Indigenous Nursing Cadets will: 

(i) receive income while studying; 

(ii) become familiar with a potential future place of employment; 

(iii) receive skill consolidation through practice; 

(iv) receive by Aboriginal and non-Aboriginal staff already working in the 
health service; 

(v) create a formation of professional networks; 

(vi) build personal and professional growth and confidence; 

(vii) receive opportunities for professional development/ education; 

(viii) build career confidence and opportunities; and 

(ix) receive opportunities to link with peers through peer support networks, 
shared study days, and visits with Elders to ensure culturally safe 
professional development opportunities. · 

(f) Before implementing the Indigenous Nursing Cadetship and/or a graduate 
program, the relevant health service should ensure the following factors are in 
place in order to facilitate cultural responsiveness and safety: 

(i) demonstrated commitment to establishing an Aboriginal graduate and/or 
cadets hip program; 

(ii) communication to all staff about the Aboriginal graduate and/or cadetship 
programs; 

(iii) a strong supportive culture of training and professional development for 
staff; 
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(iv) established governance structures and arrangements required to support 
an Aboriginal graduate and/or cadetship program; 

(v) developed relationships with the local Aboriginal community and 
Aboriginal organisations; 

(vi) identified and engaged relevant stakeholders required to support an 
Aboriginal graduate and/or cadetship program; 

(vii) working to ensure that cultural safety is a priority in building the capacity 
of the workforce and health service that will be supporting the Aboriginal 
cadet or graduate; 

(viii) providing appropriate staffing to support the delivery of the Aboriginal 
graduate and/or cadetship programs; and 

(ix) identified an evaluation strategy for the program. 

110. Classification structures 

11 o .1 Classification of positions 

(a) The Employer shall ensure that the work of each Employee working in psychiatric 
services is classified in accordance with the relevant classification standards for 
the classification of: 

(i) Registered Psychiatric Nurse; 

(ii) Psychiatric Enrolled Nurse; or 

(iii) Mental Health Officer. 

111. Commencing Grades Nursing 

111.1 A newly registered nurse shall commence at RPN 2 Year 1 except in the following 
circumstance: 

(a) where an Employee has completed elther: 

(i) An undergraduate nurse training program with a major in mental health, 
an undergraduate psychiatric nurse training program in which case the 
Employee shall commence at RPN 2 Year 2, or 

(ii) A post graduate diploma in psychiatric and/or mental health nursing in 
which case an Employee shall commence at RPN 2 Year 3, or 

(b) was previously an enrolled nurse who completed an undergraduate course leading 
to registration as a Registered Nurse, in which case the Employee will commence 
at the RPN 2 increment immediately above the rate of pay previously applicable to 
the Employee when employed as an PEN. 

111.2 Nothing in this clause affects an Employee's entitlement on appointment to recognition of 
previous service for the purpose of the corn mence ment increment as per clause 71 .1 . 

111.3 Where an Employee has not actively nursed for a period offive years or more, such 
Employee's prior service and experience shall not be taken into account. 

111.4 Re-entry course and supervised experience 

(a) Where a person is employed during an NMBA required Re-entry Course or period 
of Supervised Experience, such Employee shall be paid at the rate of an RPN 
1/PEN 1.1. 

(b) For the first 12 months after completion of a Re-entry Course or Supervised 
Experience, where such course or experience is required by the NMBA, the 
Employee shall be paid at the rate appropriate to his/her years of experience, but 
no higher than RPN 2, Year 3. 
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( c) After completion of 12 months' experience in accordance with clause 111.4(b ), a 
nurse (upon sufficient proof to support a claim for incremental advancement) shall 
be paid at the rate appropriate to his/her years of experience. 

112. Classification standards 

The classification standards and work descriptions of Employees the subject of this 
Agreement shall be in accordance with these classifications standards. The classification 
standards consist of two components: 

(a) The group standard, which provides a narrative description of work undertaken by 
Employees in an occupational category subject to this Agreement, and 

(b) Work level standards, which provide a typical evaluation definition, features and 
typical duties for each level within an occupational category to enable positions to 
be classified at a particular level. 

113. Classification decisions 

Classification decisions shall be based upon a documented description of the position such 
as a duty statement or a position description. Jobs should be evaluated using whole-of-job 
evaluation: 

(a) by comparison of the position description with the narrative descriptions the group 
and work-level standards such that a comfortable comparison can be made 
between the nature of work and the general standard of work expected at a 
particular level; and 

{b) by corn parison of typical duties (and bench mark positions) to test that the job is 
recognised to be equal to a majority of positions at one level and better than all 
positions at a lower level. 

114. Registered Psychiatric Nursing classifications 

114.1 Registered Psychiatric Nurse-guidelines for the use of classification standards 

(a) The broad definitions of work at each level should be met by any individual position 
being classified at that level. No single example of work (eg. one duty) can be 
used as the basis on which to classify a position. 

(b} The group standard describes four main work areas (ie. clinical, community, 
education and administration) which group similar duties/functions together. 
Positions are likely to be required to undertake duties from a number of work 
areas, particularly where a nurse is required to work in both unit and program 
project areas or is required to undertake nursing administration duties/functions in 
addition to from another of the areas. 

(c) The grouping of duties in the section "typical duties" is not meant to necessarily 
represent a position in its entirety. In no case should typical duties from this 
Agreement be used as a definitive duty statement for an individual position. 

{d) No Employer will utilise the full range of work described at every level in the 
classification standards. The number and level of positions will be determined by 
the need to undertake certain tasks. Some of the work described in the 
classification standards (eg. some project duties) may be temporarily assigned to 
nurses classified at a suitable level where there is not an on-going requirement to 
perform such tasks, and therefore to create a permanent position. VPS policy and 
guide lines on the use of temporary positions and secondments will apply. 

(e) Positions may be routinely required to undertake some duties normally expected 
of positions classified at lower levels in the structure. The basis of classification of 
all positions will be according to the chief focus of the position and the highest 
function regularly performed by the incumbent. 
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114.2 Registered Psychiatric Nurse~ group standard 

(a) This statement has been developed to explain the basis of the practice of RPNs in 
the field of mental health service provision in Victoria. 

(b) Mental Health nursing is a distinct branch of the science of nursing. 

(c) Jn Victoria, the body that formally regulates the registration of nurses is the 
Nursing and Midwifery Board of Australia, which was established under the HRP 
Act. 

114.3 Mental Health Services 

(a) Within Mental Health Services, it is recognised that mental illness may occur at any 
stage in life and is manifested through behavioural disorders that may result from 
an imbalance or change occurring in the physical, emotional, psychological or 
social state of an individual in the context of their environment. 

(b) Comprehensive mental health care is provided through the integration of the 
following services: 

(i) crisis intervention; 

(ii) assessment, treatment and rehabilitation; 

{iii) residential, recreational, employment and education; 

(iv) advocacy, welfare and support. 

114.4 Function of Mental Health nursing 

In the practice of Mental Health nursing, the practitioner is required to utilise Mental Health 
Nursing theory and practices, interpersonal skills and the available environment to assess 
the biological, psychological and social status of the individual at risk of or from mental ill 
health. Jn partnership with the consumer plan, initiate and evaluate interventions to effect 
therapeutic change towards recovery. The practitioner will work to the principles of 
recovery, including but not limited to Trauma Informed Care, Supported Decision Making , 
Family Centred Practice, Person Centred Care, Recovery Oriented practice, human rights, 
least restrictive practice, responding to diversity and Gender inclusivity 

(a) The holistic approach that is taken to the delivery of service requires the 
practitioner to treat not only the manifestations of mental ill health but to be aware 
that such manifestations may result from underlying imbalances in the consumer's 
physical, emotional, psychological or social state, and to employ strategies 
designed to redress or attenuate such imbalances and aid in recovery. 

(b) The manifestations of a mental health disorder that RPNs would be required to 
treat may include some combination of the following: 

(i) lack of orientation to surroundings, time (hour, day, week, year) or 
people; 

(ii) lack of or inappropriate judgment; 

(iii) disordered perceptions of the environment, such as hearing hallucinatory 
voices; 

(iv) fixed delusional beliefs; 

(v) extreme mood states (eg. deep depression, uncontrollable euphoria, wild 
rage); 

(vi) markedly fluctuating moods; 

(vii) confusion; 

(viii) socially unacceptable behaviours or practices (eg. disinhibition); 

{ix) inability to care for self, either physically or hygienically; 

(x) desire to inflict harm upon self, 

SECTION 2 (REGISTERED NURSES/ ENROLLED NURSES AND MHO'S) I PART H: CLASSIFICATION AND 
STAFFING 

L\344187946.1 166 

f_p_n_170_



SECTION 2 (REGISTERED NURSES/ ENROLLED NURSES AND MHO'S) I PART H: 
CLASSIFICATION AND STAFFING 

(xi) lack of motivation to become or remain socially active; 

(xii) dependence on institutionalised care; 

(xiii) familial crisis; 

(xiv) absence of social conscience; 

(xv) physical ailments; 

(xvi) side effects from medication; 

(xvii) effects of brain damage or trauma; 

(xviii) memory disturbances; 

(xix) panic; 

(xx) relationship difficulties; 

(xxi) preoccupation with disordered perceptions (withdrawal); 

(xxii) inability to communicate in normally accepted ways. 

(c) The above list is not exhaustive, but is intended to given an indication of the range 
of symptoms that may be encountered in mental ill health. 

Within this conceptual framework, a number of elements underpin the role 
performed. They may be found to a greater or less extent depending upon the 
practitioner's experience and position, and are summarised as follows: 

(i) Primary care provider. This element relates to such acts as feeding, 
bathing, dressing, comforting and supporting consumers, and the setting 
of limits to behaviours of concern. The ultimate aim is to increase the 
independence of the consumer, to aid in recovery. 

(ii) Physical Health Care. This element can be related to the role performed 
by the RPN in the provision of physical health care .. It also equips the 
practitioner to assess and monitor the physical status of consumers and 
ensure maintenance of optimal levels of physical health. 

(iii) Socialising agent. This element of the practitioner's role involves the 
development of a social relationship with the consumer through 
participation with the consumer in unstructured activities and contact. 
The purpose is to develop within the consumer confidence and security 
in social situations. 

(iv) Therapist. This element relates to the practitioner's involvement in 
recognised therapies and recovery orientated principals aimed at the 
prevention, treatment and rehabilitation of mental ill health. This may 
require the practitioner to work with a consumer or group of consumers 
either individually or conjointly with other professionals. 

(v) Advocate. This element provides a number of facets, which may include 
advocacy to ensure appropriate service provision to a consumer, 
advocacy on behalf of a consumer with other agencies or with in the 
mental health services continuum as requested by the consumer. It may 
involve advocacy in the community generally on behalf of mental health 
services or the profession of mental health nursing. The nursing 
practitioner is well placed to be an advocate with the consumer as a 
result of the detailed knowledge acquired of the consumer's physical, 
mental or social state, and their environment. 

(vi) Counsellor/Adviser. This element may involve provision of specific 
advice to a consumer, other service providers, community groups or 
government agencies. It can include assistance to consumers in 
resolving specified problems, providing professional advice to 
colleagues/services providers (ie. case management, therapeutic 
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regimes or assistance to agencies in developing, implementing and 
managing consumer services). 

(vii} Case Manager (however titled). Nursing practice is delivered through a 
systematic approach that involves observation, assessment, planning, 
implementation and evaluation of strategies and approaches to 
consumer treatment, rehabilitation, support and maintenance in 
accordance with principles of recovery. It also may involve management 
in the traditional sense running a program or group of programs, 
treatment support and maintenance facilities in order to provide an 
appropriate therapeutic milieu. 

(viii) Educator. This element requires of the practitioner the obligation and 
responsibility of educating consumers, other service providers, agencies 
and the community generally regarding the causes of mental illness, its 
treatment and prevention. 

114.5 Unique responsibilities of RPNs 

Within mental health settings, the following, responsibilities are unique to RPNs 

(a) RPNs have responsibility for the development, maintenance and administration of 
nursing care plans incorporating the nursing process and providing a therapeutic 
environment. 

(b) RPNs have the responsibility for initial and overall mental and physical status 
assessments. 

(c) RPNs have the responsibility for administration of medications, detection of side­
effects of medication, taking blood samples and serology. 

(d) RPNs have responsibility for the supervision of nursing students on placement in 
mental health settings. Training and supervision must ensure adequate standards 
of practice-are communicated to students and that these standards are maintained 
by students. 

114.6 Areas of work 

(a) Clinical area 

Clinical mental health nursing duties involve the application of practical skills and 
specialist mental health knowledge associated with professional procedures to 
achieve a high standard of nursing care or advice in a range of service-based 
settings. Clinical activities include: 

(i) direct patient care, including the assessment, planning, implementation 
and evaluation of nursing care; 

(ii) the provision of guidance in clinical matters to less experienced 
practitioners; 

(iii) research into the clinical nursing function; and 

(iv) the provision of clinical advice and leadership to a clinical service within 
a recognised nursing specialty on a service-wide or state-wide basis in a 
specific discipline. 

(b) Community area 

(i) Community Mental Health nursing duties involve the application of 
practical skill and specialist mental health knowledge associated with 
professional procedures to achieve a high standard of Mental Health 
Nursing care or advice in a community setting. 

(ii} For a position to be defined as a Community Mental Health Nurse 
(CMHN), the position must encompass all of the following features: 

A. the development, maintenance and administration of nursing 
care plans incorporating the nursing process, in situations 
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where the higher level clinical support available to nurses in a 
hospital setting is often not readily available; 

B. undertaking initial or overall mental and physical status 
assessments in the community, including those of new 
consumers and reviews of existing consumers; 

C. maintaining contact with community agencies, both to assist 
them to support mental health consumers in the corn mu nity 
and to have a knowledge of the services available to 
consumers. 

D. providing an educational service to both consumers and 
agencies on mental health issues, with the aim of prevention of 
mental ill health. 

(iii) Jn undertaking initial and overall mental and physical status assessments 
in the community, CMHNs may decide whether or not to offer treatment 
and use judgment, in deciding if the case should be brought to the 
immediate attention of a psychiatrist. CMHNCMHN 

(iv) In the absence of medical personnel and pharmacists, and within the 
limits of their knowledge and experience as nurses, CMHNs also may act 
as consultants to non-medical staff on psychopharmacology issues (ie., 
the applications and side-effects of medication). 

(c) Education area 

Educational activities undertaken by nurse educators employed under this 
Agreement include: 

(i) 

(ii) 

(iii) 

(iv) 

(v) 

(vi) 

the provision of specialist mental health theoretical and practical tuition. 

the provision of informal specialist mental health tuition and clinical 
guidance to less experienced mental health nursing staff; 

the use of formal programs and informal means to educate consumers 
and their relatives; · 

the management of the basic and post-basic and in-service teaching 
function and coordination of curricula implementation and provision of 
the teaching service; 

the identification of educational needs and curriculum development; and 

the planning, design and evaluation of courses. 

(d) Management 

Management duties typically involve the management of the mental health nursing 
function at various levels and the provision of non-clinical support to clinical 
practitioners. Management activities include: 

(i) management of the function at unit, unit or program level, or in the 
community; 

(ii) staff management, deployment and development; 

(iii) budget activities, including assessment of human resource requirements 
in the mental health nursing and related direct-care field; 

(iv} development of policies and procedures in relation to clinical, community, 
administrative and/or education practices in a service or other setting; 
and 

(v) Administrative duties usually do not form an entire role, but are combined 
with duties from the other three areas. 

114.7 Training for Mental Health Nursing 
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(a) Mental Health Nursing requires the practitioner to have highly developed mental 
health skills and knowledge. It requires highly developed skills in interpersonal 
relationships and communication, together with a knowledge of Mental Health 
Nursing practices, procedures and ethics, anatomy and physiology, law, and 
pharmacology as it relates to mental illness. 

Training and experience are undertaken in mental health settings in which 
extensive experience working with consumers at all stages of recovery is acquired. 
The training encompasses medical, psychological, sociological and nursing models 
and concepts. 

(b) Qualifications gained pre 1997: The course of this training was provided over three 
years in which the intending practitioner attended 1050 hours of theoretical 
lectures and tutorials within schools of nursing or at a College of Advanced 
Education, and extensive supervised clinical practice in a structured program of 
experiential learning within a variety of service settings. 

(c) Qualifications gained post 1997: These include direct entry into mental health 
nursing, undergraduate bachelor of nursing and masters of nursing tertiary 
courses. 

(d} Particular expertise is gained in mental status assessment, crisis assessment and 
intervention prevention and reduction of occupational violence and aggression, 
appropriate use and assessment of adverse effects of psychotropic medications, 
and various forms of psychotherapeutic interventions. 

(e) Following a graduate or transition program practitioners are encouraged to 
complete postgraduate study in mental health. 

(f) While the following list is not exhaustive, practitioners are expected to be able to: 

(i) actively create and control a psychosocial environment conducive to the 
treatment and rehabilitation of individuals who experience mental ill 
health; 

(ii) observe, record and assess the mental, emotional, physical, social and 
spiritual needs of psychiatric consumers; 

(iii) recognise the patterns of pathological behaviour and their clinical 
significance: 

(iv) formulate and regularly evaluate and modify a consumer care plan for 
each consumer incorporating all therapeutic measures prescribed and 
carry out the plan in co-operation with other members of the mental 
health team: 

(v) select appropriate Mental Health Nursing strategies to meet the needs of 
the individual psychiatric consumer; 

(vi) participate in and, where appropriate, carry out treatments prescribed by 
medical.staff and monitor the effects thereof; 

(vii) display nursing care skills that will be effective in alleviating disturbance 
and distress of consumers by supporting consumers to adapt effective 
coping strategies. ; 

(viii) design programs containing activities and personal interaction aimed at 
the improvement in mental health and independent functioning of specific 
consumers; 

{ix) meaningfully communicate with individuals and groups exhibiting 
abnormal and at risk behaviour patterns, including aggression, 
withdrawal,, hyperactivity and confusion; 

(x) utilise skills therapeutically in caring for consumers by being available, 
listening, clarifying, concentrating, conveying empathy, utilising self-
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disclosure and confrontation constructively, encouraging supported 
decision-making and evaluating outcomes; 

{xi) be active in the psychological and principles of recovery approaches to 
treatment, including psycho-dynamic, humanistic, behavioural, group, 
and family and marital therapies, the use of creative media, socialisation 
therapies, and independence skills; 

(xii) identify and liaise with agencies helpful to consumers, including 
consumer's identified support persons and where appropriate assume 
an advocate role on behalf of the consumer: 

(xiii) plan an important role in primary prevention by utilising knowledge of 
mental health and mental illness to vulnerable groups in the community; 

{xiv) participate in the support of consumer goals of recovery ; 

(xv) participate in the teaching, supervision, performance and evaluation of 
junior staff, peers and other health-workers; 

(xvi) initiate and participate in Mental Health Nursing research; 

(xvii) recognise and support consumers in anxiety-provoking or threatening 
situations; 

(xviii) design and conduct independence, socialisation activity and recreational­
based therapies designed to aid in the recovery of the consumer 

114.8 Qualifications and training required for entry lo and promotion within Mental health 

(a) Current registration registered nurse with the NMBA is the minimum qualification 
for any practising mental health nurse (bed based or community). 

(b) At least two years' experience in a mental health inpatient unit is desirable for 
nurses entering community nursing. This would equip the nurse with sufficient 
knowledge and direct experience of a range of mental health conditions, in order to 
undertake mental status assessments in the community without direct guidance, 
and to act as a case manager for consumer. 

( c) The possession of further qualifications and/or experience is not mandatory for 
appointment to positions classified at RPN 2. From 1 July 2005 for appointment to 
RPN 3 positions it is desirable that an Employee hold a post graduate diploma in 
psychiatric/mental health nursing or a specialist undergraduate Mental Health 
Nursing qualification or a specialist post basic course of training which led to 
registration as a Division 3 Nurse. From 1 July 2005 all appointments to RPN 4 
positions or above must have completed either a post graduate diploma in 
Psychiatric/Mental Health nursing or a specialist undergraduate Mental Health 
Nursing program or a specialist post basic course of training which led to 
registration as a Division 3 Nurse. 

(d) The classification of positions within the RPN occupational category will not be on 
the basis of personal qualifications held or experience gained, but will be 
established on the basis of the actual work to be performed. 

(e} Administrative tasks performed at RPN 3 and 6 levels generally will be 
incorporated into positions that also contain tasks that are from other areas (eg. in 
a position that involves both administrative and clinical work). However, temporary 
positions performing only administrative tasks are likely to be developed for 
specific projects for specified time periods. 

(f) The Unit Manager has a direct role that combines both the functions of an expert 
clinical practitioner and manager of a unit. 

(g) Clinical Manager positions will be in charge of a program that is not unit-based. 

(h) Although at RPN 3 level the roles of Clinician and Associate Nurse Unit Manager 
are distinct, all RPN 3 level nurses are considered primarily to be advanced 
practitioners and, from time to time, might be required to assume either of the 
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roles, according to the needs of the service. Nurses at this level may be required 
to assume unit or program supervisory responsibility for a span of duty. 

114.9 Registered Psychiatric Nurse - work level standards 

(a) RPN 2 - Definition 

Positions require a knowledge of Mental Health Nursing principles and 
practices as provided by the current mandatory basic course, and decision­
making is required consistent with the extent of this knowledge. RPN-2 nurses 
are professionally accountable for these decisions. 

(b} RPN-2 - Features 

(i) RPN 2s perform tasks according to established procedures, specific 
guidelines and standard instructions from more senior mental health 
nurses (RPN 3 or above). Positions at a RPN 2 level may be required to 
select certain methods or procedures to meet consumer needs. The 
focus of the position is clinical practice in a bed based or community 
setting. 

(ii) Positions at this level will work within a Mental Health Nursing team and 
receive general supervision from a more senior nurse (RPN 3 or above). 
All RPN 2's must have a ready source of Mental Health Nursing advice in 
the event of unexpected incidents or the requirement for further 
specialised nursing knowledge. 

(iii) Included at this level are newly graduated RPNs and the more 
experienced practitioner whose work contribution increases as 
experience and knowledge is gained. More experienced RPN 2 nurses 
may require only limited direction in their day-to-day activities. 

(iv) RPN 2's may be required to provide peer support to newly graduated 
RPNs, and may oversee the work of PENs according to uniUunit policies 
and the instruction of the Nurse in charge. 

RPN2 PCNS and RPN 2 Advanced 

(v) RPN 2 positions can also be sub-divided into RPN2 PCNS and RPN 2 
Advanced. 

(vi) The classification of RPN 2 PCNS or RPN 2 Advanced is only available 
to an RPN 2 who is able to demonstrate a level of clinical practice that is 
of a higher level of skill than would otherwise be expected of other RPN 
2 positions but less than RPN 3. 

(c) A nurse (RPN2)is taken to have demonstrated this level of skill where they are 
able to routinely demonstrate advanced levels of Mental Health Nursing clinical 
decision making - in particular, problem identification and solution, and the 
analysis and interpretation of clinical data in a mental health setting. 

(i) The responsibilities of the RPN 2 PCNS or RPN 2 Advanced are to be 
performed within their normal daily working hours. 

(ii) The role and function of the RPN 2 PCNS or RPN 2 Advanced is 
distinguishable from the roles and functions of the RPN 4, 5 or 6 
Psychiatric Clinical Specialist or Consultant or Psychiatric Nurse 
Educators. The RPN 2 PCNS or RPN 2 Advanced should not be 
expected to be a replacement to these positions, except when appointed 
as such in a higher duties capacity. 

(iii) The RPN 2 PCNS is a personal classification and an RPN 2 can apply 
for this classification where the RPN 2 has: 

A. successfully completed a specific course of training in Nursing 
leading to registration by the NMBA, or 
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B. have completed a post graduate course specific to Mental 
Health Nursing; and 

C. has completed a minimum of 12 months experience in Mental 
Health Nursing at the RPN 2 level. 

Whilst applicants would generally be expected to have two years' 
experience at the RPN 2 level to adequately meet the skill criteria an 
RPN 2 may apply for the PCNS classification after completion of 12 
months experience. 

(d) The RPN 2 Advanced is a personal classification and an RPN 2 can apply for this 
classification where the RPN 2: 

(i) is working to units completion of a postgraduate course in Mental Health 
Nursing and has a minimum of two years Mental Health Nursing 
experience at the RPN 2 level; or 

(ii) has completed a minimum of four years' experience in Mental Health 
Nursing at the RPN 2 level 

(e) The nurse must demonstrate one of the criterions below in each of the sections (i), 
(ii) and (iii) following whilst the criteria set out in section (iv) are desirable only. 

(i) Clinical Skill 

A Demonstration of a commitment to, and the delivery of a 
particular Mental Health Nursing role or function within the 
program 

B. Maintenance and improvement of clinical standards in Mental 
Health Nursing practice 

(ii) Professional Behaviour 

A Act as a mentor or preceptor, having completed a preceptor 
course subject to it being provided by the Employer, to less 
experienced staff not limited to Mental Health Practitioners 
including RPNs, nursing students, Division 2 nurses (PEN) and 
Mental Health Officers (MHO). 

B. Support of, and contribution to, quality im.provement and 
research projects within Mental Health Nursing practice 

C. Act as a resource person to others in relation to Mental Health 
Nursing clinical practice. 

(iii) Professional Development 

A. Contribution to the education of other mental health 
professionals; eg active participation in the delivery of the in­
service education/training program. 

B. This function does not supplant the role and function of the 
RPN 4, 5 or 6 Psychiatric Clinical Specialist or Consultant or 
Psychiatric Nurse Educators. 

C. Demonstrated undertaking of own planned professional 
development and competence through various forms of 
continuing education with a focus on Mental Health Nursing 
practice; e.g. conferences, study days, formal study, reading. 

(iv) Desirable 

A Completion of a Specialist Graduate Year in Mental Health 
Nursing. 

B. Membership of a relevant professional body supporting the role 
and function of Mental Health Nursing 
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C. Committee membership and participation requiring Mental 
Health Nursing skills and expertise 

D. An RPN 2 Advanced who successfully completes a post 
graduate course of training in Mental Health Nursing 

114.10 RPN 2 - typical duties 

Within the context of the definitions above, the following duties have been 
assessed as being able to be undertaken by RPN 2s. Note that no single duty can 
be used as the final determinant of job level. 

(a) Undertake mental state, social and physical assessments of consumers, which will 
lead to a recommendation of a course of action being taken which would aid the 
consumer's self determination in formulation of individual program plans or nursing 
care plans. 

(b) Assist in the provision of an environment conducive to the physical, emotional and 
social well-being of consumers. 

(c) Prepare nursing case management strategies for consumers. 

(d) As a co-therapist, be involved in running psycho-dynamic groups. 

(e} Assess the effects of and on the authority of a medical officer/psychiatrist, and 
within the bounds of professional nursing practice, administer drug therapies. 

(f) Undertake counselling and therapy with consumers, and provide specific 
rehabilitative or education projects in conjunction with consumers. 

(g) Act as advocate for consumers within the service, and with relevant community 
agencies 

(h) According to unit service and program policies, provide assistance during mental 
health or medical emergencies 

(i} According to unit service policies, engage with the consumer to prepare for 
discharge by planning follow up care, which may include out-patient services, local 
doctor and CMHN community mental health nurse visits, and medication supplies, 
etc. 

(j} Take blood as required (e.g. to monitor medication levels). 

(k} Supervision of nursing practice of PENs. 

(I) Assist in the orientation and training of student nurses when directed by the Senior 
Nurse in charge of the unit service: 

(m) Conduct daily living skills and activities groups, observe consumer interaction and 
record participation. 

114.11 RPN 3- definition 

At this level, employees utilise the knowledge gained from the basic RPN course 
or nursing qualification, which has been consolidated by a range of relevant work 
experience, usually at least two years. The selection criteria for appointment to 
RPN3 will include the desirability of holding a post graduate diploma in 
psychiatric/mental health nursing or having completed a specialist undergraduate 
Mental Health Nursing program or a specialist post basic course of training which 
led to registration as a Division 3 Nurse. 

(a) RPN 3 • Features 

(i) Clinical duties at this level wifl include more complex tasks than at RPN2. 
RPN 3s operate with a higher degree of clinical autonomy and will be 
required to manage all the commonly occurring situations or cases within 
their area of practice. RPN 3s also may utilise a knowledge of nursing 
systems and service delivery structures to deliver specialised services in 
some areas. 
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{ii) RPN 3s will undertake the duties of an advanced practitioner. Typically, 
they will lead a nursing team on a shift, but there is scope for positions at 
this level in a clinical area who do not necessarily supervise other 
nurses. Community-based positions receive clinical guidance, where 
necessary, from a more senior community mental health nurse CMHN, 
but are expected to be adept at making mental status assessments of 
consumers, including new consumers not previously seen by a doctor. In 
all cases, RPN 3s receive general direction from and report directly to a 
more senior nurse (RPN 4 or above) who has overall accountability for 
the care or program. 

(iii) RPN 3s at this level will be accountable for decisions made on clinical or 
unit program management matters according to professional practice 
and service policies. They will determine day-to-day matters and report 
regularly to a more senior nurse. 

(b) RPN 3 ~ typical duties 

Within the context of the definitions above, the following roles within each work 
area have been assessed as being able to be undertaken by RPN 3s. 
However, particular positions may combine duties from more than one role. 
Note that no single duty can be used as the final determinant of job level. 

(c) Associate Nurse Unit Manager 

(i) Undertake nursing assessments and independently institute a nursing 
care plan for consumers and staff. This includes supervising other 
nursing staff involved (if any), coordinating various 1reatment 
components and liaising with other professional staff. 

(ii) Conduct complex group therapy such as psycho-dynamic groups. At this 
level, positions assess consumers' suitability, assist consumer to choose 
the actual form of therapy. The nurse may train and instruct their peers in 
therapeutic techniques, and supervise the co-therapist. 

(iii) Assist a RPN 4 or above to develop and implement the philosophy and 
objectives of a unit program. 

(iv) Provide clinical supervision to RPN 2's, students, PENs and any other 
unit staff, and allocate tasks on the basis of the available staffs 
knowledge and developmental rieeds unit 

(v) On a shift where the RPN 3 is responsible for the unit or program, co­
ordinate the provision of non-nursing functions to the workplace. 
Oversee the activities of non-nursing staff while in the unit to ensure 
relevant standards are met. 

(vi) Contribute to the development of nursing practices and procedures and 
provide guidance and informal training on the shift to staff working in the 
unit or program area. 

(vii) Establish the Mental Health Nursing service delivery priorities in the work 
setting for the shift. 

(viii) Ensure the accurate documentation of consumer records during the shift. 

(d) Clinician 

(i) Undertake nursing assessments and independently institute a nursing­
care plan with consumers and their identified support persons. This 
includes supervising other nursing staff involved (if any), co-ordinating 
various treatment components and liaising with other professional staff. 

(ii) Conduct complex group therapy such as psycho-dynamic groups. At this 
level, assess consumers' suitability, assist consumer to choose the 
actual form of therapy. The nurse may train and instruc1 their peers in 
therapeutic techniques, and supervise the co-therapist. 
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(iii) Assist a RPN 4 or above to develop and implement the philosophy and 
objectives of a unit program. 

(iv) Following assessment by or in conjunction with a medical officer, 
undertake nursing assessments of consumers and work with a consumer 
to develop a range of measures to stabilise their physical and mental 
health symptoms. 

(v) Undertake specifically designated and more complex rehabilitative or 
education projects with consumers that would not be undertaken by 
RPNs. 

(vi) Unit based positions of this type would be specifically designated and 
would report direct to a Nurse Unit Manager. 

(e) Educator-Graduate Support Nurse 

(i) The Graduate Support Nurse is responsible for the delivery of practical 
and applied clinical support to graduate nurses and early career nursing 
staff in the learning environment, that is responsive to local and 
organisational priorities, and develops the foundational and specialty 
knowledge required to deliver high quality mental health nursing care to 
consumers. 

(ii) 

(iii) 

(iv) 

(v) 

(vi) 

(vii) 

(viii) 

Provides direct expert clinical support, leadership and supervision to 
learners, with support of the wider Clinical Nursing Education team and 
key stakeholders 

Encourage a positive learning environment in which competencies are 
maintained and improved consistent with current nursing knowledge and 
research 

Support and conduct graduate clinical assessments as required 

Actively participates in performance management of graduate nurses 
and early career nurses 

Fosters safe working practices and environment in order to ensure best 
patient outcomes 

Undertakes direct client care in order to act as role model for 
nurses/students and create learning situations for nurses/students by 
role-playing where actual experience is not available 

Evaluate student/nurse progress. This does not include acting as an 
Examiner for the NMBA for the external examination of Student Nurses. 

(ix) These positions are to be distinguished from and are in addition to the 
CNE and CNC (however titled) positions. 

(f) Community Mental Health Nurse 

(i) Undertake mental, social and physical assessments of consumers, and 
work in partnership with the consumer to develop a recovery action plan. 
that will lead to recommendation of a course of action being taken (such 
as admission) and possible formation of psychiatric diagnosis by a 
psychiatrist. 

(ii) On the authority of a medical officer/psychiatrist, administer and assess 
effects of psychotropic medications. 

(iii) Undertake home visits to consumers in the community. 

(iv) Assist consumers to identify and implement strategies to reduce 
emotional distress. 

(v) Undertake counselling and therapy with consumers. 

(vi) Undertake community agency consultation and education. 

SECTION 2 (REGISTERED NURSES/ ENROLLED NURSES AND MHO'S) I PART H: CLASSIFICATION AND 
STAFFING 

L\344187946.1 176 

f_p_n_180_



SECTION 2 (REGISTERED NURSES/ ENROLLED NURSES AND MHO'S) I PART H: 
CLASSIFICATION AND STAFFING 

(vii} Develop particular community projects under supervision or with 
assistance from a more senior nurse. 

(vlli) Undertake specific rehabilitative or educational -projects with consumers. 

(ix) Prepare nursing recovery framework strategies with consumers being 
assessed or receiving counselling or therapy. 

(x) Provide support to long term consumer and their identified support 
persons. 

(xi) Refer consumers to other mental health professionals or human service 
agencies in the community 

(xii) Act as advocate with and on behalf of consumers with relevant 
community agencies. 

(xiii) Assess level of urgency in situations of crisis assessment in order to 
prioritise lever of interventions required. 

(xiv) Maintain an already established residential living program that houses 
psychiatric consumers, providing support and counselling as well as 
assistance with daily living skills to enable them to live independently in 
the community, and assessing the consumers to make sure they are 
suitable to live together. 

(xv) Co-ordinate a depot clinic, involving the organising of staff to administer 
medication, ensuring that consumers are followed up if they fail to attend 
the clinic and making recommendations regarding the staff resource 

114.12 RPN4 Definition 

RPN 4's utilise training and substantial work experience (usually at least five years) to 
achieve expert knowledge of RPN practices and procedures. Positions may utilise relevant 
post-basic studies to ensure the achievement of RPN standards across a work area, 
program or clinical specialty for which the position is responsible. Nurse Educator positions 
may be required to hold a recognised nurse education qualification according to NMBA 
requirements. Effective from 1 July 2005 a person appointed to RPN4 must hold a post 
graduate diploma in psychiatric/mental health nursing or have completed a specialist 
undergraduate Mental Health Nursing program or a specialist post basic course of training 
which led to registration as a Division 3 Nurse. 

(a) RPN 4 Features 

(i) Positions at this level undertake the most complex 'hands-on' clinical 
practice in this structure. Service Nurses at this level will have their 
clinical judgments recognised as authoritative. In clinical matters, this 
position wm undertake a full range of responsibilities, skills and 
knowledge and will not receive clinical guidance from a more senior 
nurse. Non•clinical project and program positions will have carriage of 
complex matters without requiring technical advice, guided only by the 
broad policy constraints of the service's nursing department. Unit 
manager positions will be expected to independently manage all nursing 
services in an area and provide leadership to staff in clinical matters. 
Nurse educators utilise their expert knowledge to instruct students in the 
practical and theoretical aspects of their study. 

(ii) RPN 4's are professionally accountable for their nursing decisions. RPN 
4's in charge of units or programs will manage their areas with 
independence, and will be accountable to the nursing executive for the 
delivery of a high-quality Mental Health Nursing service. They will 
participate in peer reviews and will report as required on the areas under 
their control. Direct supervision is not compatible with the high level of 
expertise expected of positions at this level. 

(b) RPN 4 · Typical Duties 
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Within the context of the definitions above, the following roles within each work 
area have been assessed as being able to be undertaken by RPNs at this level. 
However, particular positions may combine duties from more than one role. Note 
that no single duty can be used as the final determinant of job level. 

(c) Unit Manager 

(I) 

(ii) 

(iii) 

(iv) 

(v) 

Manage the provision of Mental Health Nursing services in a unit to 
enable the effective utilisation of available resources to achieve unit 
service and service objectives. 

Provide a high level of 'hands-on' clinical practice and advice and 
participate in the delivery of care. 

Participate ln the development of Mental Health Nursing policy and 
procedures relating to the unit service and the service as a whole. 

Manage the provision of all nursing and non-nursing services 1o the unit. 

Co-ordinate the provision of mental health professional services to 
consumers. 

(vi) Maintain standards of professional Mental Health Nursing care and 
promote the training and professional development of all nursing staff on 
the unit: 

(vii) Ensure that the principles and objectives of the Mental Health Act are 
applied. 

{viii) Monitor and evaluate unit program activities and outcomes and report as 
required to the service's nursing executive on progress to units 
objectives, resourcing difficulties, staff training requirements, emerging 
clinlcal issues that may be addressed across a number of unit, etc. 
Develop and manage change as appropriate. 

(ix) Supervise maintenance of consumer records by ensuring that unit staff 
complete all necessary paperwork. 

(x) Ensure that staffing rosters and staff deployment are organised to 
achieve effective and timely program delivery and efficient use of staff 
resources. 

(d) Clinical Manager 

(i) Manage and participate in the activities of a significant unit community 
based program, including establishing the parameters of services, 
clinical standards and program objectives, and ensuring effective 
resource utilisation. 

{ii) Provide clinical leadership and program guidance to subordinate nurses 
working in the program. 

(iif) Monitor and evaluate program outcomes and develop and manage 
changes as appropriate. 

(iv) Liaise and negotiate with significant service and community-based 
agents regarding the program. 

(e) Clinical Specialist 

(i) Undertake clinical consultancy and provide direct care in units or direct­
care programs as a sole practitioner reporting to a more senior clinical 
manager. The primary focus is clinical services to consumers. 

(ii) Conduct research projects into clinical matters, under the broad direction 
of a more senior clinical manager. 

(iii) Utilise advanced clinical nursing knowledge and skills to influence quality 
of care within a specialised aspect of nursing practice across a number 
of units or programs {eg. infection control). 
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(iv) Be responsible for maintaining state of the art knowledge of the nursing 
specialty. 

(v) Contribute to the training and development of nursing and direct-care 
staff regarding the specialty area. 

(f) Community Nurse - Student Co-ordinator 

(i) Plan and control or co-ordinate the placement of nursing students in the 
work setting. 

(ii) Be responsible for establishing placement objectives, supervisory guide 
lines and allocation of staffing resources to the task of student 
supervision. 

(iii} Undertake associated organising, liaison and monitoring duties. 

(iv) Develop supervision practices and procedures and training of field staff 
to be involved in supervision of students. 

(v) Undertake a community nursing caseload. 

{g) Community Nursing - Team Leader: 

(i) In work settings with up to two subordinate CMHN positions, undertake 
planning, control and co-ordination of CMHN functions within the work 
setting, in a particular sub-discipline or across a number of sub­
disciplines. 

(ii) Undertake associated organising, liaison, monitoring and service 
development duties. 

(iii) Provide nursing supervision for subordinate CMHN staff. 

(iv) Develop CMHN practices and procedures, and undertake training offield 
staff. 

(v) Advise administration on appointment of nursing staff to the team. 

(vi) Establish CMHN service delivery priorities in the work setting. 

(vii} Undertake the development of sub-discipline procedures and practices in 
the work setting and training of staff. 

(viii) Establish priorities in delivery of CMHN services within the sub-discipline 
for the work setting, in conjunction with senior staff of other professions 
in the work setting. 

(h) Community Nurse - Developer of Residential Living Program 

(i) Establish and maintain a residence to house consumers. 

(ii) Obtain funds for the purchase/rental of accommodation. 

(iii) Find appropriate accommodation. 

(iv) Identify and monitor staff resource requirements (ie.the number and type 
of staff required to enable the consumers to look after themselves and 
live independently in the community). Types of staff may include 
CMHNs, therapists and social workers. 

(i) Community Nurse - Manager of Crisis Intervention Program 

A crisis intervention program involves ensuring that staff are available to respond 
to urgent requests for assistance in the community. Typically, a two-person team 
{two nurses or a nurse and a clinician) would go out to assess the situation and 
take whatever action required. The management of the service involves: 

{i) Rostering of staff to requests for assistance. 
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(ii) Determining the extent of service required for the catchment area 
serviced by the workplace (ie numbers of hours per week and number 
and type of staff). 

{iii) Marketing the service to the community. 

(iv) Ensuring that the service is responsive to the needs of the catchment 
area without disrupting the clinic/workplace routines. 

U) Nurse Educator 

(i) Prepare and conduct lectures, tutorials, practical skills, workshop skills 
training or small group discussions .. 

(ii) Evaluate student progress. 

(iii) Contribute to development and evaluation of the curriculum for students 
and nurses. 

(iv} Co-ordinate the program for allocated intake groups of student nurses. 

(v) Contribute to the on-going development of nursing education and 
practice by having input to internal and external committees and working 
parties. 

(vi) In the clinical work setting, facilitate the effective transfer of student 
RPNs' theoretical learning into practical experience through the provision 
of clinical education sessions and supervision of the students' nursing 
practice, and provide a structured program of education and unit 
experience to general nursing students during their clinical Mental Health 
Nursing placement. 

(vii) Undertake direct consumer care in order to act as role model for 
students and create learning situations for students by role~playing 
where actual experience is not available. 

{viii) Negotiate with schools of nursing and student nurses regarding the 
number and dates of clinical placements to be undertaken under the 
teacher's supervision. 

(ix) Answer queries from student nurses regarding the interpretation of the 
HRP Act and Nursing and Midwifery Board of Australia. 

(x) Provide counselling and advice to student nurses in relation to their 
academic progress and course regulations. 

(xi) Organise external placements for student nurses, including at 
community-based settings. 

(xii) Organise education visits for student nurses. 

(xiii) Coordinate all mandatory training requirements, including the delivery of 
OVA training including prevention and de-escalation skills. 

(xiv) Coordinate and deliver orientation days for staff 

(k) Nursing Administrator 

(i) 

(ii) 

(iii) 

Undertake research into complex non-clinical nursing matters under the 
broad direction of a more senior nurse (eg. alterations to rostering 
methods, changes to incident reports, introduction of computerised 
consumer records and introduction of staff-appraisal guide lines). 

Implement administrative changes of the above type by liaising with unit 
managers and nurses managing other clinical programs, explaining new 
systems to affected staff and reporting the outcomes of implementation 
to more senior managers. 

Provide information sesslons/seminars and assistance to staff in other 
facilities undertaking similar projects. 
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(I) Mental Health Nurse Practitioner Candidate 

(i) Nurse Practitioner Candidate means a RPN who is appointed to a 
position as Nurse Practitioner Candidate and is undertaking their final 
studies, including clinical practice, to gain endorsement to practice as a 
Nurse Practitioner in accordance with the HRP Act. 

(ii) A RPN appointed by the Employer as a Nurse Practitioner Candidate (as 
defined) shall be classified and paid at a minimum of RPN 4 Year 4 in 
their first year of candidature and RPN 5 thereafter. 

(m) Consultation Liaison Nurses 

(i) Consultation Liaison Nurses shall be classified as a RPN, as a minimum. 

(ii} The CL nurse should be a 7 day a week position. 

{iii) There should be a minimum of one CL nurse to every 300 beds within a 
hospital service 

(iv} The CL nurse focuses on the mental health care of people in non­
psychiatric (generalist) settings, most commonly but not exclusively, in 
general hospital units, emergency departments, and nursing homes: The 
CL nurse aims to improve outcomes in patient care from a mental health 
perspective through working directly with patients and indirectly through 
increasing the capacity of staff to recognise and attend to the mental 
health needs of patients in these settings. 

(v) The CL nurse works with patients and their relatives providing expert 
mental health assessment and intervention; provides guidance, 
education and support to generalist staff caring for the patient and 
collaborates with them in developing a plan of care; acts as a positive 
role model to generalist staff in psychiatric - mental health care and 
practice; works with the organisation or department as a mental health 
resource on mental health related projects, education and policy 
development; and acts as a link between generalist and mental health 
services (public and private, hospital and community). 

(vi) For the purposes of this Agreement the CL nurse covers the general and 
specialist medical/ surgical units of Victorian general hospitals. 

114.13 RPN 5- Definition 

RPN 5's will utilise clinical and administrative knowledge based on further study (and/or 
post-basic qualification), and enhanced by many years of appropriate RPN work experience. 
Effective from 1 July 2005 a person appointed to RPN5 will be required to hold a post 
graduate diploma in psychiatric/mental health nursing or to have completed a specialist 
undergraduate Mental Health Nursing program or a specialist post basic course of training 
which led to previous registration as a Division 3 Nurse. 

(a) RPN 5 • Features 

(i) Employees at this level involve significant problem-solving that may 
require considerable understanding and interpretation of service and 
departmental policy. RPN 5 nurses typically are involved in the 
development of complex nursing programs. Clinical and non-clinical 
projects or programs will have implications for all nursing services within 
the service as a whole, usually involving the development of adaptations 
to the way work is performed. 

(ii) RPN S's may provide a consultancy to unit- based staff in an area of 
expertise, but would not directly supervise unit managers or their 
subordinates. Project positions may supervise small teams of RPNs 
working on clinical or nursing services support developmental matters. 
In community settings, RPN 5 nurses would lead small teams in a multi­
disciplinary setting or be responsible for the development of programs for 
a defined catchment area. Educators at this level would provide high 
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level assistance to the positions with regional responsibility for RPN 
education. 

(iii) RPN 5's are senior nurses who will independently undertake their duties 
according to broad policy guide lines and professional standards. They 
will set objectives and negotiate their acceptance with the nursing 
executive, and report in terms of progress to units these objectives. RPN 
5's are typified by substantial responsibility for an area of nursing 
practice as outlined in the role statements below. 

(b} RPN 5 -Typical Duties 

Within the context of the definitions above, the following roles within each work 
area are able to be undertaken by RPNs at this level. However, particular 
positions may combine duties from more than one role. Note that no single duty 
can be used as a final determinant of job level. 

(i) Clinical Nurse Consultant (Education) 

A Provide high level clinical consultation and advice to unit 
managers or.nurses managing programs. 

B. Develop, establish, maintain and evaluate a specialist clinical 
program, such as a psycho--9eriatric or rehabilitation program, 
across a number of units/facilities. The primary focus is 
program development, rather than delivery of clinical services 
to consumers. 

C. Provide RPN consultancy service regarding specialist 
programs as required to other hospitals and/or public sector 
and voluntary health service agencies. 

D. Be responsible for maintaining state of the art knowledge 
across a broad area of expertise. 

E. This position might supervise a small team of nursing staff. 

(ii) Mental Health Inpatient Clinical Nurse Consultant 

An Employer may employ a Mental Health Inpatient Clinical Nurse 
Consultant to: 

A. assist the Nurse Unit Manager (NUM) in developing, 
maintaining and evaluating specialist bed-based programs for 
which the NUM is accountable for managing. 

B. not directly supervise the NUM or bed-based staff, however, to 
provide a consultancy service regarding specialist programs 
within mental health bed-based services 

C. provide high level advice to the NUM regarding Department 
initiatives and frameworks and actively contribute to team 
planning and clinical practice development activities within the 
Unit. 

D. assist in the development of clinical frameworks such as 
Safewards. Mental health intensive care frameworks and 
reducing restrictive interventions in inpatient settings. 

(iii) Community Nursing - Team Leader 

A. Undertake direction of a team of at least three subordinate 
Community RPNs working in a multi-disciplinary setting where 
overall direction of the workplace is undertaken by a higher 
level community position. 

B. Supervise work of subordinate CMHN staff. 

C. Co-ordinate work of the CMH team. 
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D. Provide input to mental health policy development in the 
community workplace. 

E. Monitor and· evaluate adequacy of the CMH services provided. 

F. Undertake co-ordination, planning, development and liaison 
functions in the workplace on behalf of CM H team. 

G. Recruitment of CMH staff. 

H. Undertake administrative work of the CMH team. 

f. Establish priorities for CMH service delivery in the workplace. 

(c) Community Nurse- Developer of Programs 

(i) Develop programs for a defined catchment area, which often might be 
geographically distantfrom other mental health services (eg. a country 
town). 

(ii) In addition to undertaking the full range of community mental health 
training activities without clinical guidance from a more senior nurse to 
whom the position reports, the position would have responsibility for 
establishing priorities for community Mental Health Nursing and clinical 
service delivery and for the development of mental health service 
provision in the area. 

(d) .Night Supervisor (Small-Medium Service) 

(i) Undertake the management of a small to medium service at night, 
according to policies and procedures established by the service 
executive, to ensure that a high standard of operation and service 
delivery is provided to consumers. 

(ii) Take responsibility for all nursing and direct-care matters, including 
consumers and staff, in the event of any mental health /medical 
emergency or any other incident and instigate any required interventions. 

(iii) Provide authoritative clinical and nursing administrative guidance and 
supervision to nursing staff. 

(iv) Ensure that there are adequate staff and other resources available to all 
areas at the service at night to maintain service quality. 

(v) Provide a contact point and advice and counselling where appropriate, 
for members of the public or others who may contact the service during 
the night for a broad range of matters (eg. admissions, etc.). 

(e} Nurse Educator 

(i) Provide administrative support to a RPN 6 nurse educator in co­
ordinating RPN education programs and curriculum development at a 
number of nurse education centres. 

(ii) Carry out aptitude testing of aspiring student RPNs to comply with 
standards set by the Nursing and Midwifery Board of Australia. 

(iii) As part of a regional team of nurse education officers, co•ordinate the 
development and preparation of allocated sections of the curriculum to 
comply with NMBA standards. 

(iv) Supervise or monitor the development and implementation of allocated 
sections of the curricula. 

(v) Assist the head of the school in the overall management of the school 
(eg by establishing appropriate record-keeping systems). 

(f) Nursing Administrator 
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(i) Direct and supervise the project work of RPNs in non-critical areas, 
including allocating projects to staff, setting deadlines and acting as a 
consultant when problems are encountered. 

(ii} Initiate the development of such projects and negotiate their acceptance 
with the nursing administration 

(iii) Negotiate with senior nursing, medical and administrative staff in the 
service to gain acceptance for major policy and procedure changes 

114.14 RPN - Grade RPN 6 - Definition 

RPN 6's are senior RPN Managers who have a thorough knowledge of the RPN profession 
and will have considerable proficiency in the management of a substantive role. RPN 6's 
with a clinical focus must have knowledge commensurate with a recognised State-wide 
expertise in an area of RPN practice. Effective from 1 July 2005 a person appointed to 
RPN6 will be required to hold a post graduate diploma in psychiatric/mental health nursing 
or to have completed a specialist undergraduate Mental Health Nursing program or a 
specialist post basic course of training which previously led to registration as a Division 3 
Nurse. 

(a) RPN - Grade RPN 6 - Features 

(i} At this level, guide lines may be unclear and policies ill-defined, involving 
challenges to resolve nursing service delivery problems or undertake 
research and development projects. 

(ii) RPN 6's will either manage the total nursing function in a nominated 
service or community services provided by nursing only teams, or direct a 
substantial clinical area across an entire service, or administer a school 
of nursing. 

(iii) PRN 6's are bound by policies and practices and are subject to executive 
management direction only. Within areas of practice as outlined below, 
RPN 6's will be able to commit the service or education service within the 
constraints of the executive management model to a particular course of 
action or nursing policy. Positions at this level therefore are expected to 
lead the investigation of major mental health issues and develop 
strategies to overcome problems affecting the nursing department/ 
school/ community service. Also included at this level are senior nurse 
managers, who may share accountability for the management of the 
nursing service with the Director of Nursing (DON) (eg. Night 
Supervisors in large facilities and Assistant Directors of Nursing in 
medium to large facilities). 

(b) RPN 6-Typical Duties 

Within the context of the definitions above, the following roles within each work 
area have been assessed as being able to be undertaken by RPNs at this level. 
However, particular positions may combine duties from more than one role. Note 
that no single duty can be used as a final determinant of job level. 

(c} RPN 6 Nurse Practitioner Classification 

(i) Nurse Practitioner means an RPN who is endorsed to practice as a 
Nurse Practitioner by the NMBA in accordance with the HRP Act. 

(ii) A registered nurse educated for extended scope of practice whose role is 
determined by the context in which s/he practices 

{iii) A registered nurse holding the qualifications that accords with clause 
114.8 that all appointments to RPN 4 positions or above must have 
completed either a post graduate diploma in Psychiatric/Mental Health 
nursing or a specialist undergraduate Mental Health Nursing program or 
a specialist post basic course of training which previously led to 
registration as a Division 3 Nurse. 
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(iv) A distinguishing characteristic of the Mental Health Nurse Practitioner is 
that their scope of practice extends the nursing role outside the normal 
scope of practice for a registered nurse including but not limited to the 
following areas of practice: 

A. Clinical assessment; 

B. Limited prescribing of scheduled medication from an approved 
formulary; 

C. Ordering diagnostic investigations; 

D. Direct referral to other health care practitioners; 

E. Admission and discharge of consumers. 

(d} Mental Health Nurse Practitioner- Features 

(i) A Mental Health Nurse Practitioner will undertake some or all of the 
following as part of their role in accordance with the ANMC National 
Competency Standards: 

A. Nursing practice that incorporates application of high-level 
knowledge and skills in extended practice across stable, 
unpredictable and complex situations 

B. Conducts advanced, comprehensive and holistic health 
assessment relevant to a specialist field of mental health 
nursing practice. 

C. Demonstrates a high level of confidence and clinical proficiency 
in carrying out a range of procedures, treatment and 
interventions that are evidence based and informed by 
specialist knowledge. 

D. Has the capacity to use the knowledge and skills of extended 
practice competencies in complex and unfamiliar 
environments. 

E. Demonstrates skills in accessing established and evolving 
knowledge in clinical and social sciences, and the application 
of this knowledge to patient care and the education of others. 

(ii) Professional efficacy whereby practice is structured in a nursing model 
and enhanced by autonomy and accountability 

A. Applies extended practice competencies within a nursing 
model of practice 

B. Establishes therapeutic links with the consumer/ /community 
that recognise, and respects diversity needs including their 
cultural and gender identity and lifestyle choices and embeds 
inclusive practice within the service. 

C. Recognise and respect consumers lived experience 

D. Is proactive in conducting clinical service that enhances and is 
extended by autonomous and accountable mental health 
nursing practice 

{iii) Clinical leadership that influences and progresses clinical care, policy 
and collaboration through all levels of health service 

A. Engages in and leads clinical collaboration that optimizes 
outcomes for consumers/communities. 

B. Engages in and leads informed critique and influence at the 
systems level of mental health care 

(e} Nurse Manager - Clinical Area 
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(i) Monitor the service environment, nursing practices and patterns, models 
of care to ensure that high levels of clinical nursing standards are 
established and maintained. This may involve nursing research being 
conducted by a RPN-6 or other RPN clinicians. A RPN at this level then 
would make proposals to senior service management to improve clinical 
standards and efficient use of staff service 

{ii) Having regard to service-wide trends, initiate and implement clinical 
audits. 

(iii) Develop the Mental Health Nursing functions within the service by 
chairing various committees (eg. Infection prevention and control, clinical 
emergency, safe manual-handling issues, nursing audit and nursing 
practice, etc.). 

(iv) Provide leadership in implementing change to nursing philosophies and 
practices and assist other nurse managers and practitioners within the 
service to achieve their clinical goals. 

(v) Assist in the professional development of mental health nursing within 
the service by providing career guidance to other RPNs, and ensure that 
staff have access to clinical areas that will enhance their professional 
development. 

(f) Community Nurse Manager -Community Department or Clinic or Service 

(i) Manage and be fully responsible for delivery of mental health and CMH 
services in a centre staffed by at least three subordinate CMHNs, with 
any other disciplines being available on a part-time or sessional basis 
only for referral of specffic cases if required. 

(ii) Plan, develop, organise and monitor delivery of programs for the 
department or clinic's catchment area in accordance with policies, 
practices, programs and resource allocations to the CMHN service 
prepared jointly with regional mental health services management. 

(iii) Participate in major human service delivery developments in the region 
(eg. community health) as the representative of mental health services. 

(iv) Undertake evaluation of services provided by the centre to facllitate the 
best use of allocated resources and representation of mental health 
services in regional initiatives. 

(v) Advise on mental health service -delivery issues. 

(g) Night Supervisor (Large Service) 

Typical duties are the same as for the RPN 5 Night Supervisor. Positions at this 
level will perform these tasks in larger facilities with higher staff numbers, more in­
patient consumers and hence higher levels of responsibility for the position in 
charge at night. 

(h) Nurse Educator - Head of Education Centre 

(i) Administer nurse education for undergraduate, graduate, and 
postgraduate students of nursing 

(ii) Manage and be responsible for the development, implementation and 
evaluation of education programs. 

(iii) Monitor and review the work performance of Nurse Educators, and 
ensure that the performance of all nurse educators within a program is 
appropriately monitored. 

(iv) Manage the human and physical resources of the education program. 

(v) Ensure that the selection of student nurses for the program follows 
established policy and is carried out appropriately. 
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(i) Nurse Manager• Administration Area 

{i) Under the direction of the Director of Nursing (medium to large service), 
provide leadership in allocation and monitoring of nursing resources to 
most effectively meet service delivery requirements. 

(ii) Manage the recruitment and retention of nursing staff according to 
policies and the Agreement. 

(iii) Perform a professional leadership role in the effective forward planning 
of nursing services. 

(iv) Monitor the non-clinical nursing operations of the service, and meet 
emerging needs by initiating changes to systems and procedures. 
Positions may initiate special projects (either short - or long-term), which 
may be carried out by subordinate nurses. 

U) Nurse Manager (Designated Units) 

(i) Under the direction of the Director of Nursing, manage the nursing 
services in a specified section of the service, and involving a significant 
number of units or equivalent spread of responsibility. 

(ii) Monitor the standards of clinical practice, program efficiency and 
effectiveness, and report as required to the service's executive. 

(iii) Provide professional oversight and guidance on RPN 3's in charge of 
uni1s and programs, and ensure that staff development needs are met 
across the areas for which the position is responsible. 

(iv) Initiate and monitor administrative system's to allow the full use of 
available nursing resources to meet consumer needs. 

(k) Director of Nursing (Small Service) 

(i) Be responsible for the overall functional and line management of nursing 
services and resources. 

(ii) Promote the development and enhancement of the participation and 
skills of nurses and other direct-care staff in accepting and responding to 
changes that are occurring in the development of mental health services. 

(iii) Be responsible for the development and preparation of policy and guide 
lines pertaining to all aspects of Mental Health Nursing and related 
direct-care service delivery within a small service (as defined), and for 
the provision of high level Mental Health Nursing advice to other 
members of the service's executive. 

(iv) Represent the total RPN function on the service executive and negotiate 
at senior levels for the adequate resourcing of the RPN clinical function 
and its associated activities. 

(v) Ensure the RPN services are of the highest possible quality across the 
service through establishing effective reporting relationships between 
unit, community and Nurse Managers. 

(vi) Participate as necessary in the negotiation of local industrial relations 
issues and report to senior management in the event of major disputes. 

(vii) Provide professional leadership to all RPNs and other nursing staff in the 
service, and encourage staff development and retention. 

114.15 RPN 7 Definition 

RPN 7's are senior RPN Managers who have a thorough knowledge of the RPN profession 
and will have considerable proficiency in the art of management in a substantial role. 
Effective from 1 July 2005 a person appointed to RPN7 will be required to hold a post 
graduate diploma in psychiatric/mental health nursing or to have completed a specialist 
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undergraduate psychiatric/mental health nursing program or a specialist post basic course 
of training which previously led to registration as a Division 3 Nurse. 

(a) RPN 7 Features 

(i) At this level, guidelines may be unclear and policies ill-defined, involving 
major intellectual challenge to resolve nursing service delivery problems 
or significant nurse education issues. 

(ii) Positions either will manage the total nursing function in the nominated 
medium facilities or administer nurse education throughout a region. 

(iii) Positions are bound by policies and practices and are subject to 
executive management direction only. Positions will be able to commit 
the service or education service to a particular course of action or 
nursing policy. Positions at this level therefore are expected to lead the 
investigation of major mental health issues and develop strategies to 
overcome problems affecting the nursing department's or region's 
education service. 

(iv) Work at this level is distinguished from that of RPN-Ss and RPN 6s by 
the size of the nursing service managed and the span of control across a 
region for the RPN education function. 

(b) RPN 7 Typical Duties 

Director of Nursing (Medium Service) 

(i) Be responsible for the overall functional and line management of nursing 
services and resources. 

(ii) Promote the development and enhancement of the participation and 
skills of nurses and other direct-care staff in accepting and responding to 
changes that are occurring in the development of mental health services. 

(iii) Be responsible for the development and preparation of policy and guide 
lines pertaining to all aspects of mental health nursing and related direct­
care service delivery within a medium Mental Health Service service (as 
defined), and for the provision of high level mental health nursing advice 
to other members of the service's executive. 

(iv) Represent the total RPN function of the service executive and negotiate 
at senior levels for the adequate resourcing of the RPN clinical function 
and its associated activities. 

(v) Ensure the RPN services are of the highest possible quality across the 
service through establishing effective reporting relationships between 
unit, community and nurse managers. 

(vi) Participate as necessary in the negotiation of local industrial relations 
issues and report to senior management in the event of major disputes. 

(vii) Provide professional leadership to all RPNs and other nursing staff in the 
service, and encourage staff development and retention. 

(c) Principal Nurse Education Officer 

(i) As head of a regional school and as the most senior level of Nurse 
Educator, provide authoritative professional leadership in identifying 
direct-care staff education/training needs and develop appropriate 
resources. 

(ii) Provide policy advice to the Principal Nurse Adviser on nurse education 
and direct-care staff training for the region. 

(iii) Engage in program design, curricula development and education 
strategies with external educational bodies to access basic and on-going 
training for an direct-care staff in the region. Undertake regional planning 
for educational purposes. 
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(iv) Be accountable for all RPN education across a region. 

(v) Jn accordance with NMBA and requirements, design a theoretical and 
clinical education program for student RPNs and ensure appropriate 
organisation and standards for clinical placements within a region. 

(vi) Manage relevant human and material resources. 

(vii) Negotiate with mental health, general health and community facilities to 
arrange suitable placements for student RPNs. 

(viii) Prepare a program of theoretical education and clinical placements each 
year for each student RPN within the region, to meet the NMBA 
requirements. 

(ix) Determine processes for design, construction, evaluation and revision 
pertaining to RPN education. 

(x) Ensure that education program requirements are being met, and promote 
consultation between Nurse Educators and senior hospital- based 
RPNs who are involved in both the theory and clinical components of 
RPN training. 

(xi) meet with other Nurse Educators at this level to formulate suggestions 
and recommendations pertaining to policies and professional standards 
for RPN education in Victoria, for submission to the Principal Nurse 
Adviser. 

114.16 RPN 7 Definition 

Positions at this level are in charge of the largest mental health nursing services and are the 
most senior RPN managers in Victoria. Positions will utilise the highest level of knowledge 
and skills in Managing the RPN function in large mental health facilities. 

(a) RPN 7 Typical Duties 

Director of Nursing (Large Service) 

(i) Be responsible for the overall functional and line management of nursing 
services and resources. 

(ii) Promote the development and enhancement of the participation and 
skills of nurses and other direct-care staff in accepting and responding to 
changes that are occurring in the development of mental health services. 

(iii) Be responsible for the development and preparation of policy and guide 
lines pertaining to all aspects of mental health nursing and related direct­
care service delivery within a large mental health service(as defined), 
and for the provision of high level mental health nursing advice to other 
members of the service's executive. 

(iv) Represent the total RPN function on the service execu1ive and negotiate 
at senior levels for the adequate resourcing of the RPN clinical function 
and its associated activities. 

(v) Ensure the RPN services are of the highest possible quality across the 
service through establishing effective reporting relationships between 
unit, community and Nurse Managers. 

(vi) Participate as necessary in the negotiation of local industrial relations 
issues and report to senior management in the event of major disputes. 

(vii) Provide professional leadership to all RPNs and other nursing staff in the 
service, and encourage staff development and retention. 

(b) RPN 7 Principal Nurse Adviser 

A RPN 7 is accountable for the planning and development of the profession of 
mental health nursing in the context of policy and program directions. The RPN 7 
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advises the Manager, and generates policies that impact on RPN services 
provided in the field. 

RPN 7 Typical Duties 

(i) Provide a focus for policy development and analysis, service planning 
and program development in relation to mental health nursing in Victoria. 

(ii) Provide the central focus and professional leadership for mental health 
nursing and direct-care services, including the enhancement of direct­
care services, philosophies, objectives, workforce needs and education 
requirements. 

(iii) Provide major professional input into the development of policy and 
programs for mental health services and into state-wide service-planning 
activities. 

(iv) Undertake workforce planning and evaluation of RPN education and 
training requirements to ensure that policy objectives can be met. 
Similar consultancy will be given in relation to other dlrect-care 
categories, including PEN and PSO. 

(v) On a state-wide basis, set and evaluate nursing standards within the 
service and negotiate with Directors of Nursing to ensure that these 
standards are implemented throughout facilitie.s and community settings. 

(vi) Decisions made by the position will influence the direction and 
development of mental health nursing, and will require the position to 
engage in sensitive discussions and negotiations at the most senior 
levels within the service. 

115. Psychiatric Enrolled Nurse classifications 

115.1 Psychiatric Enrolled Nurses - features 

(a) A PEN is an enrolled nurse who works as part of the specialist mental health 
nursing team, under the supervision of an RPN. PENs work as a part of the 
mental health team to advocate for and facilitate the involvement of individuals, 
their families and significant others in planning and evaluating care and progress 
toward recovery and improved health outcomes. No consumer will be treated 
solely by a PEN. 

(b) Core PEN responsibilities in the provision of person-centred nursing care include 
recognition of normal and abnormal in assessment, intervention and evaluation of 
individual health and functional status. As well as the provision of support and 
comfort, assisting with activities of daily living to achieve an optimal level of 
independence, and providing for emotional needs of individuals with their aim being 
to ensure physical and psychological wellbeing and recovery of consumers. The 
PEN monitors the impact of nursing care and maintains ongoing 
communication with the registered nurse regarding the health and functional status 
of individuals. 

(c) PENs are deployed in a wide range of work settings. Services to each consumer 
will be determined by a team, which could include a RPN, or another qualified 
professional. They will perform a range of functions according to work setting, 
consumer needs and expertise of the PEN. Their aim is to ensure the physical 
and psychological well-being of their consumers in accordance with the legal and 
ethical requirements of the Mental Health Act 2014, or its successor. 

(d) The PEN knowledge and expertise in mental health nursing is advanced by the 
experience of working in the sector under supervision and mentorship and /or from 
post basic training. 
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(e) Where the applicable law and organisational policy allows, enrolled nurses may 
administer prescribed medicines or maintain intravenous fluids, in accordance with 
their educational preparation. 

(f) At all times, the PEN retains responsibility for their actions and remains 
accountable in providing delegated nursing care. The enrolled nurse must 
maintain ongoing communication with the RPN including reporting changes in 
health and functional status and individual responses to health care interventions 

(g) The broad definitions of work at each level should be met by any individual 
position being classified at that level, subject to their educational preparation and 
consequential scope of practice. No single duty can be used as the basis on 
which to classify a job. 

115.2 Psychiatric Enrolled Nurse Level 1 (PEN1) 

(a) Definition 

(i) At this Level a PEN works under the direct supervision and instruction of 
an RPN or a senior experienced PEN. 

(ii) A PEN 1 will be orientating to the. roles and responsibilities within their 
working environment. PEN1 will undertake work as directed within 
established procedures and guidelines. They will be expected to 
develop their knowledge and understanding of their legal and ethical role 
under relevant legislation including the Mental Health Act 2014 or its 
successor. 

(iii) AU newly graduated PEN commence at Level 1. A PEN graduating with 
a Diploma will commence at PEN Level 1 Year 7 

(iv) Progression -A PEN1 will progress through the increments on 
completion of a year of experience, including previous experience. 

(v) A PEN Level 1 will only progress to PEN2 classification if they meet the 
criteria set out for a PEN Level 2. 

(b) Typical PEN1 Duties 

(i) Organise and complete delegated nursing care of consumers. 

(ii) Encourage and support consumers to attain independence or assist 
consumers to maintain independence in daily living. 

(iii) Establish and maintain a rapport with consumers that will contribute their 
therapeutic treatment/activities. 

(iv) Record and report consumers progress in the clinical file and participate 
in handover of allocated consumers. 

(v) Assisting in routine admission procedures when a new consumer enters 
the unit 

(vi) Welcome consumers to the unit and orient them to unit routine. Explain 
unit routine to nominated family/friends of consumers. 

(vii) Under direction, carry out basic therapeutic or rehabilitative tasks with 
consumers, either individually or in groups. 

(viii) When requested by the nurse in charge, accompany consumers to 
appointments outside the unit or service. 

(ix) Act in emergency situations according to established procedures within 
the bounds of the PENs scope of practice. 

(x) Accurately record and label specimens, such as urine, perform urinalysis 
and report abnormalities. 

(xi) Assisting in the creation of safe, stable and therapeutic environments for 
consumers. 
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(xii) Can onjy be rostered to HDU (howsoever titled) after completion of 
approved aggression management training and a minimum 6 months of 
experience in a mental health setting. A PEN 1 wiU not be the sole nurse 
in HOU and must be rostered with an experienced RPN. 

(xiii) Carry out clinical procedures for which training, supervision and level of 
competence has been achieved and recorded. 

(xiv) Maintain a high standard of documentation in accordance with level of 
competence. 

(xv) Contribute to quality improvement activities. 

(xvi) Ordering of medical supplies. 

115.3 Psychiatric Enrolled Nurse Level 2 (PEN2) 

(a) Definition 

(i) A PEN 2 is an experienced PEN who works under the supervision of an 
RPN and will have an established understanding of the usual work and 
practices within the unit, a capacity to think critically, to analyse 
situations and act accordingly. They will generally practice with less 
direct supervision and take a more comprehensive approach to care, 
using a greater capacity for a critical approach.to clinical assessment 
and management. 

(ii) They will be able to demonstrate an understanding of their own, 
consumer and environmental safety issues. They will have an 
established knowledge and understanding of, and work in accordance 
with their legal and ethical responsibilities under relevant legislation 
including the Mental Health Act 2014, or its successor. 

{b) PEN Level 2 applies to Enrolled Nurses who: 

(i) have at least 2 years' experience and holds either an NMBA approved 
qualification in administration of medicines or a post registration 
qualification in mental health nursing; or 

(ii) performs duties at a PEN2 level; or 

(iii) are undertaking a Community Training Position of up to 12 months (as 
defined). 

(c) Progression - A PEN2 will progress through the increments on completion of a 
year of experience, including previous experience, as per clause 71. 

(d) There is no automatic progression for a PEN2 to the PEN3 classification. 

(e) Typical PEN2 Duties 

(i) Administration of prescribed medications inclusive of provision of 
information about the medication to consumers. 

(ii} CUnical observation and assessment of the effects of medication. 

(iii) Conduct mental state examinations. 

{iv) Conduct more comprehensive psychosocial assessments within scope of 
practise, including initial interviews of consumers. 

(v} Compile consumer history and presentation for the development of a 
person centred care plan, however titled, and/or patient care strategies 
and identify clinical risks. 

(vi) Participate in consumer reviews and discharge planning, in collaboration 
with the consumer, carers, significant others and multidisciplinary team: 

{vii) Providing education to consumers, carer and significant others. 
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(viii) Implement and evaluate activities for consumers (including group 
sessions), in consultation with a Registered Psychiatric Nurse or other 
qualified health professional. 

(ix) Maintain a safe, stable and therapeutic physical and psychosocial 
environment for consumers and staff. 

(x) Run, plan and develop basic therapeutic group activity sessions and/or 
social and community inclusion activities in consultation with the nurse 
educator/Shift Leader/ Allied Health Professional/ Psychologists. 

(xi) Lead junior staff in the development and evaluation of specific programs, 
initiatives or research programs where appropriate and participation in 
quality improvement activities. 

(xii) May be rostered to HDU (howsoever titled), on the provision that 
approved aggression management training has been completed .. 

(xiii) Having completed a preceptorship course, act as a mentor/preceptor to 
PEN students or PSOs when required. 

(xiv) Undertake & participate in admission process including completion of 
admissions of consumers. 

115.4 Psychiatric Enrolled Nurse Level 3 (PEN3) 

(a) Definition 

(i) A PEN 3 will practise at an advanced level within the Mental Health 
specialty and works under the direction of professional staff and an RPN. 
They will be expected to take a complex and critical approach to clinical 
care with an increased breadth and depth of knowledge and skills and 
exercise considerable judgement when analysing and responding to 
events or situations. They will have advanced knowledge and 
understanding of, and work in accordance with, their legal and ethical 
responsibilities under relevant legislation including the Mental Health Act 
2014, or its successor. 

(ii) They may undertake roles in specific specialist domains such as 
Education, Quality and Liaison roles, including leadership. They may 
work in community settings, functioning independently within the scope 
of broad directions. 

{iii) PEN 3 applies to enrolled nurses who meet not less than two out of the 
three eligibility criteria below before making an application. 

(iv) Progression -A PEN3 will progress through the increments on 
completion of a year of experience, including previous experience, as per 
clause 71. 

(v) Community Mental Health - Despite any other criteria in this clause 
PEN3 is the minimum classification for enrolled nurses working in the 
community mental health setting, subject to the Community Training 
Provis ions in clause 10 7 .11 . 

{b) Typical PEN3 Duties 

(i) Conduct mental state examination, psychosocial and community based 
assessment. 

{ii) Monitor consumers' physical and mental health status and provide 
appropriate intervention-across a range of settings. 

(iii) Independently implement and evaluate person centred care plans in the 
community and inpatient settings, under the general supervision of an 
RPN. 

(iv) Participate in established processes for metabolic monitoring of 
consumers. 
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{v) Provide psycho-education to carers/families/services whenever 
appropriate. 

(vi) Prepare for consumer related case presentations/reviews and participate 
in clinical case conferences and other related meetings. 

(vii) Assist consumers/ carers to access appropriate support services within 
community settings. 

(viii) Liaison with and provide support to relevant health care providers and 
community services. 

(ix) Plan, promote, initiate, develop, run and conduct quality activities with 
relative independence. 

(x) Advanced knowledge of the Mental Health Act 2014, or its successor, 
and other relevant legislation. 

{xi) Having completed a preceptorship course, act as a preceptor to PENs, 
students, and PSOs and as a mentor to graduate RPNs. 

(xii) Undertake portfolio responsibilities. 

(xiii) Undertake community based case work in accordance with plans and 
directions of the primary case manager. 

(c) For those PEN 3's with NMBA approved medication endorsement: 

(i) Administration of prescribed medications (outreach may be required). 

(ii) In community based service, assist with the co-ordination of the depot 
administering system, including maintenance of a depot data base. 

(d) The eligibility criteria are: 

(i) Can provide evidence of achievement of four out of the ten Advanced 
Enrolled Nurse Level 3 Competency Standards below; AND 

(ii) Either: 

A. A minimum offive years post registration experience as a PEN; 

OR 

B. A post registration qualification a component of which is 
relevant to current environment/role. 

( e) Advanced PEN Level 3 Competency Standards 

The following are examples of competency standards that meet the eligibility 
criteria in sub-clause 115.4(d}(i) above. 

(i) Contributes to the education of new graduate PENs and/or Trainee 
PENs. For example, the Advanced PEN may precept or mentor new 
graduate Enrolled Nurses and/or Trainee Enrolled Nurses or contribute 
to the periormance appraisal of less experienced PENs; 

(ii) The PEN may be involved in committees and working parties within 
and/or beyond the work unit; 

(iii) Assists in the coordination of delegated activities of other staff under the 
guidance and direction of the RPN. For example, guides and supports 
activities of other PENs; 

(iv) Act as a resource to others. For example, may take responsibility for a 
specific task, such as equipment maintenance schedules, rosters or 
stock control; 

(v) Contributes to quality improvements within their work area or the 
workplace and/or changes in PEN practice initiatives. For example, 
identifies risks and potential outcomes during assessments or identifies 
and implements harm minimisation strategies; 
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(vi) Practises using specialised or advanced knowledge and skills in a 
clinical area within the enrolled nursing scope of practice. For example, 
applies acquired knowledge in child and family health care, recovery and 
rehabilitation, prevention of occupational violence and aggression; 
dementia care or other specific areas of clinical practice consistent wi1h 
their educational preparation; 

(vii) Modifies practice to accommodate consumer health care needs of 
individuals and groups in different environments. For example, 
contributes to the effective utilisation of nursing resources in the context 
of changing workloads or responds effectively to changes in clinical 
situations within scope of practice required; 

(viii) Undertakes portfolio responsibilities either individually or as part of a 
clinical/quality team. 

(ix) Is aware of and functions in accordance with legislation, policies and 
procedures affecting PEN practice. 

(x) Actively participates in team leadership and decision making. 

Explanatory note: The parties recognise that additional opportunities may exist that 
are comparable in terms of skill or responsibility to those above. A lack of 
opportunity to meet sufficient standards is not to be used as a rationale for denying 
an Employee classification at PEN3. 

(f) Portability of PEN3 classification 

(i) APEN3 classified at PEN3 shall be paid for all hours worked at the 
PEN3 classification and continue to be employed at Level 3 across the 
public sector including in the event they change Employer. 

(ii) Evidence required to demonstrate PEN3 to a new Employer shall be any 
one of the following: 

A Payslip; or 

B. Certificate of Service; or 

C. Letter of appointment. 

(g) Applications for Advancement to PEN 3 (existing Employees): 

(i) Application principles 

A. The process for applications for PEN3 should ensure that 
applicants have equal opportunity to demonstrate their 
suitability 

B. Applicants should have reasonable access to the same 
information relevant to the PEN3 criteria 

C. No restrictions, other than the set eligibility requirements, are to 
apply 

D. Potential applicants should be allowed reasonable time to 
prepare for the process. 

(ii) Application process 

A. Applications may be made by a PEN when they believe they 
meet the eligibility criteria. Each Employer will arrange for the 
advertising of PEN3 classification once every six months. This 
information will be permanently available to PENs. 

B. Written applications are to be made to the NUM (or equivalent 
position) 

C. The written application must address the criteria in this 
Agreement, including: 
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1) evidence of achievement of four out of ten of the 
Advanced PEN 3 criteria; and 

2) either: 

• A minimum of five years post registration 
experience as a PEN; OR 

• A post registration qualification (of at least 6 
months or 200 hours duration) a component 
of which is relevant to current 
environmenUrole. 

D. Interviews, if required: 

1) Wilf be held within 10 days of the application. 

2) Will be conducted by the NUM and may also include 
up to two other nursing staff such as the ANUM or 
Nurse Educator at the local level. 

3) Must relate directly to the criteria in sub-clause 
115.4(g)(ii)C, and the supporting evidence within the 
application. 

E. The PEN will be notified in writing of the outcome within 7 days 
of the receipt of the application, or where there is an interview, 
within 7 days after the interview. 

F. For successful applicants, re-grading will apply from the date of 
application and be payable from the next fortnightly pay period 
after notification of a successful application. 

G. If the application is unsuccessful, the Employer is to provide 
detailed written feedback aligned with the criteria, with a 
supportive development plan to be commenced to assist the 
PEN in any future application and meeting the eligibility criteria. 

115.5 PEN Level 4 - Enrolled Nurse Education Support 

An experienced PEN who works with the registered nurse (RPN 4 - Psychiatric Clinical 
Nurse Educator and/or RPN 5 Psychiatric Nurse Consultant) as part of the Mental Health 
training and development team NMBA Enrolled Nurses S1andards for Practice (2016) 
stipulate the need for the PEN to have a named and accessible Registered Psychiatric 
Nurse (RPN) at all times and in all contexts of care for support and guidance. 

The PEN 4 posi1ion is not a substitute for the RPN 4 Clinical Nurse Educator and RPN 5 
Psychiatric Nurse Consultant Professional Development positions. 

It is desirable 1hat the PEN 4 position has completed or is supported by the Employer to 
complete the Advanced Diploma Units of competency in Mental Health. 

Where an PEN 4 position has a Certificate IV in TAE, the relevant certificate allowance will 
be paid 

The PEN 4 position has a capability to: 

(a) Provide competent person-centred care, 

(b) Engage in reflective and analytical practice and 

(c) Contributes to the learning and development of new graduate Enrolled Nurses 
and/or trainee enrolled nurses and other (unregulated) health care workers 

At 1 July 2020, each of the three Mental Health training and development Clusters via the 
Centre of Mental Health Learning, were allocated one EFT of a PEN 4 Enrolled Nurse 
Education Support position. 

Typical duties 
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(i) Under the broad direction of the Registered Psychiatric Nurse (RPN 4 or 
5) is a resource for information on mental health and nursing matters 
within the PEN scope of practice, 

(ii) Undertake a range of practice development initiatives in residential and 
acute program settings to build PEN practice and improve outcomes for 
consumers 

(iii) Assist the CNE (RPN 4) to provide support to undergraduate Diploma of 
Nursing Students on clinical placement 

(iv} Provide preceptorship to students undertaking the Diploma of Nursing, 
after they have completed Preceptorship training 

(v) Participate in the orientation for PENs, PSOs and LEWs 

(vi) Assist Registered Psychiatric Nurses (RPN 4 and RPN 5) to provide skill 
refreshment activities to other PENs 

(vii) Promotes the safety of self and others in all aspects of nursing care 

(viii} Provide advice to the Senior Psychiatric Nurses on specific PEN 
workforce issues 

(ix} Represent PENs at State-wide Professional Development forum. 

115.6 Transration (all PEN Levels) 

(a) The following translation has occurred and will continue to apply: 

(b) 

Current No Meds plusmeds Plus Senior plus both 

PSEN 1 

Year 1 PEN 1.1 PEN 1.5 

Year2 PEN 1.2 PEN 1.6 

Year3 PEN 1.3 PEN 2.1 

Year4 PEN 1.4 PEN2.1 

Year5 PEN 1.6 PEN 2.1 

Year6 PEN 1.6 PEN 2.1 PEN 3.1 PEN 3.1 

Year? PEN 1.7 PEN 2.1 PEN 3.1 PEN 3.2 

Year8 PEN 1.8 PEN 2.2 PEN 3.1 PEN 3.3 

PSEN2 

Year1 PEN 1.8 PEN 2.2 PEN 3.1 PEN 3.3 

Year2 PEN 2.1 PEN 2.4 PEN 3.2 PEN 3.3 

Year3 PEN 2.2 PEN2.4 PEN 3.2 PEN 3.4# 
.. 

PEN3.4 available only to ex1st1ng PSEN2 y3 Employees 1n receipt of medication 
endorsement allowance and senior allowance as at 31 March 2012. These 
Employees 1ranslate to the PEN3.4 as a result of the implementation of this 
Agreement. The PEN3.4 rate cannot be accessed through incremental 
progression. 

116. Mental Health Officers classifications 

116.1 Mental Health Officer (MHO) 

(a) The broad definitions of work at each level should be met by any individual position 
being classified at that level. No single example of work (eg one duty) can 
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be used as a basis on which to classify a job. All duties of the MHO category will 
be undertaken under the direct or general supervision ( as appropriate) of a 
qualified professional staff member. 

(b) MHO are employed to assist nursing/clinical staff in the delivery of a range of 
therapeutic programs. MHO are not a Registered or Enrolled Nurse, and therefore 
cannot be used to perform the work of RPN or PEN. 

(c) MHO duties may be carried out in a range of settings, including psychiatric units 
and alcohol and drug services or in community-based programs. Consumers of 
these services will have varying degrees of mental ill health, or alcohol and drug 
dependency, and services will vary according to the needs of each client group. 

(d} All duties of the MHO category will be undertaken under the direct or general 
supervision (as appropriate) of a qualified professional staff member, such as a 
RPN, Health Professional or Psychologist. 

(e) In no circumstances will a MHO be the sole provider of services to clients in the 
absence of at least broad direction from a relevant professional staff member who 
has responsibility for the initial assessment, preparation of client program plan and 
on-going identification of clients' needs. 

(f) Direct care duties undertaken by a MHO include assisting in, but not limited to, the 
following program areas 

(i} Social work 

(ii) Occupational therapy/ Physiotherapy 

(iii) Music/ Creative/ Recreation 

(iv) Daily Living Skills 

(g) In addition to the above direct care duties, in which MHO's will work directly with 
consumers, MHO may undertake as a secondary component of duties a range of 
support services to nursing and other program areas. Such assistance includes; 

(i} maintaining client records; 

(ii) ordering stores and specialist needs (eg. industrial materials); 

(Hi) scheduling clients, recording attendance; 

(iv) transporting clients; 

(v) maintaining information resources. 

There is no mandatory qualification for entry into the MHO category 

116.2 MHO Level 1 

(a} At this level the MHO works under the supervision of other professional staff or 
more senior MHO. Positions at this level provide a variety of direct care services to 
consumers according to established procedures, specific guidelines and standard 
instructions with minimal expectation of any independent practice withln scope of 
role. Positions work within a single function area (eg. bed based unit). 

(b) Key Responsibilities 

(i) Accompany consumers eg from unit to outside appointments, social 
outings etc according to instructions from??? 

(ii) Assist consumers in their participation in therapy programs 

{iii) Develop a knowledge of the consumers program and on the basis of 
that knowledge, adapt work patterns/ schedules within guidelines 

(iv) Collect and provide reliable data present this data at meetings when 
required. 

(v) Prepare, set up and maintain equipment, ensure that the environment is 
safe for consumers and staff working in it 
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(vi) Assist in the implementation of therapy treatmenUs that are determined 
by a specialist therapist utilising such equipment as determined 
appropriate 

(vii) Organise and implement social and recreational outings for consumers 

(viii) Provide clerical and organisational support for the unit (eg recording 
appointment, ordering supplies, organising maintenance and repairs etc) 

(ix) Duties concerning the activities to be undertaken - prepare and run 
groups for clients including cooking, gardening, recreation and creative 
arts etc. Positions may be required to evaluate and report on the 
participants' level of participation and provide encouragement in 
conjunction with the Therapist/ RPN co- leader. 

(x) Devise and deliver activities programs for individual consumers 

(xi) Assist and support individual consumers in gaining access to community 
services act as an advocate for the client as required 

116.3 MHO Level 2 

(a) Experienced MHO who works within established procedures and guidelines and 
under general direction from professional staff or a more senior MHO, working to 
independently carry out duties and handle day to day issues arising in relation to 
activities across a range of settings or programs. MHO at this level have four 
years' experience or two years and an appropriate qualification. 

(b) Positions regularly required to do: 

(i) Undertake the more complex non-nursing direct care functions; or 

(ii} Perform significant non-direct care duties; or 

(iii) Contribute to the design and independent implementation of 
developmental and therapeutic programs 

(c) Key Responsibilities 

{i} Under direction, independently select activities for and run formal group 
sessions such as activities as art and craft, music, film, games, physical 
recreation activities, simple working, basic vocational skills and other 
independent living skills. 

(ii) Manage the activities within a therapy program including supervision of 
subordinate staff, responsible for the environment and specialist stores. 

(iii) May be required to induct new MHO and provide guidance to MHO level 
1 

(iv) Assist in assessing consumer's suitability and effectiveness for certain 
programs according to established methodologies and consumers needs 
and prepare modifications to program components as required and report 
to the supervising professional. 

(v) Within a unit or service establish and maintain effective links between the 
service and consumers family, friends and where applicable guardians 

(vi) Provide information and assistance to clients and their families in relation 
to income security and material welfare. Liaise on behalf of consumers 
with and/ or assist clients to access a broad range of human services 
agencies and Government departments. 

(vii) Develop and maintain a register of community resources for use in the 
service; inform nursing and other staff of the availability of these 
resources and their suitability for clients 

{viii) Documentation as required including preparing a social history and 
needs report on clients 
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116.4 MHO Level 3 

(a) At this advanced level, the MHO works under broad direction of professional staff, 
as an advanced direct care worker with responsibility for providing specialist 
support to clients of the service or multidisciplinary team which delivers substantial 
care programs or welfare services for clients. MHO 3 may be required to deal with 
a range of community service and government agencies, consumer advocacy 
groups and have a sound understanding of government policy in relation to the 
provision of these services. 

(b) M HOs at this level would have generally seven years of relevant experience or at 
least five years' experience and an appropriate qualification. 

(c) MHOs at this level may lead teams of non-nursing direct care workers and have 
responsibility for their induction, in-service training, formal assessment and 
counselling with respect to performance and supervision. 

(d) Key Responsibilities: 

(i) Coordinate welfare activities for a significant number of clients in a 
complex environment 

(ii) Independently run a major recreational or social program, including 
budgeting, negotiating and acceptance of proposals and liaising with 
outside agencies. 

(iii) As directed co-ordinate the provision of a major therapy program across 
a range of settings eg a major service or between a service and 
community agencies. Where required assist in selection of clients and 
co~ordinate all facets of the program delivery. 

(iv) In a large and/or complex service have chief responsibility for the 
provision of information on community resources and provide 
authoritative advice on the appropriateness of these resources to clients. 

(v) Co-ordinate literacy and or numeracy programs between the service, the 
consumer now living at home and specialist education staff. 
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SECTION 3: HEAL TH PROFESSIONALS 

SECTION 3 J PART A: HEAL TH 
PROFESSIONALS PRELIMINARY 

117. Definitions specific to this Part of this Agreement 

117.1 Experience means experience in the Employee's occupation obtained within the last five 
years, excluding any unpaid leave provisions in the Agreement (or any previous applicable 
instrument). 
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SECTION 3 I PART B: TYPES OF 
EMPLOYMENT AND END OF EMPLOYMENT 

118. Termination of Employment 

118.1 An Employer may terminate the employment of an Employee by providing 4 weeks' notice in 
writing. 

118.2 The period of notice of termination to be given by the Employer shall increase by one week 
if the Employee is over 45 years of age and has completed a1 least two years of continuous 
service with the Employer. 

118.3 An Employee may terminate their employment by providing 4 weeks' notice to the Employer 
in writing. If an Employee fails to give the required notice the Employer may withhold from 
any monies due to the Employee to a maximum amount equal to the ordinary time rate of 
pay for the following periods: 

Employee's period of continuous service Period in respect of which pay 
may be withheld by the Employer 

Not more than 1 year 1 week 

More than 1 year but not more than 3 years 2weeks 

More than 3 years but not more than 5 years 3weeks 

More than 5 years 4weeks 

118.4 The provisions of this clause shall apply except where the conduct of the Employee justifies 
instant dismissal. In such circumstances, wages shall be paid only up to the time of 
dismissal. 

118.5 Where the system of work provided for the taking of ADOs and an Employee's employment 
is terminated: 

(a) if one or more ADOs have been granted in advance, or an ADO has been taken 
during the work cycle in which the Employee is terminated, the wages due to that 
Employee shall be reduced by the total of ADOs taken in advance, and/or the total 
un-accrued portion of the ADO granted in that work cycle as the case may be; 

(b) if an Employee has not worked a complete twenty day four week or five week 
cycle, they shall receive pro-rata accrued entitlements for each day worked or 
regarded as having been worked {i.e. paid leave) in such cycle payable for the 
ADO. 
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SECTION 3 I PART C: WAGES AND RELATED 
MATTERS 

119. Annual Retention Payment 

119.1 An Annual Retention Payment will be paid to full time Employees as follows: 

(a) FFPPOA 1 July 2021 - $1500 

(b) FFPPOA 1 July2022-$1800 

(c} FFPPOA 1 July 2023 ~ $2000 

(d) FFPPOA 1 July 2024 - $2000 

119.2 The payment will be paid to part time Employees on a pro rata basis. 

119.3 The payment is not applicable to casual employees and is not considered ordinary 
time earnings for the purpose of superannuation calculation. 

120. Payment of wages 

On or prior to the pay day the Employer shall state to each Employee in writing the amount 
of wages to which they are entitled, the amount of deductions there from, and the net 
amount being paid to him or her. 
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SECTION 3 I PART D: ALLOWANCES AND 
REIMBURSEMENTS 

121. Damaged clothing allowance 

121.1 Where an Employee, in the course of their employment, suffers any damage to or soiling of 
clothing or other personal effects, (excluding female hosiery), the Employer shall be liable 
for the replacement, repair or cleaning of such clothing or personal effects provided 
immediate notification is given of such damage or soiling. 

121.2 This clause shall not apply in a case where the damage or soiling is occasioned by the 
negligence of the Employee. 

122. Higher duties allowance 

122.1 Entitlement 

(a) An Employee who is formally engaged in writing: 

(i) in any one day or shift for more than two hours in a shift leader (however 
titled) role; or 

(ii) to assume the duties of another Employee on a higher classification 
carrying a higher rate than the classification in which she/he is ordinarily 
employed 

shall be paid for the full day or shift at the minimum rate for that higher 
classification at the equivalent classification within Schedule 3 but if so engaged 
for two hours or less only the time so worked shall be paid for at that higher rate. 

(b) This clause does not apply where an employer issues a reasonable direction to an 
Employee to undertake additional duties in accordance with their existing 
classification. 

123. Oncall/Recall Allowance 

NOTE: see Part E: Hours of Work and Related Matters for provisions relating to onca/1/recafl 
allowances. 

124. Meal allowance 

124.1 An Employee shall be paid a meal allowance in accordance with Schedule 2: 

124.2 when overtime in excess of one hour is worked after the usual time of ceasing work for the 
day;or 

124.3 when recalled to duty outside of usual working hours for a period in excess of two hours, 
and when the time of such recall coincides with or over-runs normal hospital meal time.· 

124.4 This clause shall not apply when a meal is supplied at the cost of the Employer. 

125. Qualification Allowance 

NOTE: see subclause 9.1(ee) (Definitions) regarding the interpretation of relevance. 

125.1 Entitlement 

(a} Where an Employee has a relevant qualification in addition to their base relevant 
health professional qualification, enabling registration or practice under the 
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classification structure the Employee will be entitled to a qualification allowance in 
accordance with this clause. 

(b) Where the Employee's base qualification is a double degree or Masters, the 
qualification allowance will be payable after one year of experience in an area 
where the qualification is relevant. 

125.2 One Qualification Allowance Only 

An Employee who has more than one qualification is entitled to one qualification allowance 
only, being the allowance for the highest qualification 

125.3 Evidence 

(a) An Employee claiming entitlement to a qualification allowance must provide to the 
Employer evidence of that Employee having the qualification for which the 
entitlement is claimed. · 

(b) An Employee will meet the evidence requirements when they have provided the 
Employer with evidence from the education I training provider that would satisfy a 
reasonable person that the Employee has obtained the qualification for which the 
allowance is claimed, for example: 

(i) the award of the qualification; or 

(ii) the certificate of the qualification; or 

(iii) transcript from the education/training provider 

payable from the first pay period commencing on or after the evidence is provided. 

125.4 Rates for Qua I ification Allowances 

(a) Health Professional 

A Registered Health Professional shall be entitled to a qualification allowance 
under this clause will be paid, in addition to the Employee's salary, as follows: 

(i) A Health Professional shall be entitled to an allowance of 4% of the UG1 
Grade 1 Year 3 weekly rate for a Graduate Certificate equivalent to 
Australian Qualifications Framework. 

(ii) 6.5% of the UG1 Grade 1 Year 3 weekly rate -for a Postgraduate 
Diploma, Degree or a Double Degree. 

(iii) 7 .5% of the UG 1 Grade 1 Year 3 weekly rate - for a Master's Degree. 

{iv) 10% of the UG1 Grade 1 Year 3 weekly rate -for a Doctorate or a PhD. 

(b) The above allowances are to be paid on all periods of paid leave except sick leave 
beyond 21 days and long service leave 

125.5 Payment During Paid Leave 

The above Qualification allowances are to be paid during all periods of paid leave. 

126. Higher Education Recognition Allowance 

126.1 To promote the recruitment and retention of the Lived Experience workforce, all Lived 
Experience workers shall be entitled to a qualification allowance for any qualification under 
the Australian Qualifications Framework (or its equivalent) as follows: 

(a) 4% of the allowance rate for a certificate, diploma or graduate certificate. 

(b) 6.5% of the allowance rate for a post graduate diploma, degree or double degree 

(c) 7.5% of the allowance rate for a Masters' degree, doctorate or PhD. 
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127. Shift work allowance 

127.1 In addition to any other rates prescribed elsewhere in this Section 3, an Employee whose 
rostered hours of ordinary duty finish between 6.00 p.m. and 8.00 a.m. or commence 
between 6.00 p.m. and 6.30 a.m. shall be paid an amount equal to 2.5% of the rate 
applicable to first year of experience after qualifications for that Employee per rostered 
period of duty. 

127.2 Provided that in the case of an Employee working on any rostered hours of ordinary duty 
finishing on the day after commencing duty or commencing after midnight and before 5.00 
a.m. they shall be paid for any such period of duty an amount equal to 4% of the rate 
applicable to the first year of experience for that Employee, and provided further that in the 
case of an Employee permanently working on any such rostered hours of ordinary duty they 
shall be paid for any such period of duty an amount equal to 5% of the rate applicable to the 
first year of experience for that Employee. Permanently working shall mean working for any 
period in excess of four consecutive weeks. 

127 .3 Provided further that in the case of an Employee who changes from working on one shift to 
working on another shift the time of commencement of which differs by four hours or more 
from the first they shall be paid an amount equal to 4% of the rate applicable to the first year 
of experience for that Employee on the occasion of each such change in addition to any 
amount payable under the preceding provisions of this clause. 

127.4 Change of shift allowance is not payable where a single Employee holds two 
contemporaneous contracted different positions with the same Employer and moving 
between those positions results in a change of shift pattern which would ordinarily invoke a 
change of shift allowance payment. 

127.5 The allowances payable pursuant to this clause shall be calculated to the nearest five cents, 
portions of a cent being disregarded. 

128. Sole allowance 

An Employee who is the only person employed in one of the below listed classifications, 
shall be paid, in addition to their appropriate rate, an allowance per week at the rate of 5% of 
the weekly wage of a UG 1 grade 1, first year of Experie nee: 

(a) Physiotherapist 

(b) Occupational Therapist 

(c) Speech Pathologist 

(d) Music Therapist 

(e) Recreation Therapist 

(f) Social Worker 

129. Uniform allowance 

129.1 Where the Employer requires an Employee to wear any special clothing or uniform, the 
Employer must reimburse the Employee for the cost of purchasing such special clothing or 
uniform. The provisions of this clause do not apply where the special clothing or uniform is 
paid for by the Employer. 

129.2 Notwithstanding clause 129.1 above, the Employer may, by agreement with the Employee, 
pay a uniform allowance at the daily or weekly rate set out in Schedule 2 (whichever is the 
lesser amount in total) when the Employee is expected to provide their own uniforms or 
coats. When such Employee's uniforms or coats are not laundered by or at the expense of 
the Employer, the Employee shall be paid a laundry allowance at the daily or weekly rate set 
out in Schedule 2 (whichever is the lesser amount in total). · 

129.3 The rounding provision does not apply to the calculation of this allowance. 
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SECTION 3 I PART E: HOURS OF WORK AND 
RELATED MATTERS 

130. Hours of work 

130.1 The hours for an ordinary week's work shall be 38, or an average of 38 per week in a two or 
four week period, or by mutual agreement in a five week period in the case of an Employee 
working ten hour shifts, and shall be worked either: 

(a) subject to practicability, in 152 hours per four week period, to be worked as 
nineteen shifts each of eight hours; or 

(b) by mutual agreement: 

(i) in four days in shifts of not more than ten hours each; or 

(ii) otherwise, provided that the length of any ordinary shift shall not exceed 
ten hours. 

130.2 Subject to the roster provisions, 80 hours may be worked in any two consecutive weeks, but 
not more than 50 ordinary hours may be worked in any one such week. 

130.3 For all purposes the hourly rate is deemed to be the weekly rate prescribed by clause 153 
(Classification and Wages) divided by 38, provided that where the averaging system is used 
by full-time Employees, an Employee's ordinary wage for ordinary hours is deemed to be the 
weekly rate prescribed in clause 153 (Classification and Wages), and shall be paid each 
week even though more or less than 38 ordinary hours are worked in that week. 

NOTE: An Employee shalf accrue a credit for each day in which they work ordinary hours in 
excess of the daily average of seven hours 36 minutes. The credit is carried forward so that 
in each cycle an accrued day off is paid. 

130.4 All paid leave accrues the credit provided for by clause 130.3 above. 

130.5 A paid leave day shall be identical to a worked day. 

130.6 The deduction from leave credits shall be the same as the actual ordinary hours which 
would have been worked on that day. 

130. 7 An Employee who is absent from ordinary duty on unpaid leave shall accrue the appropriate 
credit without pay for the accrued day off. 

131. ADOs 

131.1 All full-time Employees covered by this Section 3 are entitled to an ADO. 

131.2 An Employee who receives an ADO and who is transferred to a new position within the 
Employer's business will continue to receive an ADO unless otherwise agreed. 

131.3 New Employees will be appraised of the relevant department's work arrangements and 
provisions regarding hours of work and entitlements to an ADO. 

131.4 The Employer will not refuse new Employees the option of an ADO. 

132. Duty roster 

132.1 A roster of at least 28 days' duration shall be posted at I east 28 days before it comes into 
operation at each work location in a place where it may be readily seen by such Employees 
and the Secretary or other accredited representative of HACSU. 

132.2 This 28 day roster provision will operate from the next roster cycle corn mencing 3 months 
after the commencement of this Agreement 
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132.3 Rosters shall set out the Employees' daily ordinary hours of work, start times, finish times 
and meal intervals. 

132.4 Where an Employee works a set Monday to Friday arrangement of hours without change, 
then no roster is required to be established. 

132.5 Seven days' notice shall be given of a change in roster, except in emergency situations. 

133. Discretionary backfill for certain absences 

133.1 Annual Leave 

If an Employee is absent on annual leave for a period of 10 days or more and the services 
provided by the relevant work area would be seriously jeopardised by the absence of the 
Employee, the Employer should seriously consider providing 100% leave cover for that 
period. · 

133.2 ADOs, conference and study leave 

An Employer will use its discretion to provide backfill for Conference Leave, Study Leave 
andADOs. 

133.3 Consultation 

For the purposes of this clause, the Employer will consult with the Head/Chief of the allied 
health department or facility. 

134. Make up time 

134.1 Notwithstanding provisions elsewhere in this Section 3 an Employee may elect, with the 
consent of the Employer, to work make-up time under which the Employee takes time off 
during ordinary hours, and works those hours at a later time, during the spread of ordinary 
hours provided in this Section 3. 

134.2 An Employee· on shift work may elect, with the consent of the Employer, to work make-up 
time under which the Employee takes time off ordinary hours and works those hours at a 
later time, at the shift work rate which would have been applicable to the hours taken off. 

135. Meal interval 

135.1 A meal interval ofnot more than 60 minutes shall be allowed during each rostered period of 
duty (Monday to Friday inclusive) to Employees other than those working shift duty which 
shall not be counted as time worked. 

135.2 A meal interval of not more than 30 minutes per shift shall be allowed whenever possible for 
Employees rostered for shift duty and shall be counted as time worked whether or not the 
meal interval is taken. 

136. Overtime 

136.1 Overtime 

(a) The Employer may require an Employee to work reasonable overtime and such 
Employee shall work overtime in accordance with such requirement. 

(b) An Employee may refuse to work overtime in circumstances where the working of 
such overtime would result in the Employee working hours which are 
unreasonable having regard to: 

(i) any risk to Employee health and safety; 

(ii} the Employee's personal circumstances including any family 
responsibilities; 
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(iii) the needs of the workplace or enterprise; 

(iv} the notice (if any) given by the Employer of the overtime and by the 
Employee of their intention to refuse it; and 

(v) any other reasonable matter, including those specified in the Act. 

(c) Only overtime authorised by the Employer shall be paid for and the following rates 
of overtime shall apply: 

(l) in excess of ordinary hours of work on any one day - time and a half for 
the first two hours and double time thereafter; 

(ii) outside the spread of twelve hours from the commencement of the 
rostered period of duty- double time; 

(iii) outside the spread of ten hours from the commencement of work by an 
Employee rostered to work broken shifts - time and a half and outside 
the spread of twelve hours - double time: 

(iv) in the event of an Employee being recalled to duty for any period during 
an off duty period such Employee shall be paid from the time of receiving 
the recall until the time of returning to the place from which they were 
recalled with a minimum of three hours' payment for each recall, at the 
following rates: 

A. within a spread of 12 hours from the commencement of the last 
previous period of ordinary duty - time and a half; 

B. outside the spread of 12 hours from the commencement of the 
last period of ordinary duty- double time; 

C. by mutual agreement with the Employer and Employee shall be 
allowed to take time off in lieu of overtime; 

(d) An Employee may elect, with the consent of the Employer, to take time off in lieu of 
payment for overtime at a time or times agreed with the Employer, equivalent to the 
period worked in excess of ordinary rostered hours of duty, plus a period of time 
equivalent to the overtime penalty incurred. Such time in lieu shall be taken as 
mutually agreed between the Employer and the Employee, provided the accrual of 
such leave shall not extend beyond a 28-day period. The Employer shall record 
time off in lieu arrangements, whether under this clause, or elsewhere in this 
Section 3, in the time and wages book. 

(e) Notwithstanding anything contained in clause 156 (Trainee Supervision), any 
trainee may, due to medical emergency, be required to work reasonable overtime 
or shift duty at the discretion of the Employer. Such overtime or shift duty shall be 
subject to the rates and/or allowances provided elsewhere in this Section 3. 

136.2 Transport following overtime 

(a) Where an Employee finishes a period of overtime at a time when reasonable 
means of transport are not available for the Employee to return to her/his place of 
residence the Employer will provide adequate transport free of cost to the 
Employee. 

{b) Where overtime is a result of a double shift, the provisions below (Additional 
Provisions for Double Shifts) also apply. 

136.3 Additional Provisions for Double Shifts 

If an Employee works a double shift (which should only occur in emergency circumstances) 
the following will apply to mitigate the risk of fatigue and clinical error: 

(a) allow breaks of at least 10 minutes' duration in each two hours worked; and 

'(b) adequate transport will be provided free of cost to the Employee, including the 
return journey where the Employee's vehicle remains at the workplace. 
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137. Rest period 

At a time suitable to the Employer two rest periods, each of ten minutes shall be given to 
each Employee during each eight hour period of duty and shall be counted as time worked. 

138. Saturday and Sunday Work 

138.1 Al I rostered time of ordinary duty performed on Saturday and Sunday shall be paid for at the 
rate of time and a half. 

138.2 Where Saturday and Sunday duties are required to be carried out in excess of the week's 
work such duties are to be paid at the rate of double time. 

138.3 Any recall to duty on a Saturday or Sunday shal I be paid in accord a nee with clause 136] 
(Overtime) or clause 123 (On-Call/Recall Allowance) as applicable. 

138.4 By agreement with the Employer an Employee shall be allowed to take time off in lieu of 
overtime at the ordinary time rate as per clause 136.1 (d) of this Agreement. 

139. Ten hour break 

139.1 When overtime work, including recall work, is necessary it should be arranged so that 
Employees have at least ten consecutive hours off duty between all bodies of work. 

139.2 An Employee who works so much overtime or recall between the cessation of the 
Employee's previous rostered ordinary hours and the commencement of the next 
succeeding rostered period of ordinary hours, that the Employee would not have at least ten 
consecutive hours off duty between the end of the overtime or recall and the 
commencement of the next rostered period of ordinary hours shall, subject to this clause, be 
released after completion of such overtime or recall worked until the Employee has had ten 
consecutive hours off duty without loss of pay for rostered ordinary hours occurring during 
such absence. 

139.3 If, on the instructions of the Employer, an Employee resumes or continues work without 
having had ten successive hours off duty the Employee will be paid at the rate of double 
time until the Employee is released from duty for such rest period and the Employee will 
then be entitled to be absent until the Employee has had ten consecutive hours off duty 
without loss of pay for rostered hours occurring during such absence. 

139.4 If an Employee resumes work of the Employee's own volition, overtime will be calculated in 
accordance with clause 136 - Overtime. An Employee who resumes work voluntarily will be 
entitled without loss of pay to attend to ablution and sustenance matters. 

140. On-call & rostered overtime 

140.1 An Employee who is rostered on-call or who performs rostered overtime on 10 or more 
weekends per annum will be entitled to an additional five days annual leave. This 
entitlement is in addition to the shift worker entitlement provided by clause 143, but both 
entitlements cannot be claimed for the same bodies of work. 

140.2 Clause 140.1 above does not apply to any weekend on which four hours or less is worked or 
on-calf. 

140.3 Leave loading does not apply to leave accrued under clause 140.1 above. 

140.4 A part-time Employee paid in accordance with clause 25.2 will accrue paid leave 
entitlements under clause 130.1 on a pro-rata basis. 
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141. CATT On-call/ Recall Allowances 

141.1 Employees engaged for on-call/recal I for the provision of a crisis response (CATT-type 
function), shall be paid an allowance at the rate set out in Schedule 2 for each on call period 
of 12 hours or part thereof. 

141.2 The allowance includes payment of work performed of up to one hour's aggregate duration 
for each on-call period. 

141.3 For work performed in excess of an aggregate of one hour during an on-call period, 
payment shall be made at the normal overtime rate paid at the Employee's substan1ive 
classification and increment level. 

141.4 The parties are to regard telephone attendance as recall to du1y. 

141.5 Only one Employee per team each night shall be rostered on-call and in receipt of the 
allowance. No other team member (other than a psychiatrist) will be required or requested 
to provide out of hours service for that particular night. 

141.6 Employees are 10 receive an uninterrupted break of at least 10 hours between the end of the 
recall and the next shift. Where the 1 O hour break is not observed double time will be paid 

. for all work performed until such break is observed. 

141.7 An Employer may not require an Employee to be on call for CATT type duties for a period of 
more than 12 hours. 

141.8 The on-calf/recall allowance for CATT type duties applies to all Employees who are required 
to perform CATT type duties. 

141.9 The purpose of the allowance set out in this clause is to compensate Employees for the 
inconveniences associated with being on-call and performing duty of up to one hour. 

141.10 Despite clause 141 .1, existing arrangements for periods of on-call for CATT type duties 
below 12 hours that existed prior to 29 September 2001 may continue. 

142. On-Call/Recall allowance 

142.1 On-call Allowance {non CA TT) 

(a) An on-call al Iowa nee of 2 .5% of the rate for UG 1 Grade 1 , Year 2 shall be paid to 
an Employee in respect of any 12 hour period or part thereof during which the 
Employee is on-call (other than for the provision of a crisis response (CATT type 
function)) during the period commencing from 1he time of finishing ordinary duty on 
Monday and the termination of ordinary duty on Friday. 

(b) The allowance shall be 5% of the rate for UG1, Grade 1, Year 2 in respec1 to any 
other 12 hour period or part thereof or any public holiday or part thereof. 

142.2 Recall Allowance 

If an Employee is recalled to duty during an off duty period where the work is not continuous 
with the Employee's next succeeding rostered period of ordinary duty, such Employee will 
be paid a minimum of three hours' pay at the applicable overtime rates. 

142.3 Telephone recall (non CATT areas) 

(a) Where recall to duty can be managed without the Employee returning to the 
workplace (for example by telephone), clause 142.2 will not apply and such 
Employee will be paid a minimum of one hour of overtime for such recall work. 

(b) For subsequent recalls beyond the first hour, the Employee will be paid a minimum 
of one hour of overtime, but multiple recalls within a discrete hour will not attract 
additional overtime. 
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SECTION 31 PART F: LEAVE AND PUBLIC 
HOLIDAYS 

143. Annual Leave 

This clause does not apply to casual Employees. 

143.1 Entitlement to Annual Leave - Full Time Employees 

(a) An Employee is entitled to 190 paid annual leave hours for each year of service. 

(b) Additional week's annual leave for Health Professionals 

(i) The NES provides that an Employee who is defined as a shiftworker 
under this clause is entitled to an additional week of annual leave on the 
same terms and conditions. 

(ii) For the purposes of the NES a shiftworker is an Employee who works for 
more than four ordinary hours on 10 or more weekends during the year 
in which their annual leave accrues. 

(iii) An Employee covered by clause 143.1 (b)(i), whose employment is 
terminated at the end of a period of employment which is less than one 
year computed from the date of commencement of the employment, or 
the date upon which the Employee last became entitled to annual leave 
from the Employer, shall be paid in addition to any other amounts due to 
the Employee, an amount equal to 1112th of their ordinary pay in respect 
of that period of employment. 

(iv} The entitlement in clause 143.1 (a) is additional to the On-Call and 
Rostered Overtime entitlement provided by clause 140 .1, but both 
entitlements cannot be claimed for the same bodies of work. 

{c) Annual leave accrues progressively during a year of service according to the 
Employee's ordinary hours of work and accumulates from year to year. 

143.2 Part time Employees 

Annual leave will accrue progressively to a part time Employee on a pro rata basis 

143.3 Taking paid annual leave 

(a) Paid annual leave may be taken for a period agreed between an Employee and 
their Employer. 

(b) An Employee ls able to apply for annual leave at any time and the Employer will 
not unreasonably refuse such an application. 

(c) Where the Employee submits a written request for annual leave at least 6 weeks 
prior to the first day of the proposed leave period/s the Employer will notify the 
Employee in writing that their annual leave request is approved or, if not approved, 
the reasons for the leave not being approved, within 10 working days. 

(d) Where the Employee submits a written request for annual leave wit.h less than 6 
weeks, the Employer will respond within a reasonable time frame. 

(e) Where it is likely the leave request will be rejected, the Employer and Employee 
will consult on alternate leave days within the above 10 day period. 

(f) The Employer may allow an Employee to take Annual leave before the right has 
accrued. Such leave can only occur with written authorisation from the Employer. 
To the extent that an Employee remains in debt of their annual leave upon 
termination, such amount (including any leave loading paid) may be deducted from 
any amounts otherwise payable to the Employee upon termination of the 
employment as per clause 143.10. 
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(g) Once annual leave is approved, it must not be unilaterally changed by the 
Employer. Where extraordinary circumstances arise, such that the Employer 
wishes the Employee to change the timing of their approved leave, any change 
may only occur through consultation and agreement. 

143.4 Excess annual leave 

Notwithstanding clause 143.3 above, the Employer may, upon the provision of 13 weeks' 
notice, direct the Employee to take up to one quarter of the Employee's accrued annual 
leave entitlement, provided that the Employee has in excess of 304 hours' annual leave 
accrued. 

143.5 Disputes regarding excess annual leave 

Without limiting the Dispute Resolution Procedure of the Agreement, either an Employee or 
Employer (or their representative/s) may refer a dispute about the following matters to the 
Commission: 

(a) a dispute about whether the Employer or Employee has requested a meeting and 
genuinely tried to reach agreement; 

(b) a dispute about whether the Employer has unreasonable refused to agree to a 
request by the Employee to take paid annual leave; and 

(c) a dispute about whether a direction to take leave complies with the clause. 

143.6 Short periods of annual leave 

Paid annual leave under this clause can be taken in periods less than an Employee's 
ordinary fortnight (short period), including single days in which case any notice period may 
be waived by agreement. 

143.7 Employee not taken to be on paid annual leave at certain times 

(a) Public Holidays 

See also clause 145 (public holidays) 

If an Employee takes paid annual leave during a period that includes a public holiday, the 
Employee is taken not be on paid annual leave on that day. 

(b) Other Periods of Leave 

See a/so clause 144 (Personal Leave) and 44 (Compassionate Leave) 

(i) An Employee may take other types of leave, such as personal leave or 
compassionate leave whilst on annual leave. An Employee is taken not 
to be on paid annual leave whilst on other leave and the Employee's paid 
annual leave accrual will be amended to reflect this. These provisions do 
not apply to unpaid parental leave. 

(ii) An Employee taking personal leave whilst on annual leave will provide 
the Employer with evidence in accordance with clause 144 (Personal 
Leave). 

(iii) Where an Employee takes other leave during annual leave, any annual 
leave loading received for a period that is no longer annual leave is taken 
to have been paid in advance as required in clause 143.8 (Payment for 
Leave) or may be deducted from any payment required to be made under 
clause 143.1 0(a) (Effect of termination on annual leave). 

143.8 Payment for leave 

(a) Employees will receive their ordinary pay and any amount required by clause 
143.9 (Annual leave loading or penalties) during periods of annual leave. Ordinary 
pay for the purposes of this clause means remuneration for the Employee's normal 
weekly number of hours of work calculated at the ordinary time rate of pay 
provided that where an Employee has performed higher duties for an aggregate 
period of three months or more in a twelve ( 12) month period, ordinary pay will be 
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adjusted proportionally to reflect the period during which higher duties were 
performed. 

(b) An Employee may elect in writing to be paid, before going on annual leave, the 
amount of wages they would have received for ordinary time worked had they not 
been on leave during that period, or to continue with their normal pay cycle. 
Payment in advance for a short period shall only occur by mutual agreement. 

143.9 Annual leave loading or penalties 

(a) In addition to ordinary pay (as defined) an Employee will receive the higher of: 

(i) leave loading of 17.5% calculated on the relevant rate of salary 
prescribed in Appendix 2, subject to the cap at sub-clause (b), or 

(ii) the payments listed below which the Employee would have received had 
the Employee not been on leave, for each week of leave: 

A. shift allowances ( clause 127; 

B. rates for Saturday, Sunday (clause 138); 

C. qualification allowance (clause 125); 

D. uniform allowances (clause 129). 

(b) Leave loading under sub-clause 143.9(a)(i) is payable on: 

(i) a maximum of 152 hours in respect of any year of employment, and 

(ii) the Employee's weekly ordinary pay subject to the cap (UG1 Grade 3 
Year 1) 

(c) The cap under sub-clause 143.9(b)(ii) is 

To determine which payments the Employee would have received had the 
Employee not been on leave for the purpose of sub-clause 143.9(a)(ii), this will be 
done either by: 

{i) the projected roster, being the roster the Employee would have worked 
had they not been on leave, or 

(ii) where there is no projected roster, the rosters for the three months 
immediately preceding the leave excluding any period during which the 
Employee was not on the roster (for example, because of attendance at 
approved CPD or another form of paid leave). 

143.10 Effect of termination on annual leave 

(a) Where an Employee's employment ends for any reason, the Employer must pay to 
the Employee any untaken accrued annual leave. The amount payable to the 
Employee is the amount the Employee would have received had the Employee 
taken the leave at the time of termin~tion, including any payment under clause 
143.9 (Annual leave loading or penalties). 

(b) If annual leave has been taken in advance as per clause 143.3(f) and, at the time 
the employment terminates, the Employee has a negative paid annual leave 
accrual, the Employer may deduct a sum equal to the negative annual leave 
accrual (at the amount paid at the time the annual leave was taken in advance) 
from any remuneration payable to the Employee upon termination of employment. 

143.11 ADOs and annual leave 

See clause 131 (Accrued Days Off). 

143.12 Cashing Out of Annual Leave 

An Employee may, with the consent of the Employer, choose to cash out paid annual leave 
in accordance with this clause. 

(a) Written request and written agreement 
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An Employee wishing to cash out annual leave mus1 make a written request to the 
Employer. Where the Employer agrees to 1hat request, the Employee and the 
Employer will record the agreement in writing. 

(b) Terms of agreement must comply with terms 

A written agreement must comply with the following terms: 

(i) paid annual leave must not be cashed out if the cashing out would result 
in the Employee's remaining accrued entitlement to paid leave being less 
than one year's accrual of annual leave each cashing out of a particular 
amount of paid annual leave must be by a separate agreement in writing 
between the Employer and the Employee; and 

(ii) the Employee must be paid at least the full amount that would have been 
payable to 1he Employee had the Employee taken the leave that the 
Employee has forgone, including annual leave loading and 
superannuation to the Employee's nominated Fund; and 

(iii) an Employee cannot cash out more than 2 weeks paid annual leave in 
any 12-month period. 

( c) Payments made in accordance with this clause extinguish an Employee's rig/it to 
access annual leave or receive further payment for the period of annual leave paid 
out. 

(d} Part-time Employees- cashing out of annual leave where contracted EFT 
fraction has reduced 

A part-time Employee that has reduced their EFT fraction, may request to cash out 
accrued annual leave in conjunction with taking a period of annual leave so that the 
total payment for the period is equivalent to the previous EFT fraction. The request 
and any agreement must comply with the requirements of clause 143.12(a)-(c) 
above save that: 

(i) the requirement that paid annual leave must not be cashed out if the 
cashing out would result in the Employee's remaining accrued 
entitlement to paid leave being less than six weeks calculated using the 
new EFT fraction; and 

(ii) the limit on cashing out no more than 2 weeks annual leave will not apply 

144. Personal leave 

144.1 The term Immediate Family is defined at clause 9. 

144.2 Amount of paid personal leave 

(a} Personal leave is available to an Employee, in accordance with the terms of this 
clause, when they are absent: 

{i} due to personal illness or injury (Sick Leave); or 

(ii) for the purposes of providing care or support to an immediate family or 
household member who requires such care or support due to: 

A. a personal illness or injury of the member; or 

B. an unexpected emergency affecting the member (Carers 
Leave). 

(b) An Employee, other than a casual Employee, is entitled to the following amount of 
paid personal leave, which accrues, pro rata, progressively during a year of 
continuous service with the Employer: 

(i) up to seven hours 36 minutes for each month of service in the first year 
of service; 
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(ii) up to 106 hours 24 minutes each year in the second, third and fourth 
year of service; 

(iii) thereafter, 159 hours 36 minutes in each year. 

144.3 Personal leave for personal injury or sickness 

(a) An Employee is entitled to use the full amount of their personal leave entitlement 
including accrued leave for the purposes of Sick Leave, subject to the conditions 
set out in this clause. 

(b) Provided that such illness or injury and the relevant duration is certified by a 
registered health practitioner or, is evidenced by the production of a statutory 
declaration signed by the Employee. Such certificate or statutory declaration is 
tendered to the Employer within 48 hours of the commencement of such absence 
or as soon as is otherwise reasonably practicable. 

(c) An Employee may be absent for one day on Sick Leave without furnishing 
evidence of such sickness on not more than three occasions in any one year. 

(d) An Employee shall, at least two hours before their time rostered to commence duty 
on the first day of absence, or otherwise as soon as reasonably practicable, inform 
the Employer of their inability to attend for duty because of a personal illness or 
injury and the estimated duration of the absence. Employees rostered for duty prior 
to 10.00 a.m. on the first day of such absence shall not be required to give 
such notice before 8.00 a.m. 

144.4 Cumulative personal leave 

(a) An e:mployee is entitled to use accumulated personal leave for personal injury or 
sickness if the Employee has already used the current year's personal leave 
entitlement as personal leave for personal injury or sickness. 

(b) Personal leave entitlements which are untaken at the completion of the year shall 
accumulate. 

(c) Accumulated personal leave, including that accrued to the date of the Agreement, 
shall be transferable within the field of employment in any hospital, benevolent 
home, community health centre, Society or Association registered under the 
Health Services Act 1988 ( or the form er Hospitals and Charities Act 1958) or the 
Cancer Institute (constituted under the Cancer Act 1958). Provided that an 
Employee shall, within two weeks of commencing employment, make a written 
declaration or produce a written statement acceptable to the Employer as to what 
personal leave has been taken during the period of their previous employment. 

(d) An Employee who contracts an infectious disease in the course of their duties and 
who is entitled to receive workers compensation shall have any difference 
between workers compensation and their ordinary salary made up by the 
Employer up to but not exceeding three months. An Employee who contracts an 
infectious disease in the course of their duties and having same certified to by the 
Medical Superintendent or by a Medical Practitioner approved by the Employer 
(and who is not entitled to receive workers compensation) shall receive full pay 
during the necessary period off duty up to but not exceeding three months. Sick 
pay granted under this clause shall not be debited against any personal leave 
which the Employee may have become entitled to under the preceding clauses. 

(e) For the purpose of this clause a working day shall be one of seven hours 36 
minutes. 

144.5 Personal I eave to care for an immediate family or household member 

(a) An Employee is entitled to use their personal leave, including accrued leave, as 
Carers Leave. Leave may be taken for part of a single day. 

(b) By agreement between the Employer and an individual Employee, the Employee 
may access an additional amount of their accrued personal leave as Carers­
Leave, beyond the limit set out in clause 144.5(a) above. In such circumstances 
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the Employer and the Employee shall agree upon the additional amount that may 
be accessed. 

(c) The entitlement to use personal leave is subject to the Employee being 
responsible for the care or support of the person concerned. 

(d} When taking Carers Leave to care or support a member of their immediate family 
or household who is sick or injured, the Employee must, if required by the 
Employer, establish by production of a medical certificate or statutory declaration, 
the illness or injury of the person concerned during the relevant period and that the 
illness is such as to require care by another. 

(e) When taking Carers Leave to care or support a member of their immediate family 
or household due to an unexpected emergency, the Employee must, if required by 
the Employer, establish by production of documentation acceptable to the 
Employer or statutory declaration, the nature of the emergency and that such 
emergency resulted in the person concerned requiring care by the Employee. 

(f) In normal circumstances an Employee must not take Carers Leave under this 
clause where another person has taken leave to care for the same person. 

144.6 Employee must give notice 

The Employee must, where reasonably practicable, give the Employer notice that the 
Employee requires leave to provide care or support to a member of the Employee's 
immediate family, or a member of the Employee's household, and the estimated duration of 
the leave, prior to the period of absence. If it is not reasonably practicable for the Employee 
to give prior notice of the absence, the Employee must otherwise notify the Employer as 
soon as reasonably practicable. 

144.7 Unpaid personal leave 

Where an Employee has exhausted all paid Carers Leave entitlements, the Employee is 
entitled to take unpaid personal leave to care for or support members of their immediate 
family or household who are sick or injured and require care and support or who require 
care or support due to an unexpected emergency. The Employer and the Employee shall 
agree on the period. In the absence of agreement, the Employee is entitled to take up to two 
days of unpaid leave per occasion, provided the above notification and evidentiary 
requirements are met. 

144.8 Casual employment: Caring responsibilities 

(a) Subject to the evidentiary and notice requirements that apply to Carers Leave, or 
bereavement leave, as the case may be, casual Employees are entitled to not be 
available to attend work, or to leave work: 

(i) if they need to care for members of their immediate family or household 
who are sick or injured and require care and support, or who require care 
or support due to an unexpected emergency, or the birth of a child of a 
member of the Employee's immediate family; or 

(ii) upon the death in Australia of an immediate family or household 
member. 

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

(c} The Employer must not fail to re~engage a casual Employee because the 
Employee accessed the entitlements provided for in this clause. The rights of the 
Employer to engage or not to engage a casual Employee are otherwise not 
affected. 
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145. Public Holidays 

145.1 Entitlement 

An Employee shall be entitled to holidays on the following days: 

(a} New Year's Day, Good Friday, Easter Saturday, Easter Monday, Christmas Day 
and Boxing Day; and 

(b) the following days, as prescribed in the relevant States, Territories and localities: 
Australia Day, Anzac Day, Queen's Birthday, Eight Hour Day or Labour Day; and 

(c) Melbourne Cup Day or in lieu of Melbourne Cup Day, some other day as 
determined in a particular locality. 

145.2 Holidays in lieu 

(a) When Christmas Day is a Saturday or a Sunday, a holiday in lieu thereof shall be 
observed on 27 December. 

(b) When Boxing Day is a Saturday or a Sunday, a holiday in lieu thereof shall be 
observed on 28 December. 

(c). When New Year's Day or Australia Day is a Saturday or a Sunday, a holiday in 
lieu thereof shall be observed on the next Monday. 

145.3 Additional days 

Where public holidays are declared or prescribed on days other than those set out in clause 
145.1 and clause 145.2 above in Victoria or a locality thereof, those days shall, as 
applicable, constitute additional holidays for the purpose of this Part F. 

145.4 Penalty Payments in respect of public holidays 

(a) An Employee, other than a casual, who performs work (including overtime work) 
on a public holiday (or where Christmas Day, Boxing Day, New Year's Day or 
Australia Day fall on a weekend, the day to which penalty rates apply) shall be 
entitled to be paid: 

(i) 200% (based on 1138th of the weekly salary set out in Schedule 2) for 
the time worked on a public holiday Monday to Friday: or 

(ii) 250% (based on 1138th of the weekly salary set out in Schedule 2) for 
the time worked on a public holiday on a Saturday or Sunday (which is 
inclusive of the rates in sub-clause 138). 

(b) A casual Employee who performs work (including overtime work) on a public 
holiday (or where Christmas Day, Boxing Day, New Year's Day or Australia Day 
fall on a weekend, the day to which penalty rates apply pursuant to clause 145.2) 
shall be entitled to be paid inclusive of the casual loading; 

(i} 250% (based on 1138th of the weekly salary set out in Schedule 2) for 
time worked on a public holiday Monday to Friday; or 

(ii) 312.5% (based on 1138th of the weekly salary set out in Schedule 2) for 
time worked on a public holiday on a Saturday or Sunday (which is 
inclusive of the rates in sub-clause 138 above). 

145.5 Substitution of public holidays by agreement 

(a) The Employer and the Employees may agree to substitute another day for any 
prescribed in this clause. For this purpose, the consent of the majority of affected 
Employees shall constitute agreement. 

(b) An agreement pursuant to clause 145.S(a) shall be recorded in writing and be 
available to every affected Employee. 

(c) Employees rostered to work on public holidays and who fail to do so shall not be 
entitled to holiday pay for the said holiday. 
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(d) If an Employee works on any of such holidays or such holiday occurs on their 
rostered day off they shall be paid at the ordinary time rate of pay for the time so 
worked, in addition to which they shall be entitled to receive: 

(i) within four weeks following the date on which such holiday occurred; 

A. one and a half extra day's pay; 

B. one and a half days off in lieu thereof of which at least seven 
days' notice shall be given: 

C. one and a half days shall be added to their annual leave; 

(ii) in the case of an Employee not qualifying for annual leave and where 
neither of the provisions of sub-clause 145.5(d)(i) have been applied the 
one and a half days' pay shall be added to the payment in lieu of annual 
leave; and 

(iii) one and a half times the ordinary time rate of pay for any work done in 
excess of eight hours. 

(e) In respect of Easter Saturday, an Employee who ordinarily works Monday to 
Friday only and who does not work on Easter Saturday, shall be entitled to one 
day's pay in respect of Easter Saturday or where there is mutual consent, within 
four weeks following the date on which such holiday occurred the Employee may 
take one day off in lieu or have one day added to their annual leave. 

(f) Notwithstanding the earlier provisions of this clause a shiftworker (as defined in 
clause 143.1(b)(ii} who works on any of the holidays set out ih clause 145.1, shall 
be entitled (in lieu of any entitlement under clause 145.2) to one and a half extra 
days' pay on the first pay day following the end of the pay period during which the 
holiday falls. 

( g) If, at the end of the yearly period in respect of which their annual leave accrues 
such shiftworker does not become entitled to additional leave under clause 
143.1 (b)(i) 1hey shall, at the option of the Employer, be entitled to one and a half 
extra days' pay or one and a half extra days' annual leave for each such holiday 
on which they were rostered off. 

(h) Where an Employee's accrued day off falls on any such public holiday, a substitute 
day shall be determined by the Employer to be taken in lieu thereof, such day to be 
within the same four week cycle where practical. 

(i) Notwithstanding the provisions of clause 145.2, with the exception of Easter 
Saturday, an Employee who is ordinarily not required to work on a Sunday or 
Saturday shall not be entitled to any benefit for any public holidays which may fall 
on or are observed on a Saturday or a Sunday unless they are required to work on 
any such public holiday. 

145.6 Conversion of Public Holiday penalties to Leave 

(a) An Employee who works a public holiday and is entitled to public holiday penal1ies 
may elect to convert their penalties entitlement to the following: 

(i) be allowed another half day and receive an additional half day's ordinary 
pay; or 

(ii} receive an additional sum equal to a day's ordinary pay for that day. 

(b) An Employee who makes an election under this provision shall be entitled to 
convert 1he fifty per cent component of the public holiday penalty prescribed by 
this subclause to be taken up to a maximum of five days additional leave added to 
either their annual leave or long service leave and taken pursuant to the annual 
leave/long service leave provisions of this agreement, but shall not attract annual 
leave loading. 

(c) An Employee who wishes to convert these provisions must advise their Employer 
of their election to do so before the beg inn ing of a calendar year. This election 
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remains in force until the Employee discontinues this benefit in writing or ceases to 
work a roster that requires them to work on Public Holidays. An Employee may 
only discontinue their election before the commencement of another calendar 
year. 

(d) Employees who work Monday to Friday and who are not ordinarily required to work 
public holidays as they fall are eligible to accrue and take the additional leave 
in accordance with sub-clause 145.6 provided that: 

(i) the Employee advises their Employer at the beginning of each calendar 
year that they are available to work on a public holiday, and 

{ii) the Employer, at its discretion, requests the Employee to work the public 
holiday and the Employee agrees and works that public holiday. 
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SECTION 3 I PART G: EDUCATION AND 
PROFESSIONAL DEVELOPMENT 

146. Professional Development Leave 

146.1 A full-time Employee is entitled to five days' paid professional development leave per year, 
in addition to other prescribed leave entitlements. Part time Employees will have a pro rata 
entitlement. 

146.2 To access the benefits of this provision it is the responsibility of the Employee to make an 
application for this leave. 

146.3 The leave is cumulative over two calendar years. 

146.4 An application for this leave, nominating the preferred date(s) will be made in writing to the 
Manager providing a brief description of the nature of the professional development activity 
to be undertaken and its applicability to the Employee's profession. The application may be 
utilised for, but not limited to, research, home study, attendance at seminars and 
conferences. An Employee may be required to report back on the seminar or conference. 

146.5 The application must be made at least six weeks prior to the requested date(s) and shall be 
approved by the Manager unless there are exceptional circumstances that exist that justify 
non•approval. The applicant will be notified in writing if the leave is approved or not within 
seven (7) days of the request being made. If leave is not granted the reasons will be 
included in the notification to the applicant. 

147. Examination Leave 

147.1 Qualified Employees shall be granted leave with full pay in order to attend examinations 
necessary to obtain higher qualifications relevant to classifications in this Agreemen1 as 
approved from time to time by the respective ethical bodies representing the individual 
Employee. 

147.2 The amount of leave to be granted shall be such as to allow the Employee to proceed to the 
place of examination and, in addition, to allow one clear working day other than a Saturday 
or a Sunday for pre-examination study if this is so desired. 

147 .3 Any leave granted under the provisions of this clause shall be exempt from and, in addition, 
to the provisions of clause 143 (Annual leave). 

148. In-service education & training - Royal Children•s Hospital 

148.1 Sub-clause 148.2 below applies to the following Health Service only: 

(a) Royal Children's Hospital. 

148.2 Relevant and specific in-service education and training will be offered to all Employees on a 
regular basis comprising a minimum of four (4) hours per month. 

149. Study leave 

149.1 Paid study leave will be available to all Employees employed in full-time and part-time 
employment at the Employer's discretion. 

149.2 Paid study leave may be taken as agreed between the Employer and an Employee by, for 
example, 4 hours per week, 8 hours per fortnight or blocks of 38 hours at a residential 
school. 

149.3 Employees employed in part-time employment will be entitled to paid study leave on a pro­
rata basis 
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149.4 An Employee wishing to take study leave in accordance with this clause must apply in 
writing to the Employer as early as possible prior to the proposed leave date. The 
Employee's request should include: 

(a} details of the course and institution in which the Employee is enrolled or proposes 
to enrol; and 

(b) details of the relevance of the course to the Employee's profession. 

149.5 The Employer will notify the Employee of whether their request for study leave has been 
approved within 7 days of the application being made. 

149.6 Leave pursuant to this clause does not accumulate from year to year. 

150. Mental Health Professionals (Medicare) Study Leave 

Mental health professionals who are eligible (or will be eligible} to claim for Medicare 
services under the Commonwealth Mental Health Initiative are entitled to an additional 2 
days study leave on application to undertake professional development activities. Where 
there is an operational impediment to accessing the leave at the time of application it may 
be deferred to a mutually agreed alternate time. 

151. Clinical Supervision (NOT LEW) 

151.1 Up to a maximum of 2 hours per month professional (clinical} supervision is to be offered to 
Employees in each discipline. The supervision will be provided by a supervisor of the 
clinician's choice, either from within the service or from an ex~ernal source as determined by 
agreement between the clinician, the proposed supervisor and the Employer. 

151.2 This clause does not prevent an Employer offering additional clinical supervision on a needs 
basis. 

152. Lived Experience Workforces Supervision {ONLY LEW) 

152.1 2 hours per month supervision is to be made available to Employees in Lived Experience 
classifications. The supervision will be provided by a supervisor of their choice, either from 
within the service or from an external source as determined by agreement between the 
Lived Experience Employee, the proposed supervisor and the Employer. 

152.2 This clause does not prevent an Employer offering additional lived experience workforces 
supervision on a needs basis. 
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SECTION 31 PART H: CLASSIFICATION AND 
STAFFING 

153. Classifications and wages 

153.1 The classification descriptors are set out in Schedule 5 - Classification Definitions Applying 
to Health Professionals. 

153.2 The weekly full-time salaries applicable to each classification during the period that this 
Section 3 operates are set out in Schedule 2. 

153.3 Progression through all classifications for which there is more than one wage point shall be 
by annual increments, having regard to the acquisition and utilisation of skills and 
knowledge through experience in the Employee's practice setting(s) over such period. 

153.4 Advancement by an Employee through the Experience increments within UG 1 grades in the 
classification structure will occur upon the completion by the Employee of each 12 month 
period calculated from the Employee's commencement in a grade within the UG 1 
classifications, irrespective of whether a 12 month period (or any part) was served as a full­
time or part-time Employee, provided that: 

(a) an Employee who holds a three year undergraduate qualification and is required to 
do a 12 month internship shall be entitled to be classified as or deemed to have 
been classified as a UG 1, grade 1 , second year of experience; 

(b) an Employee who holds a four year undergraduate qualification will be classified 
as, or deemed to have been classified as, a UG1, grade 1, second year of 
experience; 

(c) an Employee who holds or is qualified to hold the degree of Bachelor of Science 
Honours, will be entitled to be classified as a UG1, grade 1, second year of 
experience after qua I ification; 

(d) an Employee who holds or is qualified to hold the degree of Master of Science, 
shall be entitled to be classified as a UG1, grade 1, third year of experience after 
qualification; 

( e) an Employee who holds or is qualified to hold the degree of Doctor of Philosophy, 
shall be entitled to be classified as a UG1, grade 1, fifth year of experience after 
qualification. 

153.5 Entry Level - New Graduate - Rural and Regional Health Services 

(a) This clause 153.5 applies to Employees employed in a Rural or Regional Health 
Service. 

(b) An Employee who holds: 

(i) a four year undergraduate qualification; or 

(ii) a three year undergraduate qualification and either holds an Honours 
degree, or is required to do a 12.month internship; 

shall be classified as, or deemed to have been classified as, and paid at the rate of 
UG1 Grade1 3rd year of experience after qualification. 

(c) An Employee classified as UG1 Grade 1 2nd year of experience shall be 
reclassified as, or deemed to have been reclassified as, and have their rate of pay 
adjusted to that of UG1 Grade 1 3rd year of experience after qualification. Such 
Employee will thereafter receive their subsequent incremental increase on the 
anniversary of their qualification. 

153.6 An Employee appointed to a higher grade shall be paid at the rate within that grade 
immediately above their previous rate of pay. 
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153.7 Where an Employee moves from one grade to a higher grade and the pay rates at the 
higher grade are the sa·me or lesser, then the Employee will be paid at the next yearly 
increment level upon appointment to the new grade. 

154. Notification of classification 

154.1 The Employer shall notify each Employee in writing on commencement of their classification 
and terms of employment. 

154.2 The Employer shall notify each Employee of any alteration to their classification in writing no 
later than the operative day of such alteration. 

155. Chief Structures 

155.1 For the purposes of classifying all Chief and Deputy Chief positions it will be necessary to 
divide the number of hours worked by relevant professionals (including interns) or total staff 
as the case may be, in that department by 38 with any fraction being taken to the next whole 
number. In addition when classifying Chief positions in Physiotherapy, Occupational 
Therapy, Speech Pathology, Music Therapy, Recreation Therapy or Social Work, a Chief 
position which is classified two grades or more below that of an allied Chief (that is either in 
the therapy stream or the radiation related stream) in the employ of the same Employer, 
shall be reclassified to the next available Chief grade. 

155.2 Chief Structures for amalgamated departments in amalgamated hospitals 

(a) Where hospital departments covered by this Section 3 amalgamate as a 
consequence of a hospital amalgamation the Senior Chief shall be remunerated 
according 10 the total numbers of staff in the amalgamated institution in 
accordance with the provisions of this Section 3. 

(b) In addition, each campus will be entitled to a Chief position based on the staff 
numbers at the site. 

(c) No deputy chief positions will exist under this structure. 

156. Trainee supervision 

Trainees, with the exception of those in their final year of training shall not be required to 
work at any time without supervision of a qualified person of the discipline concerned within 
the area of the establishment where the Trainee is working. 
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SECTION 4: HEAL TH AND ALLIED SERVICES 

SECTION 4 I PART A: PRELIMINARY 

157. Definitions Specific to Section 4 of this Agreement 

157 .1 Base rate of pay means the rate of pay payable to an Employee in accordance with 
Schedule 2 for their ordinary hours of work, but not including any incentive-based payments 
and bonuses, loadings, allowances, overtime, penalty rates or any other separately 
identifiable amounts. 

157.2 Department Head means a person responsible for a department or section of the hospital or 
health service covered by this Agreement. 

157.3 Divisional Director means a person appointed as such by the Employer. 

157 .4 Experience means experience at any such work in any workplace subject to this Agreement 
within the last five (5) years, excluding any unpaid leave. 

157.5 In Section 4 of the Agreement, allowances shall be calculated to the nearest 10 cents, an 
exact amount of 5 cents in the result going to the higher figure, unless otherwise specified. 

158. Annual Retention Payment 

158.1 An Annual Retention Payment will paid to full time Employees under this section as follows; 

(a) FFPPOA 1 July 2021 -$1500 

(b) FFPPOA 1 July 2022-$1800 

(c} FFPPOA 1 July 2023 - $2000 

(d) FFPPOA 1 July 2024 -$2000 

158.2 The payment will be paid to part time Employees on a pro rata basis. 

158.3 The payment is not applicable to casual employees and is not considered ordinary time 
earnings for the purpose of superannuation calculation. 
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SECTION 41 PART A: TYPES OF 
EMPLOYMENT AND END OF EMPLOYMENT 

159. Dual Part-Time Appointments 

A person engaged in two classifications on a part-time basis shall be paid at the appropriate 
classification rate for the actual hours worked in each classification. 

160. Trainees 

160.1 A trainee who performs work in classifications covered by this agreement shall be employed 
in accordance with the principles outlined in the Memorandum of Understanding (MOU) 
between the Government of Victoria and the Victorian Trades Hall Council regarding the 
Government Youth Employment Scheme (now known as the Victoria works for young 
people program). 

160.2 All trainees and apprentices will be engaged under an appropriate state or federal 
traineeship scheme and paid no less than the applicable trainee or apprentice rates 
contained in Schedule 2 or if no rate is specified the applicable base rate under the relevant 
Modern Award. 

161. Notice of Termination - Employer 

161.1 The Employer must not terminate an Employee's employment unless they have given the 
Employee written notice of the day of the termination (which cannot be before the day the 
notice is given). 

161.2 Health and Allied Services Employees 

(a) In order to terminate the employment of an Employee classified under Schedule 7 
of this Agreement, the Employer shall give the minimum period of notice based on 
the Employee's period of continuous service with the Employer up to the end of 
the day the notice is given, as follows: 

Period of continuous service Period of Notice 

Not more than 1 year 1 week 

More than 1 year but not more than 3 years 2weeks 

More than 3 years but not more than 5 years 3weeks 

More than 5 years 4weeks 

(b) The period of notice in clause 161.2(a) shall be increased by one week if the 
Employee is over 45 years of age and has completed at feast 2 years continuous 
service with the Employer at the end of the day the notice is given. 

161.3 For the purposes of this clause: 

(a) a period of service by an Employee with an Employer is a period during which the 
Employee is Employed by the Employer, but not including any period of 
unauthorised absence; and 

(b) a period of unauthorised absence does not break an Employee's continuous 
service with an Employer, but is not to be counted towards the length of the 
Employee's continuous service. 

(c) A transferring Employee's period of continuous service includes each period of 
continuous service of the Employee with an old Employer in the business being 
transferred (whether or not the old Employer was previously a new Employer in 
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connection with the business). However, the Employee's continuous service with 
an old Employer is disregarded so far as the Employee had previously received 
notice of termination, or payment in lieu of such notice, in respect of that service. 

161.4 The Employer must not terminate the Employee's employment unless: 

(a) the time between giving the notice and the day of the termination is at least the 
period (the minimum period of notice) worked out under clause 161.4, clause 
161.2 or clause 161 .3, as applicable; or 

(b) the Employer has paid the Employee payment in lieu of notice of at least the 
amount the Employer would have been liable to pay the Employee at the full rate 
of pay for the hours they would have worked had the employment continued until 
the end of the minimum period of notice, 

provided that the employment may be terminated by part of the period of notice 
specified and part payment in lieu thereof. 

161.5 Notice of termination shall not apply in the case of dismissal for serious and wilful 
misconduct. 

161.6 Where an Employer has given notice of termination to an Employee, the Employee shall be 
allowed up to one days' time off without loss of pay for the purpose of seeking other 
employment. The time off shall be taken at times that are convenient to the Employee, 
following consultation with the Employer. 

161.7 Redundancy 

(a) ffafter consultation an Employee's position is deemed to be excess to 
requirements, the Employer will consult with the Employee and their nominated 
representative, which may include the Union, to endeavour to redeploy the 
Employee to another position, if a suitable vacancy exists. 

(b) "Suitable vacancy" means a position classlfied at the Employee's substantive 
level, where the Employee will be able to satisfactorily carry out the duties of that 
position with a reasonable amount of training. 

(c) Notwithstanding the provisions of sub-clause 161. 7(b) above, in the case of 
Employees classified under Part 2 of Schedule 6 of this Agreement, where there is 
a redeployment to a lower paid position or a position of less hours or where there 
is an alteration of shifts which results in a reduction of pay, the Employer will 
maintain the Employee's: 

(i) salary and equivalent hours at their. former classification rate of pay for 
six (6) months; 

(ii) shift penalties and allowances for three (3) months. 

(d) All attempts will be made to ensure that an Employee's area of choice, hours of 
work and previous roster pattern are met. 

(e) Jf the Employee is unsuccessful in being redeployed or appointed to a new 
position and no suitable vacancy exists, they shall be eligible for the relevant 
redundancy package available under Victorian Government policy at the time of 
termination. 

162. Notice of Termination - Employee 

162.1 The notice of termination required by an Employee shall be two (2} weeks' notice for Health 
and Allied SeNices Employees classified under Schedule 7 of this Agreement. 

162.2 If an Employee fails to give the notice specified in clause 162.1 the Employer has the right to 
withhold monies due to the Employee to a maximum amount equal to ordinary time rate of 
pay for the following periods: 
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Employee's period of continuous service Health and Allied Services Employees 
- Period in respect of which pay may 
be withheld by the Employer 

Not more than 1 year 1 week 

More than 1 year but not more than 3 years 2weeks 

More than 3 years but not more than 5 2weeks 
years 

More than 5 years 2 weeks 
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SECTION 41 PART A: WAGES AND RELATED 
MATTERS 

163. Payment of Wages 

163.1 On or before each pay day, the Employer shall advise each Employee in writing of their 
gross salary entitlement for the pay period, any deductions and allowances authorised by 
law and by the Employee, the Employee name and classification, the period the pay relates 
to and the date of payment, the hourly rate of pay, and the net amount of payment, amounts 
of occupational superannuation contributions and details of funds into which contributions 
are being paid. 

163.2 Where an Em pfoyee considers that they have been underpaid as a result of error on the part 
of the Employer, the Employee may request that the Employer rectify the error or validate the 
payment. 

163.3 Where an Employee is underpaid by reason of Employer error and the amount of such 
underpayment is less than 5% of the Employee's fortnightly wage, the underpayment will be 
corrected in the next pay period. 

163.4 Where the underpayment exceeds 5% of the Employee's fortnightly wage, the Employer 
must take steps to correct the underpayment within 24 hours and to provide confirmation 10 
the Employee of the correction. 

163.5 Health and Allied Services Employees 

(a) lf the Employer does not take the action required under clause 163.3 and clause 
163.4 above, the Employee shall be paid a penalty payment of 20% of the 
underpayment, calculated on a daily basis from the date of the entitlement arising 
until all such moneys are paid. In addition, the Employer shall meet any 
associated banking or other fees/penalties incurred by the Employee as a 
consequence of the error where those fees exceed the 20% penalty payment. 

(b) Clause 163.5(a)will not come into effect: 

(i) if the payment of wages or other monies owed falls on a public holiday, 
until the expiration of such public holiday; or 

(ii) if any unforeseen event outside the control of the Employer frustrates 
their ability to meet the requirements of this clause. 

(c) Late payment on termination 

(i) When notice of termination of employment has been given by an 
Employee or an Employee's services have been terminated by an 
Employer, payment of all wages and other monies owing to an Employee 
shall be made to the Employee. 

(ii) If an Employee is kept waiting for more than 24 hours such Employee 
shall be paid overtime rates for the du ration of the period until such 
monies owlng are paid, with a minimum payment of two (2) hours and a 
maximum payment of seven (7) hours and 36 minutes per day. 

164. Experience Payments 

The experience payments in Schedule 2 (as it applies to health and allied services 
Employees) shall be added to the ordinary time rates of pay and paid for all purposes for all 
Employees, other than: 

(a) Qualified interpreters/translators who are eligible for payment of the Interpreters 
Allowances in accordance with clause 168. 
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165. Supported Wage System for Employees with a Disability 

Schedule D of the Health Professionals and Support Services Award 2010 (MA000027) 
defines the conditions which will apply to Employees who because of the effects of a 
disability are eligible for a supported wage under the terms of the award. 
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REIMBURSEMENTS 

166. Childcare Reimbursement 

166.1 Where Employees are required by the Employer to work outside their ordinary rostered 
hours of work and where less than 24 hours' notice of the requirement to perform such 
overtime work has been given by the Employer, other than recall when rostered on-call, the 
Employee shall be reimbursed for reasonable childcare expenses incurred. 

166.2 Evidence of expenditure incurred by the Employee must be provided to the Employer as 
soon as practicable after the working of such overtime. 

167. In Charge Allowances 

167.1 An Employee shall be paid an In-charge Allowance where they are appointed or delegated 
to exercise control over other Employees, as follows: 

Extent of control: %Allowance 

In charge of 1 to 9 other Employees 7% 

In charge of 1 o to 29 other Employees 10% 

In charge of 30 or more Employees 15% 

167.2 Provided that clause 167.1 does not apply to the following classifications of Employee: 

(a) General Service Supervisor 

(b) Food Services Supervisor 

(c) Clerical Worker Grade A 

167.3 The percentage In-charge Allowance is calculated on the base rate payable to the 
Employee pursuant to Schedule 2. 

167.4 The In-Charge Allowance shall be additional to any other allowance to which the Employee 
is entitled under Section 4. 

168. Interpreter Allowances 

168.1 Any person employed as a qualified interpreter/translator and who is accredited by the 
National Accreditation Authority for Translators and Interpreters (NAATJ) shall be paid an 
Interpreter Allowance per week pursuant to Schedule 2. 

168.2 The amount payable per week under clause 168.1 above is dependent upon the Employee's 
level of accreditation by NAA TI and their years of experience. 

168.3 The Interpreter Allowances shall be additional to any other allowance to which the Employee 
is entitled under Section 4, and shall be considered part of the normal weekly rate of pay for 
all purposes. 

168.4 Employees who are eligible for payment of the Interpreter Allowances shall be ineligible for 
the experience payments in Schedule 2. 

169. Meal Allowances 

169.1 Where an Employee is required to work overtime Monday to Friday (inclusive) for more than 
one hour after the usual finish time, or in the case of shift workers when the overtime 

SECTION 4 (HEAL TH AND ALLIED SERVICES) I PART D: ALLOWANCES AND REIMBURSEMENTS 

L \344187946.1 231 

f_p_n_235_



SECTION 4 (HEAL TH AND ALLIED SERVICES) I PART D: ALLOWANCES AND 
REIMBURSEMENTS 

exceeds one hour, or on a Saturday/Sunday for more than 5 hours, the Employer shall 
either supply the Employee with an adequate meal or pay a meal allowance. 

169.2 Where such overtime exceeds 4 hours Monday to Friday (inclusive), or 9 hours on a 
Saturday/Sunday, the Employer shall either supply the Employee with a further adequate 
meal or pay a further meal allowance. 

169.3 The provisions of clause 169.1 and clause 169.2 shall not apply where the Employee could 
reasonably return home for a meal within the period allowed. 

169.4 The meal allowances payable over the life of this Agreement are set out in Schedule 2. 

169.5 Claims for payment of an overtime meal allowance will be processed in the next ordinary 
pay. 

170. Morning and Afternoon Shift Allowances 

An Employee whose rostered hours of ordinary duty finish between 6.00pm and 8.00am, or 
commence between 6.00pm and 6.30am, shall be paid an amount equal to 2.5% of the 
relevant base rate per rostered period of duty. 

171. Nauseous Work Allowance 

171.1 Employees shall be paid a Nauseous Work Allowance pursuant to Schedule 2 for all time 
during which they are engaged in handling linen of a nauseous nature, other than linen 
sealed in airtight containers. 

171.2 The Allowance shall be paid to an Employee in any classification for work that is of an 
unusually dirty or offensive nature having regard to the duty normally performed by such 
Employee in such classifica1ion. Provided that, an Employee who is paid the nauseous 
work allowance prescribed in clause 171 .1, shall not be entitled to be paid an allowance 
under clause 171.2 for the same work. 

171.3 The nauseous work allowance is payable per hour, or part thereof, in addition to the rates 
prescribed elsewhere in Section 4. The weekly allowance is the minimum amount payable 
for work performed in any week. 

171.4 The rounding provision does not apply to the calculation of the hourly rate of this allowance. 

172. Night Shift Allowances 

172.1 Night Shift Allowance 

Provided that, an Employee working on any rostered hours of ordinary duty finishing on the 
day after commencing duty or commencing after midnight and before 5.00am shall be paid 
for any such periods of duty an amount equal to 4% of the relevant base rate. 

172.2 Permanent Night Shift Allowance 

Provided further that in the case of an Employee permanently working on any rostered 
hours of ordinary duty finishing on the day after commencing duty or commencing after 
midnight and before 5.00am shall be paid for any such period of duty an amount equal to 
5% of the relevant base rate. Permanently working shall mean working for any period in 
excess of four consecutive weeks. 

173. Multi-Skilling Allowance - Patient Services Assistants 

An annual allowance at the rate prescribed in the table below will be paid to all employees 
classified as Patient Services Assistant (pro-rata for part-time employees, excluding casuals 
and Employees who are on unpaid leave on the date the payment falls due), in recognition 
of the need to work flexibly and perform incidental and peripheral duties across multiple 
disciplines, roles and areas within the provision of patient (and related) services. The rate of 
Multi-Skilting Allowance will be as follows: 
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Rate of Allowance Effective from FFPPOA 

$500 Each Year thereafter: 13 April of that year 

17 4. Senior Allowance 

174.1 An Employee who is appointed as a Senior will have their classification preceded by the 
word Senior and shall be paid an allowance of 10 per cent of the base rate payable for their 
classification pursuant to Schedule 2. 

174.2 Appointment to a position preceded by the word Senior will only be made where the work 
performed by such Employee represents a net addition to the work value of the substantive 
role in a similar area or areas. lndicia of a new addition to work value may include: 

(a} the performance of additional duties or functions; 

(b) the assignment of a special project or 

(c} an increased emphasis on the performance of core functions already undertaken 
by Employees in the relevant classification. 

174.3 A net addition to the work value of the substantive role of an Employee would be 
characterised by the following: 

174.4 

175. 

175.1 

175.2 

175.3 

176. 

176.1 

176.2 

(a) the additional functions or duties are a regular and ongoing requirement; and 

(b) experience in the role commensurate with this clause, coupled with on the job 
training where provided by the Employer; and 

( c) the necessity for additional training in a particular aspect of the role above that 
which is required to fulfil the role of an Employee employed in a similar area(s); 
and 

(d} a greater level of judgement is required from the Employee, whereby they are 
capable of making independent decisions to a degree not generally expected of an 
Employee employed in a similar area(s); and 

(e) a higher degree of accountability is expected for work undertaken, such that the 
Employee is clearly performing at a level above that of their peers employed in a 
similar area(s) by the Employer. 

The Senior Allowance shall be additional to any other allowance to which the Employee is 
entitled under Section 4. 

Tool Allowance 

Employees who are classified as chefs and cooks under Schedule 7 of this Agreement, who 
are not supplied with the necessary tools to perform their duties by the Employer, shall be 
paid a Tool Allowance per week pursuant to Schedule 2. 

The Tool Allowance is compensation for the supply and maintenance of tools. 

The rounding provision does not apply to the calculation of this al Iowa nee. 

Travelling Allowances 

When an Employee is travelling whilst on duty, if the Employer cannot provide the 
appropriate transport, all reasonably incurred expenses in respect of fares, meals and 
accommodation will be met by the Employer on production of receipted accounts, or other 
evidence acceptable to the Employer. 

An Employee shall not be entitled to reimbursement for work-related travelling expenses 
that exceed the mode of transport, meals or the standard of accommodation agreed for the 
purpose with the Employer. 
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177. Accrued Days Off 

177.1 Where the system of working provides for accrued days off, Employees shall work an 
additional 0.4 hours per day, or 2 hours per week, to facilitate one accrued day off (ADO) 
after every 4 weeks of service. 

177.2 The maximum ADOs shall be 13 in any calendar year, provided that one (1) ADO shall be 
taken in conjunction with a period of annual leave, for which no additional payment is to be 
made. 

177.3 Accrued days off are to be taken as single days on a rostered basis (i.e. 1 ADO in each 28-
day cycle), as agreed between the Employer and Employee provided that the Employer and 
Employee may mutually agree to defer a rostered ADO for a maximum of one month, but 
only in exceptional circumstances. 

178. Higher Duties 

178.1 Employees, who are engaged in duties that carry a higher rate of pay than the Employee's 
ordinary classification, shall be entitled to payment of higher duties in accordance with the 
provisions of this clause. · 

178.2 Employees who are engaged for more than one hour in duties carrying a higher rate than 
their ordinary classification, shall be paid the higher rate of pay for the full day or shift. If 
such Employee is engaged in higher duties for one hour or less, they are only entitled to 
payment at the higher rate for the 1im e actually worked. 

179. Hours of Work 

179.1 The ordinary hours of work for a full-time Employee shall be 38 hours, or an average of 38 
hours, per week. 

179.2 For the purposes of clause 179.1, the ordinary hours an Employee works in a week are 
taken to include any hours of authorised leave, or absence, whether paid or unpaid, that the 
Employee takes in a week. 

179.3 The working week sha II commence at midnight on a Sunday. 

179.4 Notwithstanding any authorised meal breaks or rest breaks, the work of each day/shift shall 
be continuous. 

179.5 The hours for an ordinary weeks work shall be 38 or be an average of 38 per week in a 
fortnight, or in a four week period or by mutual agreement, in a five week period in the case 
of an Employee working ten hour shifts and shall be worked either: 

(a) in 5 days in shifts ofnot more than 8 hours each; or 

(b) in a fortnight of 76 hours in 10 shifts of not more than 8 hours each; or 

(c) in a four-week period of 152 hours in 19 shifts of not more than 8 hours each; or 

(d) by mutual agreement: 

(i} in weeks of four days in shifts of not more than 10 hours each; or 

(ii) in a fortnight of 76 hours in eight shifts of not more than ten hours each. 

179.6 Any Employee required to work more than six consecutive periods of duty without 24 hours 
off duty shall be paid for the seventh and any further consecutive period of ordinary duty 
worked at the rate of triple time until they have been given 24 hours off duty. 
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180. Make Up Time 

An Employee may elect, with the consent of the Employer, to work make up time under 
which the Employee takes time off during ordinary hours and works those hours at ordinary 
time rate at a later, during the spread of ordinary hours. 

181. Meal Breaks 

181.1 An Employee shall not be required to work more than 5 hours continuously without a meal 
interval of not less than 30 minutes and not more than 60 minutes. 

181.2 Meal breaks shall not be regarded as time worked. 

181.3 Night Duty 

(a) Employees who are not relieved from night duty (and on•call) during the rostered 
meal break shall be granted a meal break of not less than 20 minutes, to be 
commenced after completing three hours and not more than five hours of duty. 
Such meal break will be counted as time worked. 

(b) The arrangement in clause 181.3(a) may also be adopted in any case where there 
is mutual agreement between the Employer and Employee. 

182. Minimum Engagement 

182.1 Each Employee shall be paid a minimum of three (3) hours per engagement, with the 
exception of Employees eligible for payment of overtime in accordance with clause 184 
(Overtime) of Section 4. 

182.2 No Employee shall be paid less than the minimum hours of engagement. 

183. On-Call/Recall 

183.1 The Employer shall pay an on call allowance to Employees who are required to be on call. 

183.2 The on call allowances in Schedule 2 shall be paid to Employees as follows: 

(a) Employees who are required to be on call, or who return to duty when off duty, 
shall be paid an on call allowance in addition to any other amount payable, per 
twelve hours or part thereof. 

(b) Any period of overtime involving a recall to duty during an off duty period, and 
which is not continuous with the next succeeding rostered period of duty, shall be 
paid at a minimum of three hours at the appropriate overtime rate. 

(c) When recall work is necessary, it should be so arranged that Employees have at 
least 1 O hours off duty between successive shifts. 

(d) An Employee, other than a casual, who works so much overtime between the 
termination of their previous rostered shift an the commencement of their next 
rostered shift, that they would not have a 1 O•hour break shall be released after 
completion of such recall worked until they have had a 10•hour break. The 
Employee shall not suffer any loss of pay for rostered ordinary hours occurring 
during such absence. 

(e) If, on the instructions of the Employer, an Employee resumes or continues work 
without having had a 10-hour break in accordance with clause 183.2(d), they shall 
be paid at the rate of double time until they are released from duty for such rest 
period. The Employee shall then be entitled to be absent until they have had a 10-
hour break. The Employee shall not suffer any loss of pay for rostered ordinary 
hours occurring during such absence. 
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(f) Where an Employee finishes a period of overtime at a time when reasonable 
means of transport are not available for them to return to their place of residence, 
the Employer shall provide adequate transport free of charge. 

183.3 The on-call allowances are calculated at the rate of 2.5% of the "Patient Services Assistant 
Level 2" rate of pay pursuant to Schedule 2. 

184. Overtime 

184.1 Where an Employee is required to work reasonable additional hours, they shall be entitled to 
payment of overtime in accordance with the provisions of this clause. 

184.2 Only authorised overtime shall be paid for and the following rates of overtime shall apply. 

184.3 Employees shall be paid at the rate of: 

184.4 time and one half for the first two hours and double time thereafter for hours worked in 
excess of the number of hours fixed as a day's, week's or a fortnight's work, as the case 
maybe; · 

184.5 double time for overtime outside a spread of 12 hours from the commencement of the last 
previous rostered period of duty, provided that the overtime is not continuous with the next 
succeeding period of duty; 

184.6 time and one half for overtime outside a spread of 9hours from the time of commencing 
work by an Employee rostered to work broken shifts; and 

184.7 double time for overtime outside a spread of 12 hours from the time of commencing work by 
an Employee rostered to work broken shifts. 

184.8 Overtime shall be so arranged that, where reasonably practicable, the Employee who 
performs overtime shall have 10 consecutive hours off duty between the work of successive 
periods of duty. 

184.9 In addition to clause 184.4 above, an Employee, other than a casual, who works so much 
overtime between the end of their agreed ordinary hours of duty and the start of their next 
succeeding period of duty that they would not have a 10-hour break between those times, 
shall be released after completion of such overtime worked until they have had a 10-hour 
break, without loss of pay for ordinary hours occurring during such absence. 

184.10 If on the instructions of the Employer such an Employee resumes or continues work without 
having had ten consecutive hours off duty the Employee shall be paid at the rate of double 
time until they are released from duty for such rest period and the Employee shall then be 
entitled to be absent until they have had ten consecutive hours off duty without loss of pay 
for rostered ordinary hours occurring during such absence. 

184.11 In the event of any Employee finishing any period of overtime at a time when reasonable 
means of transport are not available for the Employee to return to their place of residence 
the Employer shall provide adequate transport free of cost to the Employee. 

184.12 For the purposes of this clause, in accruing or calculating payment of overtime, each period 
of overtime shall stand alone. 

184.13 Transport following overtime 

(a) Where an Employee finishes a period of overtime at a time when reasonable 
means of transport are not available for the Employee to return to her/his place of 
residence the Employer will provide adequate transport free of cost to the 
Employee. 

(b) Where overtime is a result of a double shift, the provisions at subclause 184.14 
below (Additional Provisions for Double Shifts) also apply. 

184.14 Additional Provisions for Double Shifts 

If an Employee works a double shift (which should only occur in emergency circum~tances) 
the following wil I apply to mitigate the risk of fatigue and clinical error: 
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(a) allow breaks of at least 10 minutes' du ration in each two hours worked; and 

(b) adequate transport will be provided free of cost to the Employee, including the 
return journey where the Employee's vehicle remains at the workplace. 

185. Overtime in Lieu 

185.1 An Employee may elect, with the consent of the Employer, to take time off in lieu of payment 
for overtime at a time or times agreed with the Employer. 

185.2 Overtime taken as time off during ordinary time hours shall be taken at the penalty time rate. 
That is, one and one half hours off or two hours off, as the case may be, for each overtime 
hour worked. 

185.3 An Em player shall provide payment at the appropriate overtime rate where time off in I ieu 
has not been taken within four ( 4) weeks of accrual. 

185.4 For the purposes of this clause, in accruing or calculating payment of overtime, each period 
of overtime shall stand alone. 

186. Reasonable Additional Hours 

186.1 Subject to clause 186.2, an Employer may require an Employee to work reasonable 
additional hours at the appropriate overtime rate as defined in clause 184 (Overtime) of this 
Part E. 

186.2 An Employee may refuse to work overtime in circumstances where the working of such 
overtime would result in the Employee working hours which are unreasonable having regard 
to: 

(a) any risk to Employee health and safety arising from the additional hours; 

(b) the Employee's personal circumstances, including family responsibilities; 

(c) the needs of the workplace or enterprise in which the Employee is employed; 

(d) whether the Employee is entitled to receive overtime payments, penalty rates or 
other compensation for, or a level of remuneration that reflects an expectation of, 
working additional hours 

(e) the notice (if any) given by the Employer of the overtime and by the Employee of 
their intention to refuse it; 

(f) the usual patterns of work in the industry, or the part of the industry, in which the 
Employee works; 

(g) the nature of the Employee's role, and the Employee's level of responsibility; 

(h) whether the additional hours are in accordance with an averaging arrangement 
agreed to by the Employer and Employee under clause 179 (Hours of Work); and 

(i) any other relevant matter. 

187. Rest Breaks 

187.1 Employees shall be entitled to a 10 minute rest break Jn each four hours worked, or part 
thereof being greater than one hour. 

187 .2 Rest breaks shall be taken at a time suitable to the Employer and shall be counted as time 
worked. 

SECTION 4 (HEAL TH AND ALLIED SERVICES) I PART E: HOURS OF WORK AND RELATED MATTERS 

L\344187946.1 237 

f_p_n_241_



SECTION 4 (HEAL TH AND ALLIED SERVICES) I PART E: HOURS OF WORK AND RELATED 
MATTERS 

188. 

188.1 

188.2 

188.3 

188.4 

188.5 

188.6 

188.7 

188.8 

188.9 

188.10 

189. 

Rosters 

A roster of at least 28 days' duration shall be posted at least 28 days before it comes into 
operation at each work location in a place where it may be readily seen by such Employees 
and the Secretary or other accredited representative of HACSU. 

This 28 day roster provision will operate from the next roster cycle commencing 3 months 
after the corn mencement of this Agreement 

Rosters shall set out the Employees' daily ordinary hours of work, start times, finish times 
and meal intervals. 

Where an Employee works a set Monday to Friday arrangement of hours without change, 
then no roster is required to be established. 

Seven days' notice shall be given of a change in roster, except in emergency situations. 

Change of roster 

(a) Where the Employer requires an Employee, without seven (7) days' notice and 
outside the expected circumstances in clause 188.5 above, to perform ordinary 
duty at other times than those previously rostered, the Employee shall be paid in 
accordance with the hours worked plus a daily change of roster allowance 
pursuant to Schedule 2 (as it applies to health and allied services Employees). 

(b) Provided that a part•time Employee who agrees to work shift(s) in addition to those 
already rostered will not be entitled to the Change of Roster allowance for the 
additional shift(s) worked. 

(c) The Change of Roster allowance in clause 188.6 is calculated at a rate of 2.5% of 
the weekly wage rate payable for the "Patient Services Assistant Level 2" 
classification pursuant to Schedule 2. 

An Employee may apply in writing to the Employer to have their roster fixed by the 
provisions of clause 188.8 below in lieu of clauses 188.1 to 188.6 above. 

Rosters shall be fixed by mutual agreement, subject to the provisions of this Part. 

An Employee may repudiate a request made under clause 188.7 at any time, by giving 
written notice to the Employer. In such a case the roster of the Employee shall be 
determined according to clauses 188.1 to 188.6 from the commencement of the next full 
roster period, being not less than five (5) clear days after such repudiation is received in 
writing by the Employer. 

Rosters will be drawn up so as to provide at least eight (8) hours between successive 
periods of ordinary duty. 

Staffing Levels 

(a) The parties are committed to maintaining adequate staffing levels in order to 
promote an appropriate working environment for staff and ensure adequate levels 
of patient care. 

(b) Ward Clerk Staffing 

(i) An Employer will appoint sufficient ward clerks so that one ward clerk is 
rostered on each Acute Inpatient Unit 7 days of the week. The shift 
length will be a minimum of 8 hours long. 

(ii) A ward clerk may be required to undertake additional clerical related 
duties within their base Acute Inpatient Unit or be redeployed during the 
shift to another acute inpatient unit within the campus to assist with 
workload. 
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190. Time and Wages Records 

190.1 The Employer shall provide and cause to be kept time and wages records in which each 
Employee shall enter their daily starting and finishing times. 

190.2 Time records will be maintained for a minimum of twelve months and wages records will be 
retained for a minimum of seven years. 

190.3 Time and wages records shall be available for inspection by an accredited representative of 
HACSU, in accordance with the requirements of the Act. 

191. Unplanned Absences 

191.1 The Employer agrees to replace staff on planned or unplanned absences, where 
practicable. 

191.2 The Employer will endeavour to maximise the use of permanent, full-time and part-time 
Employees to replace staff on planned and unplanned absences. 

191.3 The engagement of casual Employees will be in accordance with the spirit and intent of 
clause 25.4 of this Agreement (casual employment). 

191.4 Where additional shifts are required to replace unplanned absences, the Employer will give 
preference to existing part-time Employees to work such shifts. If this is not possible, the 
Employer may use casual Employees as an interim measure, in classifications where 
casuals are available. 

191.5 Agency staff should only be used for unexpec1ed absences, such as sick leave, where the 
Employer is unable 1o replace the Employee with either part-time or casual Employees. 

191.6 In the event that particular staffing issues are identified at individual health care facilities the 
Employers agree to consult with Employees and the Union in relation to any matters raised, 
under the existing consultative arrangements. 

192. Wash-Up Time 

Where necessary, an Employee shall be entitled to cease work ten minutes before their 
rostered finishing time to enable him or her to wash or to change their clothes. 

193. Saturday and Sunday Work 

193.1 All rostered time of ordinary duty performed between midnight on Friday and Midnight on 
Sunday shall be paid for at the rate of time and one half. 

193.2 Where the Saturday or Sunday work involves: 

(a) work in excess of the prescribed rostered hours, such work will be paid for at the 
rate of double time; and 

(b) work performed by a worker of broken shifts outside a spread of nine (9) hours 
from the time of commencing work shall be paid for at the rate of time and three­
quarters; and 

(c) work performed by a worker of broken shifts outside a spread of twelve (12) hours 
from the time of commencing work shall be paid for at the rate of double time. 

194. Shiftwork 

194.1 Employees who perform shift work shall be entitled to payment of the shift allowances 
applying to their classification under the following provisions of this clause. 

194.2 Change of Shift Allowance 
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(a) An Employee who changes from working on one shift to working on another shift, 
the time of commencement of which differs by four hours or more than from that of 
the first, shall be paid a change of shift allowance equal to 4% of the relevant base 
rate on the occasion of each such change in addition to any amount payable under 
the preceding provisions of this clause. 

(b) Notwithstanding the provisions of clause 194.2(a) above, the change of shift 
allowance is not payable where the Employer agrees to a request in writing made 
on behalf of one or more Employees for changes in shifts. 

(c) Change of shift allowance is not payable where a single Employee holds two 
contemporaneous different contracted positions with the same Employer and 
moving between those positions results in a change of shift pattern which would 
ordinarily invoke a change of shift allowance payment. 
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SECTION 41 PART F: LEAVE AND PUBLIC 
HOLIDAYS 

195. Annual Leave 

195.1 Basic entitlement 

(a) An Employee (other than a casual Employee) is entitled to four (4) weeks' annual 
leave for each year of service with the Employer. 

(b) Part-time Employees shall be entitled to annual leave on a pro rata basis. Where 
the ordinary hours for a part-time Employee have varied during the period of 
accrual, the average ordinary hours shall be used to determine the Employee's 
annual leave entitlement. 

(c) An Employee's annual leave accrues progressively during a year of service 
according to the Employee's ordinary hours of work, and accrues from year to 
year. 

195.2 Additional Week's Annual Leave 

{a) The NES provides that an Employee who is defined as a shiftworker under this 
clause is entitled to an additional week of annual leave on the same terms and 
conditions. 

(b) For the purposes of the NES a shiftworker is an Employee who works for more 
than four ordinary hours on 10 or more weekends during the year in which their 
annual leave accrues. 

(c) An Employee covered by clause 195.2(a),whose employment is terminated at the 
end of a period of employment which is less than one year computed from the date 
of commencement of the employment, or the date upon which the Employee 
last became entitled to annual leave from the Employer, shall be paid in addition to 
any other amounts due to the Employee, an amount equal to 1148th of their 
ordinary pay in respect of that period of employment. 

195.3 Taking of annual leave 

(a) Annual leave shall be taken at a time or times as agreed between the Employer 
and Employee. Where an Employee requests a period of annual leave, 
agreement shall not be unreasonably withheld by the Employer. 

(b) Where a public holiday occurs during a period when an Employee is on annual 
leave, the Employee is taken not to be on annual leave on that public holiday. 

{c) If the period during which an Employee takes paid annual leave includes a period 
of any other leave (other than unpaid parental leave), or a period of absence from 
employment in accordance with Community Service/ Emergency Services Leave, 
the Employee is taken not to be on paid annual leave for the period of that other 
leave or absence. 

(d) The amount of annual leave loading or penalties paid to an Employee in 
accordance with clause 195.5 in respect of a period of annual leave that is 
subsequently converted to another type of leave shall be deducted from any future 
entitlement under clause 195.5 or payment upon termination of employment, 
where applicable. 

(e) To assist Employees in balancing their work and family responsibilities, an 
Employee may elect, with the consent of the Employer to accrue and carry forward 
any amount of annual leave for up to two years from the date of entitlement. 

(f) The Employer and an Employee may agree to defer the payment of annual leave 
loading in respect of single day annual leave absences until at least five annual 
leave days are taken by the Employee. 
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195.4 Payment for annual leave 

(a) If an Employee takes a period of paid annual leave, the Employer must pay the 
Employee their ordinary pay for the period of leave so taken. 

(b) Ordinary pay, for the purposes of this clause, shall mean remuneration for the 
Employee's weekly number of hours during the period of leave 1aken, calculated at 
the ordinary time rate of pay pursuant to Schedule 2. 

{c) An Employee may elect in writing to be paid, before going on annual leave, the 
amoun1 of wages they would have received for ordinary time worked had they not 
been on leave during that period, or to continue with their normal pay cycle. 

(d) If, when the employment of an Employee ends, the Employee has an accrued 
annual leave entitlement, the Employer must pay the Employee the amount that 
would have been payable to the Employee had they taken the period of accrued 
annual leave. 

195.5 Annual Leave Loading 

In addition to the ordinary pay as described in clause 195.4(b), Employees shall receive 
either: 

(a) over Agreement payments for ordinary hours of work (where applicable); 

(b) shift work premiums, according to the roster or projected roster (where applicable); 

(c) Saturday and Sunday premiums, according to the roster or projected roster (where 
applicable); and 

{d} in-charge allowances (where applicable): or 

(e) annual leave loading equal to 17.5% of their wage, for their normal weekly hours, 
calculated at the ordinary time rate of pay, whichever is the higher. 

195.6 Annual leave in advance 

(a} Annual leave may be taken in advance, by mutual agreement between the 
Employer and Employee. 

(b) Where annual leave is taken in advance, a further period of annual leave shall not 
commence to accrue until after the expiration of the twelve months in which annual 
leave had been taken before it accrued. 

(c) Where annual leave has been taken in advance by an Employee and: 

(i) the employment of the Employee is terminated before they have 
completed the year of employment in respect of which such annual leave 
has been taken; and 

(ii) the sum paid by the Employer to the Employee as ordinary pay for the 
annual leave so taken exceeds the sum that the Employer is required to 
pay to the Employee under clause 195.4 and clause 195.5; then 

(iii) the Employer shall not be liable to make any payment to the Employee 
under clause 195.4 and clause 195.5 and shall be entitled to deduct the 
amount of such excess from any remuneration payable to the Employee 
upon 1ermination of employment. 

195.7 Cashing Out of Annual Leave 

(a) Where an Employee has accrued annual leave in excess of four (4) weeks, then 
by mutual written agreement the Employer may pay the annual leave (and annual 
leave loading as applicable) in excess of four weeks to the Employee as a one-off 
cash payment. 

{b) Superannuation con1ributions will be paid by the Employer in respect of any period 
of annual leave to be paid out in accordance with clause 195.7(a). 

(c) Payments made in accordance with clause 195.7{a) extinguish an Employee's 
right to access leave or receive further payment for the period of leave paid out. 
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196. Personal Leave 

196.1 The provisions of this clause apply to full time and regular part time Employees. The 
personal leave entitlements of casual Employees are set out in clause 196.1 O below. 

196.2 Amount of paid personal leave 

(a} Paid personal leave will be available to an Employee when they are absent 
because of: 

(i) personal illness or injury; or 

(ii) personal illness or injury of an immediate family or household member 
who requires the Employee's care and support: or 

(iii) an unexpected emergency affecting an Immediate Family or household 
member; or 

(iv) the requirement to provide ongoing care and attention to another person 
who is wholly or substantially dependent on the Employee, provided that 
the care and attention is not wholly or substantially on a commercial 
basis. 

(b) The amount of personal leave to which a full-time Employee is entitled depends on 
the classification of the Employee and how long they have worked for the 
Employer. 

(c) Employees shall accrue personal leave as follows: 

(i) one day will be available for each month of service in the first year of 
service; 

(ii) 14 days will be available per annum in the second, third and fourth year 
of service; and 

(iii) 21 days will be available per annum in each subsequent year of service. 

(d) In addition to clause 196.2(c), where Employees do not utilise the single day 
absences referred to in clause 196.6( a )(i) for a period of five years, an additional 5 
days' personal leave shall be added to the Employee's accrued entitlement. 

196.3 Leave to attend health professional appointments 

Employees who are absent from duty on account of a personal disability and are required to 
attend an appointment with a chiropodist/podiatrist, chiropractor, dentist, optometrist, 
osteopath, physiotherapist or psychologist shall, on production of satisfactory evidence, be 
granted leave out of existing personal leave entitlements. 

196.4 Use of accumulated personal leave 

An Employee is entitled to use accumulated personal leave for the purposes of this clause 
where the current year's personal leave entitlement has been exhausted. 

196.5 Employee must give notice 

(a) Employees must give the Employer notice of the taking of personal leave. 

(b) The notice: 

(i) Must be given to the to the Employer as soon as practicable (which may 
be a time after the leave has started); and 

(ii) Must advise the Employer of the period, or expected period, of the leave. 

(iii) The Employer must provide and inform Employees of a procedure for the 
notification by Employees of their inability to attend work due to illness or 
injury. All such notifications shall be registered, detailing the time and 
name of the Employee. 

196.6 Evidence supporting claim 
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(a) The Employer will require the Employee to provide evidence that would satisfy a 
reasonable person to support the taking of personal leave, provided that: 

(i) An Employee may be absent through personal illness or injury for one 
day without furnishing evidence on not more than three (3) occasions in 
any one year of service. 

(b) When taking leave to care for members of their Immediate Family or household 
who are ill or injured and require care and support, the Employee shall, if required 
by the Employer, establish by production of a medical certificate or statutory 
declaration, the illness or injury of the person who requires care and support. 

(c) When taking leave to care for members of their Immediate Family or household 
who require care due to an unexpected emergency, the Employee must, if required 
by the Employer, establish by production of documentation acceptable to the 
Employer or a statutory declaration, the nature of the emergency and that such 
emergency resulted in the person concerned requiring care by the Employee. 

(d) In normal circumstances, an Employee must not take leave to care for an 
Immediate Family or household member under this clause where another person 
has taken leave to care for the same person. 

196.7 An Employee is not entitled to personal leave under this clause unless they have complied 
with the foregoing notice and evidence requirements. 

196.8 Absence on public holidays 

If the period during which an Employee takes paid personal leave includes a day or part-day 
that is a public holiday in the place where the Employee is based for work purposes, the 
Employee is taken not to be on paid personal leave on that public holiday. 

196.9 Unpaid personal leave 

(a) Where an Employee has exhausted all paid personal leave entitlements, he/she is 
entitled to take unpaid carer's leave to provide care and support in the 
circumstances outlined in sub-clause 196.2(a)(i), (ii), (iii) or (iv). The Employer and 
the Employee will agree on the period. In the absence of agreement the 
Employee is entitled to take up to two (2) days' unpaid carer's leave per occasion. 

(b) No Employer shall term in ate the services of an Employee during the currency of 
any period of personal leave with the object of avoiding their obligations under this 
clause. 

196.10 Casual Employees- Caring responsibilities 

(a) Casual Employees are entitled to be unavailable to attend work orto leave work: 

(i) if they need to care for members of their Immediate Family or household 
who are sick and require care and support, or who require care due to an 
unexpected emergency, or the birth of a child; or 

(ii) upon the death in Australia of an Immediate Family or household 
member. 

(b) The Employer and the Employee will agree on the period for which the Employee 
will be entitled to be unavailable to attend work. In the absence of agreement, the 
Employee is entitled to not be unavailable to attend work for up to two (2) days per 
occasion. The casual Employee is not entitled to any payment for the period of 
non-attenda nee. 

(c) The Employer will require the casual Employee to provide satisfactory evidence to 
support the taking of this leave. 

(d) An Employer must not fail to re-engage a casual Employee because the Employee 
accessed the entitlements provided for in this clause. The rights of the Employer 
to engage or not engage a casual Employee are otherwise not affected. 

196.11 Porta bi I ity of personal leave 
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(a) The following portability arrangements apply to Employees: 

(i) Where an Employee transfers their employment from one Employer to 
another Employer covered by this Agreement, accumulated personal 
leave to his/her credit at the date of such transfer shall be credited to 
him/her in his/her new employment as accumulated personal leave. 

(ii) An Employee shall produce a written statement from his/her previous 
Employer specifying the amount of accumulated personal leave standing 
to his/her credit at the time of leaving that employment. 

(iii) Provided that in respect of any period of absence from employment 
between engagement with one Employer and another or re-engagement 
with the same Employer, continuity of employment shall be deemed to 
be unbroken provided such period of absence does not exceed five 
weeks in addition to the total period of annual leave, long service leave 
and or personal leave which the Employee actually receives on 
termination or for which they are paid in lieu. 

(iv) Provided further that where any Employee for the sole purpose of 
undertaking a course of study related to their employment, is, with the 
written approval of their Employer, absent without pay for up to but not 
exceeding 52 weeks, such absences shall not be deemed to have 
broken continuity of service but shall not be counted in aggregating 
service for the purpose of establishing entitlement to personal leave 
portability. 

197. Public Holidays 

197 .1 Entitlement to be absent on a public holiday 

(a) An Employee is entitled to be absent from their employment on a day or part-day 
that is a public holiday in the place where the Employee is based for work 
purposes. 

(b) However, an Employer may request an Employee to work on a public holiday if the 
request is reasonable. 

(c) If an Employer requests an Employee to work on a public holiday, the Employee 
may refuse the request if: 

(i) the request is not reasonable; or 

(ii) the refusal is reasonable. 

(d) In determining whether a request, or a refusal of a request, to work on a public 
holiday is reasonable, the following must be taken into account: 

(i) the nature of the Employer's workplace or enterprise (including its 
operational requirements), and the nature of the work performed by the 
Employee; 

(ii) the Employee's personal circumstances, including family responsibilities; 

(iii) whether the Employee could reasonably expect that the Employer might 
request work on the public holiday; 

(iv) whether the Employee is entitled to receive overtime payments, penalty 
rates or other compensation for, or a level of remuneration that reflects 
an expectation of, work on the public holiday; 

(v) the type of employment of the Employee (for exam pie, whether fu II-time, 
part-time, casual or shiftwork); 

(vi) the amount of notice in advance of the public holiday given by the 
Employer when making the request; 
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197.2 

197.3 

(vii) in relation to the refusal of a request - the amount of notice in advance of 
the public holiday given by the Employee when refusing the request; and 

(viii) any other relevant matter. 

Meaning of public holiday 

Employees shall be entitled to the following public holidays: 

(a) 1 January (New Year's Day) 

(b) 26 January (Australia Day) 

(c) Labour Day 

(d) Good Friday 

(e) Easter Saturday 

(f) Easter Monday 

(g) 25 April (ANZAC Day) 

(h) Queen's Birthday 

(i) Melbourne Cup Day 

0) 25 December (Christmas Day) 

(k) 26 December (Boxing Day) 

Additional I Substitute Days 

(a} When Christmas Day falls on a Saturday or Sunday, a holiday in lieu thereof shall 
be observed on 27 December. 

(b) When Boxing Day falls on a Saturday or Sunday, a holiday in lieu thereof s hal I be 
observed on 28 December 

(c) When New Year's Day falls on a Saturday or Sunday a holiday in lieu thereof shall 
be observed on the next Monday 

(d) When Australia Day falls on a Saturday or Sunday a holiday in lieu thereof shall be 
observed on the next Monday 

{ e) When ANZAC Day falls on a Sunday, a holiday in I ieu thereof shall be observed 
on the following Monday. 

(f} When ANZAC Day falls on Easter Monday, a holiday in lieu thereof shall be 
observed on the following Tuesday. 

197.4 Where in the State or Locality, public holidays are declared or prescribed on days other than 
those se1 out in clause 197.2 and clause 197.3 above, those days shall constitute additional 
holidays for the purposes of this Part F. 

197.5 Substitute Days 

(a) An Employer and their Employees may agree to substitute another day for any 
prescribed in this clause: For this purpose the consent of the majority of affected 
Employees shall constitute agreement. 

(b) An agreement pursuant to clause 197.5{a) shall be recorded in writing and be 
available to every affected Employee. 

(c) The union shall be informed of an agreement made in accordance with clause 
197.5(a) and shall have seven days in which to refuse to accept it. The union will 
not unreasonably refuse to accept an agreement made under clause 197.5(a). 

(d) If the union refuses 1o accept an agreement made under clause 197.S(a), the 
parties will seek to resolve the matter in accordance with the Dispute Settling 
Procedures. 

197.6 Payment for work on public holiday 
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(a) Employees classified under Schedule 6 of this Agreement shall be paid double 
time and one half for all time worked on a public holiday; or 

(b) If the Employer and Employee so agree, the Employee may receive ordinary pay 
for the time so worked plus either: 

(i) time off equivalent to one and one half times the hours worked - within 
four weeks of the public holiday; or 

(ii) one and one half times the hours worked added to their annual leave. 

(c) Clause 197.6(b) above does not apply to Employees classified under Part 2 of 
Schedule 6 of this Agreement. 

( d) If the pu bi ic holiday falls on the Employee's rostered day off, they shall be entitled 
to one ordinary day's pay or, if the Employer and Employer so agree: 

(i) the Employee may take one day off within four weeks of the public 
holiday: or 

(ii) have one day added to their annual leave. 

(e) Employees classified under Schedule 7 of this Agreement shall be paid double 
time and one half for all time worked on a public holiday; or 

(f) lf the public holidays falls on the Employee's rostered day off, they shall be entitled 
to one and one half times the payment for their ordinary day or, if the Employer 
and Employee so agree: 

(i) the Employee may take one day and one half off in lieu within four weeks 
of the public holiday; or 

(ii) have one and one half days added to their annual leave. 

197.7 Easter Saturday public holiday 

(a) An Employee who ordinarily works Monday to Friday only and who does not work 
on Easter Saturday shall, notwithstanding anything elsewhere in this clause, be 
entitled to: 

(i) one day's pay in respect of Easter Saturday; or 

(ii) where there is mutual consent, within four weeks following the date on 
which such holiday occurred, the Employee may take on day off in lieu; 
or 

(iii) have one day added to their annual leave. 

(b) Clause 197.7(a) above does not apply to Employees who are classified under Part 
2 of Schedule 6 of this Agreement. 

197.8 Payment for absence on public hollday 

If an Employee is absent from their employment on a day or part-day that is a public holiday, 
the Employer must pay the Employee at the Employee's base rate of pay for the Employee's 
ordinary hours of work on the day or part-day. 

197 .9 Public holidays and Accrued Days Off 

Where an Employee's accrued day off falls on a public holiday, another day shall be 
determined by the Employer to be taken in lleu thereof, within the same 4-week cycle 
(where practicable). 

197.10 Public holidays and part-time Employees 

(a) Subject to clause 197.10(b), a regular part-time Employee who is not ordinarily 
required to work on the day on which a public holiday is observed shall not be 
entitled to payment for such public holiday unless they are required to work on that 
day. 

(b) In determining whether a part-time Employee who works a rotating roster is 
entitled to receive the 'rostered off' Agreement benefits for a particular public 
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holiday not worked, the Employer shall review the roster pattern of the individual 
over the preceding six months. If the rosters show that the Employee has worked 
50% or more of the days on which a particular public holiday falls, the Employee 
shall be entitled to receive the 'rostered off benefit for that public holiday. 
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SECTION 4 (HEALTH AND ALLIED SERVICES) I PART G: EDUCATION AND PROFESSIONAL 
DEVELOPMENT 

SECTION 4 J PART G: EDUCATION AND 
PROFESSIONAL DEVELOPMENT 

198. Study Leave 

198.1 Employee will be entitled to four (4) hours paid study leave per week up to a maximum of 26 
weeks per annum, where undertaking study at Australian Qualification Framework Level 3 or 
above with an education institution or approved provider. 

198.2 Paid study leave may be taken as mutually agreed by, for example, 4 hours per week, 8 
hours per fortnight or in blocks of 38 hours. 

198.3 A part-time Employee shall be entitled to paid study leave on a pro-rata basis. 

198.4 An Employee wishing to take study leave must apply in writing to the Employer as early as 
possible prior to the proposed leave date. The Employee's request should include: 

(a) details of the course and institution in which the Employee is enrolled, or proposes 
to enrol; and 

(b) details of the relevance of the course to the Employee's profession. 

198.5 The Employer will notify the Employee of whether or not their request for study leave has 
been approved within 7 days of the application being made. 

198.6 Where the course of study is of relevance to the Employee's employment, the Employer 
shall not withhold consent. 

198.7 Where the number of staff seeking to take study leave at any one time causes operational 
difficulties, the Employer and Employee(s) concerned shall seek to reach agreement at a 
local level about the timeframe in which the leave is taken. 

198.8 In all circumstances, the leave will be made available to the Employee(s) in the year in 
which application is made. 

198.9 Any dispute arising under this clause 198 shall be resolved in accordance with the Dispute 
Settling Procedures. 

198.10 Paid study leave pursuant to this clause does not accumulate from year to year. 

199. Staff Appraisal 

Where a system of staff appraisal does not currently exist at a workplace, the Employer may 
implement a performance appraisal process and the Employees will participate in that 
process, provided that: 

(a) the Employer first consults at the local level with staff and/or their union or other 
representative over a framework for the staff appraisal process it is seeking to 
introduce; 

(b) the staff appraisal process is not used as a disciplinary tool; 

(c) the staff appraisal process is intended to allow genuine feedback by both the 
Employer and Employee; and 

(d) the outcomes of the review are documented and confirmed and a written copy of 
the outcomes in given to the Employee: 

200. Literacy and Numeracy 

The parties agree to establish a process to improve the literacy and numeracy skills of 
Employees so that each person can more fully participate in those areas of the workplace 
that are relevant to the Employee and the health service. 
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SECTION 41 PART A: OTHER RESOURCES 

201. Uniforms and Protective Clothing 

201.1 Where an Employee is required to wear a uniform or any special clothing, the Employer will 
supply such uniform at no cost to the Employee and will replace it where necessary on a fair 
'wear and tear' basis. 

201.2 Employees shall be paid a uniform allowance in accordance with Schedule 2 for purchasing 
uniform and special clothing, where they are not provided by the Employer under clause 
201.1 . The uniform allowance is payable for all absences on paid leave, other than 
absences on long service leave and sick leave beyond 21 days. Where, prior to the taking 
of leave, an Employee was paid a uniform allowance other than at the weekly rate, the rate 
payable is the average of the allowance paid during the four weeks immediately preceding 
the taking of leave. 

201.3 Uniforms and special clothing provided in accordance with clause 201.1 and clause 201·.2 
shall remain the property of the Employer. 

201.4 Where Employees are responsible for laundering uniforms and special clothing, the 
Employer shall pay the laundry allowances set out in the rates table in Schedule 2. The 
Employee will be paid a laundry allowance per day or part thereof on duty, or an allowance 
per week, whichever is the lesser amount. The laundry allowance is not payable for 
absences of any kind. 

201.5 The Employer shall provide such gloves, masks, protective clothing and safety appliances 
as are required for an Employee to properly and safely perform their job function. Where 
the Employee is required to purchase such clothing and equipment, they shall be 
reimbursed in full by the Employer. 

201.6 The rounding provision does not apply to the calculation of this allowance. 

202. Amenities 

202.1 Dressing rooms, rest rooms, bathrooms or shower rooms and lunchrooms shall be provided 
for non-resident Employees. 

202.2 Suitable, healthy accommodation shall be provided for residen1 Employees. 
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SECTION 41 PART I: CLASSIFICATION AND 
STAFFING 

203. Classifications 

203.1 The Employer shall classify all Employees in accordance with the classification structure set 
out in of this Agreement. 

203.2 The Employer shall notify each Employee in writing upon commencement, of their 
classification and terms of employment. 

203.3 The Employer shall notify each Employee of any alteration to their classification in writing 
not later than the operative date of such change. 
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SECTION S(MANAGEMENT AND ADMINISTRATIVE) I PART A: PRELIMINARY 

SECTION 5: MANAGEMENT AND 
ADMINISTRATIVE WORKERS 

SECTION 5 I PRELIMINARY 

204. Definitions Specific to Section 5 of this Agreement 

204.1 Base rate of pay means the rate of pay payable to an Employee in accordance with 
Schedule 2 for their ordinary hours of work, but not including any incentive-based payments 
and bonuses, loadings, allowances, overtime, penalty rates or any other separately 
identifiable amounts. 

204.2 Department Head means a person responsible for a department or section of the hospital or 
health service covered by this Agreement. 

204.3 Divisional Director means a person appointed as such by the Employer. 

204.4 Experience means experience at any such work in any workplace subject to this Agreement 
within the last five (5) years, excluding any unpaid leave. 

205. Best Practice - Royal Children's Hospital 

This clause only applies to Management and Administrative Officers at Royal Children's 
Hospital classified under Part 2 of Schedule 6 of this Agreement. 

205.1 The parties agree that a process, which focuses on sustaining improvemen1s in productivity, 
will enable the health services to compete in the market more effectively. 

205.2 The following principles and processes underlie the "best practice" approach of the health 
services: 

(a) Understanding and commitment to achieving world class performance in all 
aspects of the health services' operations. 

(b) Continuous improvement in 1he quality, efficiency, effectiveness and cost of health 
services is an ongoing process essential to the achievement of best practice. 

205.3 The parties agree that there will be commitment and support given to the ongoing process of 
continuous improvement, including: 

(a) innovation; 

(b) evaluating opportunities; 

(c) productivity; 

(d) cost effectiveness; 

(e) benchmarking; 

(f) expansion opportunities; 

(g) flexibilities, where Employees may be required to work between health services, 
when required; 

{h) workplace agreements to support agreed best practice; 

(i) work on major projects linked to the health services' priorities; and 

U) service/department reviews and the development of agreed performance 
indicators. 

205.4 It is jointly recognised that performance measurement will make i1 easier to set goals for 
strategic planning, and for establishing targets at the departmental level. Across all levels of 
the health services, strategic reviews will generate performance data, which may identify 

SECTION 5 (MANAGEMENT AND ADMINISTRATIVE) I PART A: PRELIMINARY 

L\344187946.1 252 

f_p_n_256_



SECTION 5 (MANAGEMENT AND ADMINISTRATIVE) I PART A: PRELIMINARY 

potential improvement, the manner in which those improvements will be achieved and 
monitored. 

205.5 To ensure competitiveness, the health services must adopt a comprehensive approach to 
the measurement of productivity, whereby a broad range of performance indicators are kept 
for the health services and linked to indicators in each department. 

206. Annual Retention Payment 

206.1 An Annual Retention Payment will be paid to full time Employees under this section as 
follows: 

(a) FFPPOA 1 July 2021 -$1500 

(b) FFPPOA 1 July 2022 - $1800 

(c) FFPPOA 1 July 2023 -$2000 

(d) FFPPOA 1 July 2024 -$2000 

206.2 The payment will be paid to part time Employees on a pro rata basis. 

206.3 The payment is not applicable to casual employees and is not considered ordinary time 
earnings for the purpose of superannuation calculation. 
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SECTION 5 (MANAGEMENT AND ADMINISTRATIVE) I PART B: TYPES OF EMPLOYMENT AND 
TERMINATION OF EMPLOYMENT 

SECTION 5 I TYPES OF EMPLOYMENT AND 
END OF EMPLOYMENT 

207. Notice of Termination - Employer 

207.1 The Employer must not terminate an Employee's employment unless they have given the 
Employee written notice of the day of the termination (which cannot be before the day the 
notice is given). 

207.2 Management and Administrative Officers 

(a) In order to terminate the employment of an Employee classified under Schedule 6 
of this Agreement, the Employer shall give one month's written notice, or pay one 
month's wages in lieu of notice. 

(b) The period of notice in clause 207.2(a) shall be increased by one week ff the 
Employee is over 45 years of age and has completed at least 2 years continuous 
service with the Employer at the end of the day the notice is given: 

(c) An Employee classified as a Chief Executive or Deputy Chief Executive officer 
shall not be dismissed unless the committee of management has first made 
careful enquiry into any matter alleged against such officer and has heard 
whatever statement he/she may wish to make relative to that matter and against 
such dismissal or has given him/her a reasonable opportunity to make such a 
statement before the committee of management. An officer may be assisted in 
making any such statement or submission by a representative of the Union. 
Pending such enquiry an officer may be relieved of duty. 

(d) Clause 207.2(c) above does not apply to positions that fall within the scope of the 
Victorian Public Entity Executive Remuneration Policy (PEER Policy). 

207.3 For the purposes of this clause: 

(a) a period of service by an Employee with an Employer is a period during which the 
Employee is Employed by the Employer, but not including any period of 
unauthorised absence; and 

(b} a period of unauthorised absence does not break an Employee's continuous 
service with an Employer, but is not to be counted towards the length of the 
Employee's continuous service. 

(c) A transferring Employee's period of continuous service includes each period of 
continuous service of the Employee with an old Employer in the business being 
transferred (whether or not the old Employer was previously a new Employer in 
connection with the business). However, the Employee's continuous service with 
an old Employer is disregarded so far as the Employee had previously received 
notice of termination, or payment in lieu of such notice, in respect of that service. 

207.4 The Employer must not terminate the Employee's employment unless: 

(a) the time between giving the notice and the day of the termination is at least the 
period (the minimum period of notice) worked out under clause 207.2, clause 
207.2(d) or clause 207.4, as applicable; or 

(b) the Employer has paid the Employee payment in lieu of notice of at least the 
amount the Employer would have been liable to pay the Employee at the full rate 
of pay for the hours they would have worked had the employment continued until 
the end of the minimum period of notice; 

(c) provided that the employment may be terminated by part of the period of notice 
specified and part payment in lieu thereof. 

207. 5 Notice of termination shall not apply in the case of dismissal for serious and wilful 
misconduct. 
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207.6 Where an Employer has given notice of termination to an Employee, the Employee shall be 
allowed up to one days' time off without loss of pay for the purpose of seeking other 
employment. The time off shall be taken at times that are convenient to the Employee, 
following consultation with the Employer. 

208. Notice of Termination - Employee 

208.1 The notice of termination required by an Employee shall be one ( 1 ) month's notice. 

208.2 If an Employee fails to give the notice specified in clause 208 the Employer has the right to 
withhold monies due to the Employee to a maximum amount equal to ordinary time rate of 
pay for the following periods: 

Employee's period of continuous service Management and Administrative 
Officers - Period in respect of which 
pay may be withheld by the Employer 

Not more than 1 year 1 week 

More than 1 year but not more than 3 years 2 weeks 

More than 3 years but not more than 5 years 3weeks 

More than 5 years 4weeks 
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SECTION 51 WAGES AND RELATED MATTERS 

209. Payment of Wages 

209.1 On or before each pay day, the Employer shall advise each Employee in writing of their 
gross salary entitlement for the pay period, any deductions and allowances authorised by 
law and by the Employee, the Employee name and classification, the period the pay relates 
to and the date of payment, the hourly rate of pay, and the net amount of payment, amounts 
of occupational superannuation contributions and details of funds into which contributions 
are being paid. 

209.2 Where an Employee considers that they have been underpaid as a result of error on the part 
of the Employer, the Employee may request that the Employer rectify the error or validate the 
payment. 

209.3 Where an Employee is underpaid by reason of Employer error and the amount of such 
underpayment is less than 5% of the Employee's fortnightly wage, the underpayment will be 
corrected in the next pay period. 

209.4 Where the underpayment exceeds 5% of the Employee's fortnightly wage, the Employer 
must take steps to correct the underpayment within 24 hours and to provide confirmation to 
the Employee of the correction. 

210. Supported Wage System for Employees with a Disability 

Schedule D of the Health Professionals and Support Services Award 2010 (MA000027) 
defines the conditions which will apply to Employees who because of the effects of a 
disability are eligible for a supported wage under the terms of the award. 

211. Annualised Salaries - Royal Children's Hospital 

This clause only applies to Management and Administrative Officers at Royal Children's Hospital 
classified under Part 2 of Schedule 6 of this Agreement. 

211.1 The annualised salary for Employees classified in Grades 3 to 8 pursuant to Part 2 of 
Schedule 6 of this Agreement shall incorporate all previous award or Agreement payments 
made in respect of all allowances, including but not limited to shift premiums and penalties, 
on-call and recall payments, annual leave loading, public holidays, weekends, meal 
allowances, travelling allowances, higher duties allowances and telephone allowances. The 
annualised salary also incorporates provision for overtime when Employees are required to 
work outside of normal work hours. 

211.2 The accrual of annual leave, personal leave, superannuation and WorkCover entitlements 
are not affected by the Agreement, save where otherwise provided for in this Section 5. 

212. Overpayment of Wages - Royal Children's Hospital 

This clause only applies to Management and Administrative· Officers at Royal Children's Hospital 
classified under Part 2 of Schedule 6 of this Agreement. 

212.1 In the case of an overpayment of wages, the Employer shall notify the Employee in writing 
of detai Is of the error. The Em player will correct the overpayment by fortnightly deduction 
from the Employee's pay, in a minimum instalment of 10% of the Employee's fortnightly 
salary or the total amount, until the full amount of the overpayment has been reimbursed. 

212.2 The above clause 212.1 does not apply in the case of errors of law. 

212.3 Where a single overpayment exceeds the Employee's normal four-week salary, the 
Employer reserves the right to seek to have the overpayment repaid in more than 10% 
instalments. 
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212.4 If the Employee satisfies the Employer that they are unable to meet the repayment 
schedule, the Employee may apply to vary the payment schedule. Agreement to such 
applications shall not be unreasonably withheld. 
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SECTION 5 (MANAGEMENT AND ADMINISTRATIVE)/ PART D: ALLOWANCES AND 
REIMBURSEMENTS 

SECTION 5 I ALLOWANCES AND 
REIMBURSEMENTS 

213. Childcare Reimbursement 

213.1 Where Employees are required by the Employer to work outside their ordinary rostered 
hours of work and where less than 24 hours' notice of the requirement to perform such 
overtime work has been given by the Employer, other than recall when rostered on-call, the 
Employee shall be reimbursed for reasonable eh ildcare expenses incurred. 

213.2 Evidence of expenditure incurred by the Employee must be provided to the Employer as 
soon as practicable after the working of such overtime. 

214. Meal Allowances 

214.1 Where an Employee is required to work overtime Monday to Friday (inclusive) for more than 
one hour after the usual finish time, or in the case of shift workers when the overtime 
exceeds one hour, or on~ Saturday/Sunday for more than 5 hours, the Employer shall 
either supply the Employee with an adequate meal or pay a meal allowance. 

214.2 Where such overtime exceeds 4 hours Monday to Friday (inclusive), or 9 hours on a 
Saturday/Sunday, the Employer shall either supply the Employee with a further adequate 
meal or pay a further meal allowance. 

214.3 The provisions of clause 214.1 and clause 214.2 shall not apply where the Employee could 
reasonably return home for a meal within the period allowed. 

214.4 The meal allowances payable over the life of this Agreement are set out in Schedule 2. 

214.5 Claims for payment of an overtime meal allowance will be processed in the next ordinary 
pay. 

215. Shift Allowances 

215.1 Employees who perform shift work shall be entitled to payment of the shift allowances 
applying to their classification under the following provisions of this clause. 

215.2 The weekly base rate of pay for the calculation of shift allowances for Employees classified 
under Part 1 of Schedule 6 of this Agreement is the Management and Administrative 
Officers "Grade 1", as outlined in Schedule 2. 

215.3 The weekly base rate of pay for the calculation of shift allowances for Employees classified 
under Part 2 of Schedule 6 (Royal Children's Hospital) is the "Grade 1 - Level 1" rate as 
outlined in Schedule 2. 

215.4 Morning and Afternoon Shift Allowances 

(a} An Employee classified under Part 1 of Schedule 6 of this Agreement whose 
rostered hours of duty finish between 6:00pm and 8:00am, or commence between 
6:00pm and 6:30am shall be paid an amount equal to 2.0% of the relevant base 
rate per rostered period of duty. 

(b} An Employee classified under Part 2 of Schedule 6 of this Agreement whose 
rostered hours of duty finish between 8:00pm and 8:00am, or commence between 
6:00pm and 6:30am shall be paid an amount equal to 2.0% of the relevant base 
rate per rostered period of duty. 

215.5 Night Shift Allowance 

Provided that, an Employee working on any rostered hours of ordinary duty finishing on the 
day after commencing duty or commencing after midnight and before 5.00am shall be paid 
for any such periods of duty an amount equal to 4% of the relevant base rate. 
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215.6 Permanent Night Shift Allowance 

Provided further that in the case of an Employee permanently working on any rostered 
hours of ordinary duty finishing on the day after commencing duty or commencing after 
midnight and before 5.00am shall be paid for any such period of duty an amount equal to 
5% of the relevant base rate. Permanently working shall mean working for any period in 
excess of four consecutive weeks. 

215. 7 Change of Shift Allowance 

(a) Provided further that in the case of an Employee who changes from working on 
one shift to working on another shift, the time of commencement of which differs 
by four hours or more than from that of the first, shall be paid a change of shift 
allowance equal to 4% of the relevant base rate on the occasion of each such 
change in addition to any amount payable under the preceding provisions of this 
clause. 

(b) Notwithstanding the provisions of clause 215.7(a) above, the change of shift 
allowance is not payable where the Employer agrees to a request in writing made 
on behalf of one or more Employees for changes in shifts. 

(c) Change of shift allowance is not payable where a single Employee holds two 
contemporaneous different contracted positions with the same Employer and 
moving between those positions results in a change of shift pattern which would 
ordinarily invoke a change of shift allowance payment. 

216. Removal Expenses 

216.1 Where an Employee is required to transfer to an alternate work location that is more than 48 
kilometres from the place where the Employee has been employed for a period of at least 
two years, such Employee shall be reimbursed reasonable removal expenses by the 
Employer to which the Employee transfers 

216.2 Provided that in the case of a transfer where an Employee is required by their new Employer 
to reside at a distance less than 50 kilometres from their former residence the Employee 
shall not be reimbursed reasonable removal expenses. 

217. Travelling Allowances 

217.1 Should an Employee be required to use their own vehicle for transport from home to place 
of work and return outside of normal hours, the Employee is to receive the allowance as set 
out in clause 34. 

217 .2 An Employee who is recalled to the workplace for any purpose shall be either provided with 
appropriate transport for the outward and return journeys with the cost met by their 
Employer or where the Employee uses their own vehicle for transport from home to place of 
work and return the Employee is to receive the allowance as set out in clause 34. 

217.3 Where an Employee is required to travel during ordinary hours for work-purposes, they shall 
be provided either with appropriate transport by their Employer or if the Employee agrees to 
use their own motor vehicle, they shall be paid the vehicle allowances set out in clause 34. 

217.4 An Employee required to travel on business in the performance of their duties shall be 
reimbursed all reasonable travelling expenses necessarily incurred. 
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SECT JON 5 (MANAGEMENT AND ADMINISTRATIVE) I PART E: HOURS OF WORK AND 
RELATED MATTERS 

SECTION 5 I HOURS OF WORK AND RELATED 
MATTERS 

218. Accrued Days Off 

218.1 Where the system of working provides for accrued days off, Employees shall work an 
additional 0.4 hours per day, or 2 hours per week, to facilitate one accrued day off (ADO) 
after every 4 weeks of service. 

218.2 The maximum ADOs shall be 13 in any calendar year, provided that one (1) ADO shall be 
taken in conjunction with a period of annual leave, for which no additional payment is to be 
made. 

219. Higher Duties 

219.1 Employees, who are engaged in duties that carry a higher rate of pay than the Employee's 
ordinary classification, shall be entitled to payment of higher duties in accordance with the 
provisions of this clause. 

219.2 Employees who are required to assume the duties of an Employee on a higher classification 
for a period of five consecutive working days or more shall be paid not less than the 
minimum rate for the classification of the Employee being relieved, for the period of higher 
duties. 

220. Hours of Work 

220.1 The ordinary hours of work for a full-time Employee shall be 38 hours, or an average of 38 
hours, per week. 

220.2 For the purposes of clause 220.1, the ordinary hours an Employee works in a week are 
taken to include any hours of authorised leave, or absence, whether paid or unpaid, that the 
Employee takes in a week. 

220.3 The working week shall commence at midnight on a Sunday. 

220.4 Notwithstanding any authorised meal breaks or rest breaks, the work of each day/shift shall 
be continuous. 

220. 5 Management and Administrative Officers For Employees classified under Schedule 6 of this 
Agreement the ordinary hours of work shall be worked either: 

(a} in 5 days of shifts of not more than 8 hours each; or 

(b) by mutual agreement: 

(i) in weeks of four days in shifts of not more than 10 hours each; or 

(ii) in some other averaging arrangement, provided that the length of any 
ordinary day does not exceed ten hours, and that not more than 50 
ordinary hours is worked in any one week. 

221. Meal Breaks 

221.1 An Employee shall not be required to work more than 5 hours continuously without a meal 
interval of not less than 30 minutes and not more than 60 minutes. 

221.2 Meal breaks shall not be regarded as time worked. 

221.3 Night Duty 

By mutual agreement between the Employer and Employee, Employees who are 
not relieved from night duty (and on-call) during the rostered meal break will be 
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granted a meal break of not less than 20 minutes, to be commenced after 
completing three hours and not more than five hours of duty. Such meal break will 
be counted as time worked. 

222. Minimum Engagement 

222.1 Each Employee shall be paid a minimum of three (3) hours per engagement, with the 
exception of Employees eligible for payment of overtime in accordance with clause 224 
(Overtime) of Section 5. 

222.2 No Employee shall be paid less than the minimum hours of engagement. 

223. On-Call/Recall 

223.1 The Employer shall pay an on call allowance to Employees who are required to be on call. 

223.2 The on call allowances in Schedule 2 (as applicable to management and administrative 
officers) shall be paid to an Employee as follows: 

(i) the On Call Allowance - Monday to Friday shall be paid in respect of any 
24 hour period or part thereof during which an Employee is on call during 
the period commencing from the time of finishing ordinary duty on 
Monday through until the termination of ordinary duty on Friday: and 

(ii) the On Call Allowance - Public Holidays and All other Times shall be 
paid in respect of any other 24 hour period, or part thereof, or any public 
holiday, or part thereof.· 

(iii) Where an Employee is recalled to duty during an off-duty period they 
shall be paid a minimum of three (3) hours at the appropriate rate. 

(iv) When recall work is necessary, it should be so arranged that Employees 
have at least 8 hours off duty between midnight and the commencement 
of the next period of ordinary duty. 

(v) An Employee, other than a casual, who works so much overtime 
between the termination of their previous rostered shift an the 
commencement of their next rostered shift, that they would not have a 8-
hour break shall be released after completion of such recall worked until 
they have had a 8-hour break. The Employee shall not suffer any loss of 
pay for rostered ordinary hours occurring during such absence. 

(vi) If, on the instructions of the Employer, an Employee resumes or 
continues work without having had an 8-hour break in accordance with 
clause 223.2(v}, they shall be paid at the rate of double time until they are 
released from duty for such rest period. The Employee shall then be 
entitled to be absent until they have had an 8-hour break. The Employee 
shall not suffer any loss of pay for rostered ordinary hours occurring 
during such absence. 

223.3 Clause 223.2Errorl Reference source not found. does not apply to Employees who are c 
lassified under Part 2 of Schedule 6 of this Agreement in Grade 3 or above. Such 
Employees shall be paid an annualised salary pursuant to clause 211 

224. Overtime 

224.1 Where an Employee is required to work reasonable additional hours, they shall be entitled to 
payment of overtime in accordance with the provisions of this clause. 

224.2 Part-time Employees classified under Part 2 of Schedule 6 of this Agreement are only 
entitled to payment of overtime where they work in excess of 38 hours in a given week. 

224.3 Only authorised overtime shall be paid for and the following rates of overtime shall apply: 
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{a) Employees shall be paid at the rate of: 

(i) time and one half for the first two hours and double time thereafter for 
hours worked in excess of the ordinary agreed hours on a particular day; 
and 

{ii) double time for all overtime worked outside a spread of twelve hours 
after commencing ordinary duty. 

(b) Clause 224 {Overtime) is to be read in conjunction with this clause as it applies to 
management and administrative Employees at Royal Children's Hospital. 

224.4 Transport following overtime 

(a) Where an Employee finishes a period of overtime at a time when reasonable 
means of transport are not available for the Employee to return to her/his place of 
residence the Employer will provic:le adequate transport free of cost to the 
Employee. 

(b) Where overtime is a result of a double shift, the provisions at subclause 224.5 
below (Additional.Provisions for Double Shifts) also apply. 

224.5 Additional Provisions for Double Shifts 

If an Employee works a double shift (which should only occur in emergency circumstances) 
the following will apply to mitigate the risk of fatigue and clinical error: 

(a} allow breaks of at least 10 minutes' duration in each two hours worked; and 

(b) adequate transport wil I be provided free of cost to the Employee, including the 
return journey where the Employee's vehicle remains at the workplace. 

225. Overtime - Royal Children's Hospital 

This clause only applies to Management and Administrative Officers at Royal Children's Hospital 
classified under Part 2 of Schedule 6 of this Agreement. 

225.1 Employees in receipt of an annualised salary, or classified in Grades 3 to 8 of the 
classification structure in Part 2 of Schedule 6 of this Agreement are not entitled to payment 
of overtime under clause 224 (Overtime), other than for: 

(a) periods of recall to duty; 

(b) periods when the Employee is directed to work overtime on weekends; and/or 

(c) periods when the Employee is directed to work overtime on public holidays. 

225.2 Such Employees will be compensated for reasonable additional hours through flexibility in 
hours worked or time off in lieu of payment for overtime, in accordance with clause 226 
(Overtime in Lieu). 

226. Overtime in Lieu 

226.1 An Employee may elect, with the consent of the Employer, to take time off in lieu of payment 
for overtime at a time or times agreed with the Employer. 

226.2 Overtime taken as time off during ordinary time hours shall be taken at the penalty time rate. 
That is, one and one half hours off or two hours off, as the case may be, for each overtime 
hour worked. 

226.3 An Employer shall provide payment at the appropriate overtime rate where time off in lieu 
has not been taken within four (4) weeks of accrual. 

226.4 For the purposes of this clause, in accruing or calculating payment of overtime, each period 
of overtime shall stand alone. 
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227. Reasonable Additional Hours 

227.1 Subject to clause 227.2, an Employer may require an Employee to work reasonable 
additional hours at the appropriate overtime rate as defined in clause 224 (Overtime) of 
Section 5. 

227.2 An Employee may refuse to work overtime in circumstances where the working of such 
overtime would result in the Employee working hours which are unreasonable having regard 
to: 

(a) any risk to Employee health and safety arising from 1he additional hours; 

(b) the Employee's personal circumstances, including family responsibilities; 

(c) the needs of the workplace or enterprise in which the Employee is employed; 

(d} whether the Employee is entitled to receive overtime payments, penalty rates or 
other compensation for, or a level of remuneration that reflects an expectation of, 
working additional hours 

(e) the no1ice (if any) given by the Employer of the overtime and by the Employee of 
their intention to refuse it; 

(f) the usual patterns of work in the industry, or the part of the industry, in which the 
Employee works; 

{g) the nature of the Employee's role, and the Employee's level ofresponsibility; 

(h) whether the additional hours are in accordance with an averaging arrangement 
agreed to by the Employer and Employee under clause 220 (Hours of Work); and 

(i) any other relevant matter. 

228. Rest Breaks 

228.1 Employees shall be entitled to a 10 minute rest break in each four hours worked, or part 
thereof being greater than one hour. 

228.2 Rest breaks shall be taken at a time suitable to the Employer and shall be counted as time 
worked. 

229. Time and Wages Records - Royal Children's Hospital 

This clause only applies to Management and Administrative Officers at Royal Children's Hospital 
classified under Part 2 of Schedule 6 of this Agreement. 

229.1 All Employees are required to record all time worked on a time-card or other method 
determined by the relevant department. 

230. Saturday and Sunday Work 

230.1 All rostered time of ordinary duty performed between midnight on Friday and Midnight on 
Sunday shall be paid for at the rate of time and one half. 

230.2 Where Employees are required to carry out duties on a Saturday or Sunday in excess of the 
week's work, such duties will be paid for at the rate of double time. 

231. Working from Home - Royal Children's Hospital 

This clause only applies to Management and Administrative Officers at Royal Children's Hospital 
classified under Part 2 of Schedule 6 of this Agreement. 
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231.1 An Employee, subject to operational requirements and with the approval of the relevant 
Department Head, may work from home in circumstances where the work is projec1 based 
and may be performed with a high level of autonomy. 
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SECTION 51 LEAVE AND PUBLIC HOLIDAYS 

232. Annual Leave 

232.1 Basic entitlement 

(a) An Employee (other than a casual Employee) is entitled to four (4) weeks annual 
leave for each year of service with the Employer. 

(b) Part-time Employees shall be entitled to annual leave on a pro rata basis. Where 
the ordinary hours for a part-time Employee have varied during the period of 
accrual, the average ordinary hours shall be used to determine the Employee's 
annual leave entitlement. 

(c) An Employee's annual leave accrues progressively during a year of service 
according to the Employee's ordinary hours of work, and accrues from year to 
year. 

232.2 Additional Week's Annual Leave 

(a) The NES provides that an Employee who is defined as a shiftworker under this 
clause is entitled to an additional week of annual leave on the same terms and 
conditions. 

(b) For the purposes of the NES a shiftworker is an Employee who works for more 
than four ordinary hours on 10 or more weekends during the year in which their 
annual leave accrues. 

(c) An Employee covered by clause 232.2(a), whose employment is terminated at the 
end of a period of employment which is less than one year computed from the date 
of commencement of the employment, or the date upon which the Employee 
last became entitled to annual leave from the Employer, shall be paid in addition to 
any other amounts due to the Employee, an amount equal to 1148th of their 
ordinary pay in respect of that period of employment. 

232.3 Taking of annual leave 

{a) Annual leave shall be taken at a time or times as agreed between the Employer 
and Employee. Where an Employee requests a period of annual leave, 
agreement shall not be unreasonably withheld by the Employer. 

(b) Where a public holiday occurs during a period when an Employee is on annual 
leave, the Employee is taken not to be on annual leave on that public holiday. 

{c) If the period during which an Employee takes paid annual leave includes a period 
of any other leave (other than unpaid parental leave), or a period of absence from 
employment in accordance with Community Service/ Emergency Services Leave, 
the Employee is taken not to be on paid annual leave for the period of that other 
leave or absence. 

(d) No Employee shall be recalled from annual leave, other than by mutual agreement 
between the Employer and Employee. The Employer shall reimburse the 
Employee for any expenses incurred by the Employee as a result of a return to 
duty from a period of annual leave. Unsatisfied leave arising from a recall to duty 
shall be fulfilled as soon as possible thereafter, by agreement between the 
Employer and Employee. 

(e) The amount of annual leave loading or penalties paid to an Employee in 
accordance with clause 232.5 in respect of a period of annual leave that is 
subsequently converted to another type of leave shall be deducted from any future 
entitlement under clause 232.5 or payment upon termination of employment, 
where applicable. 
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(f) To assist Employees in balancing their work and family responsibilities, an 
Employee may elect, with the consent of the Employer to accrue and carry forward 
any amount of annual leave for up to two years from the date of entitlement. 

(g) The Employer and an Employee may agree to defer the payment of annual leave 
loading in respect of single day annual leave absences until at least five annual 
leave days are taken by the Employee. 

232.4 Payment for annual leave 

(a) If an Employee takes a period of paid annual leave, the Employer must pay the 
Employee their ordinary pay for the period of leave so taken. 

(b) Ordinary pay, for the purposes of this clause, shall mean remuneration for the 
Employee's weekly number of hours during the period of leave taken, calculated at 
the ordinary time rate of pay pursuant to Schedule 2. 

(c) An Employee may elect in writing to be paid, before going on annual leave, the 
amount of wages they wou Id have received for ordinary time worked had they not 
been on leave during that period, or to continue with their normal pay cycle. 

(d) If, when the employment of an Employee ends, the Employee has an accrued 
annual leave entitlement, the Employer must pay the Employee the amount that 
would have been payable to the Employee had they taken the period of accrued 
annual leave. 

232.5 Annual Leave Loading 

(a) In addition to the ordinary pay as described in this clause Employees classified 
under Part 1 of Schedule 6 of this Agreement shall receive either: 

(i) Shift work premiums according to the roster or projected roster; 

(ii) Saturday and Sunday premiums according to the roster or projected 
roster; or 

(iii) annual leave loading equal to 17.5% of their wage, for their normal 
weekly hours, calculated at the ordinary time rate of pay, whichever is 
the higher. 

(iv) Provided that the maximum annual leave loading payable under this 
clause shall be no greater than 17 .5% of the weekly rate specified in the 
table below in respect of the four week period, or proportionate amount 
in respect of a lesser period or periods: 

Weekly Rate of Pay Effective Date 

$1,934.60 1 October 2019 

$1,973.30 1 July 2021 

$2,012.80 1 July 2022 

$2,053.00 1 July 2023 

$2,094.10 1 July 2024 

(b) In addition to the ordinary pay as described in clause 232.4(b), Employees 
classified under Part 2 of Schedule 6 of this Agreement shall receive: 

(i) an amount of 17.5% loading on 4 weeks ordinary pay; or 

(ii) in the case of a shift worker, a payment in accordance with the following 
formula: penalties paid during the period of accrual, divided by the hours 
of work during the same period, multiplied by 52. 

(c) The amount in respect of sub-clause 232.4(b) above shall be paid on the 
Employee's anniversary date. 
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232.6 Annual leave In advance 

(a) Annual leave may be taken in advance, by mutual agreement between the 
Employer and Employee. 

(b) Where annual leave is taken in advance, a further period of annual leave shall not 
commence to accrue until after the expiration of the twelve months in which annual 
leave had been taken before it accrued. 

(c) Where annual leave has been taken in advance by an Employee and: 

(i) the employment of the Employee is terminated before they have 
completed the year of employment in respect of which such annual leave 
has been taken; and 

(ii) the sum paid by the Employer to the Employee as ordinary pay for the 
annual leave so taken exceeds the sum that the Employer is required to 
pay to the Employee under clause 232.4 and clause 232.5; then 

(iii) the Employer shall not be liable to make any payment to the Employee 
under clause 232.4 and clause 232.5 and shall be entitled to deduct the 
amount of such excess from any remuneration payable to the Employee 
upon termination of employment. 

232.7 Cashing Out of Annual Leave 

{a) Where an Employee has accrued annual leave in excess of four (4) weeks, then 
by mutual written agreement the Employer may pay the annual leave (and annual 
leave loading as applicable) in excess of four weeks to the Employee as a one-off 
cash payment. 

(b) Superannuation contributions will be paid by the Employer in respect of any period 
of annual leave to be paid out in accordance with clause 232. 7(a). 

(c) Payments made in accordance with clause 232.7(a) extinguish an Employee's 
right to access leave or receive further payment for the period of leave paid out. 

233. Conversion of Unused Sick Leave to Annual Leave .. Royal 
Children's Hospital 

This clause only applies to Management and Administrative Officers at Royal Children's 
Hospital classified under Part 2 of Schedule 6 of this Agreement. 

233.1 If an Employee is not absent as provided for in clause 235.S(a)(i) of this Agreement, they will 
be credited with one {1) day of annual leave for every two (2) days of personal leave not 
taken and the Employee's personal leave balance shall be reduced in a proportion of two to 
one for each additional day of annual leave so credited. 

233.2 If the Employee advises the Employer, in writing, not less than four (4) weeks prior to the 
conclusion of any one year, he/she may elect to retain the unused personal leave credits as 
accrued personal leave. 

233.3 For the purposes of this clause, "dayn means the number of hours in a shift that an 
Employee is ordinarily rostered to work and "days" has a corresponding meaning. 

233.4 For the purposes of this clause, "in any one year'' shall mean the completion of the pay 
period after 14 November 1995. 

233.5 An Employee may only convert personal leave under this clause if, and to the extent that, 
the Employee's accrued personal leave exceeds the minimum personal leave which has 
accrued under, or is recognised under, the National Employment Standards (NES). The 
Employee's remaining accrued entitlements {after conversion) must be at least 15 days. 
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234. Discretionary Leave Without Pay .. Royal Children's Hospital 

234.1 

234.2 

234.3 

234.4 

234.5 

234.6 

235. 

235.1 

235.2 

This clause only appfies to Management and Administrative Officers at Royal Children's 
Hospital classified under Part 2 of Schedule 6 of this Agreement. 

Department Heads may grant discretionary leave without pay (DLWOP) up to a maximum of 
eight (8) weeks. Longer periods of DLWOP up to 52 weeks require the approval of the 
Divisional Director, and in the case of the Corporate Services Director, Executive Director 
Corporate. 

With the exception of the Parental Leave clause DLWOP is granted at the absolute 
discretion of the Employer. 

DLWOP will only be considered after all other paid entitlements have been taken. 

All DLWOP must be applied for and, if appropriate, approved in advance, using the 
Employer's standard leave form. 

Absences on approved leave without pay do not break continuity of service; however such 
absences do not count in the calculation of benefits. 

An Employee will not be paid for any public holidays that may occur whilst on DLWOP. 

Personal Leave 

The provisions of this clause apply to full time and regular part time Employees. The 
personal leave entitlements of casual Employees are set out in clause 235.8 below. 

Amount of paid personal leave 

(a) Paid personal leave will be available to an Employee when they are absent 
because of: 

(i) personal illness or injury; or 

(ii) personal illness or injury of an Immediate Family or household member 
who requires the Employe_e's care and support: or 

(iii) an unexpected emergency affecting an Immediate Family or household 
member: or 

(iv) the requirement to provide ongoing care and attention to another person 
who is wholly or substantially dependent on the Employee, provided that 
the care and attention is not wholly or substantially on a commercial 
basis. 

(b) The amount of personal leave to which a full-time Employee is entitled depends on 
the classification of the Employee and how long they have worked for the 
Employer 

(i) Employees who are classified under Schedule 7 of this Agreement shall 
accrue personal leave as follows: 

(ii) One day will be available for each month of service in the first year of 
service; 

(iii) 14 days will be available per annum in the second, third and fourth year 
of service; and 

(iv) 21 days will be available per annum in each subsequent year of service. 

235.3 Use of accumulated personal leave 

An Employee is entitled to use accumulated personal leave for the purposes of this clause 
where the current year's personal leave entitlement has been exhausted. 

235.4 Employee must give notice 

(a) Employees must give the Employer notice of the taking of personal leave. 
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(b) The notice: 

(i) Must be given to the to the Employer as soon as practicable (which may 
be a time after the leave has started); and 

(ii} Must advise the Employer of the period, or expected period, of the leave. 

(c) The Employer must provide and inform Employees of a procedure for the 
notification by Employees of their inability to attend work due to illness or injury. 
All such notifications shall be registered, detailing the time and name of the 
Employee. 

235.5 Evidence supporting claim 

{a) The Employer will require the Employee to provide evidence that would satisfy a 
reasonable person to support the taking of personal, provided that: 

(i) An Employee classified under Part 2 of Schedule 6 of this Agreement 
may be absent through personal illness or injury on six (6) days in any 
one year of service (as either single days or as two days at a time) 
without having to provide evidence to the Employer. 

(ii) When taking leave to care for members of their Immediate Family or 
household who are ill or injured and require care and support, the 
Employee shall, if required by the Employer, establish by production of a 
medical certificate or statutory declaration, the illness or injury of the 
person who requires care and support. 

(iii) When taking leave to care for members of their Immediate Family or 
household who require care due to an unexpected emergency, the 
Employee must, if required by the Employer, establish by production of 
documentation acceptable to the Employer or a statutory declaration, the 
nature of the emergency and that such emergency resulted in the person 
concerned requiring care by the Employee. 

(iv) In normal circumstances, an Employee must not take leave to care for an 
Immediate Family or household member under this clause where another 
person has taken leave to care for the same person. 

(b) An Employee is not entitled to personal leave under this clause unless they have 
complied with the foregoing notice and evidence requirements. 

235.6 Absence on public holidays 

If the period during which an Employee takes paid personal leave includes a day or part-day 
that is a public holiday in the place where the Employee is based for work purposes, the 
Employee is taken not to be on paid personal leave on that public holiday. 

235.7 Unpaid personal 

(a) Where an Employee has exhausted all paid personal leave entitlements, he/she is 
entitled to take unpaid carer's leave to provide care and support in the 
circumstances outlined in sub-clause 235.2(a)(i), (ii), (iii) or (iv). The Employer and 
the Employee will agree on the period. In the absence of agreement the 
Employee is entitled to take up to two (2) days' unpaid carer's leave per occasion. 

(b} No Employer shall terminate the services of an Employee during the currency of 
any period of personal leave with the object of avoiding their obligations under this 
clause. 

235.8 Casual Employees - Caring responsibilities 

(a) Casual Employees are entitled to be unavailable to attend work or to leave work: 

(i) if they need to care for members of their Immediate Family or household 
who are sick and require care and support, or who require care due to an 
unexpected emergency, or the birth of a child; or 
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(ii) upon the death in Australia of an Immediate Family or household 
member. 

(b) The Employer and the Employee will agree on the period for which the Employee 
will be entitled to be unavailable to attend work. In the absence of agreement, the 
Employee is entitled to not be unavailable to attend work for up to two (2) days per 
occasion. The casual Employee is not entitled to any payment for the period of 
non-attendance. 

{c) The Employer will require the casual Employee to provide satisfactory evidence to 
support the taking of this leave. 

(d) An Employer must not fail to re-engage a casual Employee because the Employee 
accessed the entitlements provided for in this clause. The rights of the Employer 
to engage or not engage a casual Employee are otherwise not affected. 

235.9 Portability of personal leave 

The following portability arrangements apply to Employees: 

(a) Where an Employee transfers their employment from one Employer to another 
Employer covered by this Agreement, accumulated personal leave to his/her credit 
at the date of such transfer shall be credited to him/her in his/her new employment 
as accumulated personal leave. 

(b) An Employee shall produce a written statement from his/her previous Employer 
specifying the amount of accumulated personal leave standing to his/her credit at 
the time of leaving that employment. 

{c) Provided that in respect of any period of absence from employment between 
engagement with one Employer and another or re-engagement with the same 
Employer, continuity of employment shall be deemed to be unbroken provided 
such period of absence does not exceed five weeks in addition to the total period 
of annual leave, long service leave and or personal leave which the Employ~e 
actually receives on termination or for which they are paid in lieu. 

(d) Provided further that where any Employee for the sole purpose of undertaking a 
course of study related to their employment, is, with the written approval of their 
Employer, absent without pay for up to but not exceeding 52 weeks, such 
absences shall not be deemed to have broken continuity of service but shall not be 
counted in aggregating service for the purpose of establishing entitlement to 
personal leave portability. 

236. Public Holidays 

236.1 Entitlement to be absent on a public holiday 

(a) An Employee is entitled to be absent from their employment on a day or part-day 
that is a public holiday in the place where the Employee is based for work 
purposes. 

(b) However, an Employer may request an Employee to work on a public holiday if the 
request is reasonable. 

(c) If an Employer requests an Employee to work on a public holiday, the Employee 
may refuse the request if: 

(i) the request is not reasonable; or 

{ii) the refusal is reasonable. 

{d) In determining whether a request, or a refusal of a request, to work on a public 
holiday is reasonable, the following must be taken into account: 

(i) the nature of the Employer's workplace or enterprise (including its 
operational requirements), and the nature of the work performed by the 
Employee; 
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236.2 

236.3 

(ii) 

(iii) 

(iv) 

(v) 

(vi) 

(vii} 

the Employee's personal circumstances, including family responsibilities; 

whether the Employee could reasonably expect that the Employer might 
request work on the public holiday; 

whether the Employee is entitled to receive overtime payments, penalty 
rates or other compensation for, or a level of remuneration that reflects 
an expectation of, work on the public holiday; 

the type of employment of the Employee (for example, whether full-time, 
part-time, casual or shiftwork); 

the amount of notice in advance of the public holiday given by the 
Employer when making the request: · 

in relation to the refusal of a request - the amount of notice in advance of 
the public holiday given by the Employee when refusing the reql!est; and 

(viii) any other relevant matter. 

(e) Royal Children's Hospital 

{i) This subclause 236.1 (e) only applies to Management and Administrative 
officers at Royal Children's Hospital classified under Part 2 of Schedule 6 
of this Agreement. 

(ii) At the beginning of every calendar year, or at the anniversary date of the 
Agreement, departments/unitslservices that do not require a full 
complement of Employees for public holidays will notify Employees of 
the work arrangements for those public holidays 

(iii) Employees can elect to work up to five (5) public holidays in each year, 
provided that: 

A. the Employer agrees that there is appropriate work to be done, 
either in the Employee's normal place of work or in another 
area of the workplace; and 

B. when the Employee takes a day off in lieu of the public holiday, 
no relief is required to be supplied by the Employer; and 

C. the Employee has the option of adding an extra day to their 
annual leave entitlement or taking a day off in lieu of the public 
holiday at a time convenient to the Employer. 

Meaning of public holiday 

Employees shall be entitled to the following public holidays: 

(a) 1 January (New Year's Day) 

(b) 26 January (Australia Day) 

(c) Labour Day 

(d) Good Friday 

(e) Easter Saturday 

(f) Easter Monday 

(g) 25 April (ANZAC Day) 

(h) Queen's Birthday 

(i) Melbourne Cup Day 

U) 25 December (Christmas Day) 

(k) 26 December (Boxing Day) 

Additional / Substitute Days 
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(a) When Christmas Day falls on a Saturday or Sunday, a holiday in lieu thereof shall 
be observed on 27 December. 

(b) When Boxing Day falls on a Saturday or Sunday, a holiday in lieu thereof shall be 
observed on 28 December 

( c) When New Year's Day falls on a Saturday or Sunday a holiday in I ieu thereof shall 
be observed on the next Monday 

(d) When Australia Day falls on a Saturday or Sunday a holiday in lieu thereof shall be 
observed on the next Monday 

(e) When ANZAC Day falls on a Sunday, a holiday in lieu thereof shall be observed 
on the following Monday. 

(f) When ANZAC Day falls on Easter Monday, a holiday in lieu thereof shall be 
observed on the following Tuesday. 

(g) Where in the State or Locality, public holidays are declared or prescribed on days 
other than those set out in clause 236.2 and clause 236.3 above, those days shall 
constitute additional holidays for the purposes of this Part F. 

236.4 Substitute Days 

(a) An Employer and their Employees may agree to substitute another day for any 
prescribed in this clause. For this purpose the consent of the majority of affected 
Employees shall constitute agreement. 

(b) An agreement pursuant to clause 236.4(a) shall be recorded in writing and be 
available to every affected Employee. 

(c) The union shall be informed of an agreement made in accordance with clause 
236.4(a) and shall have seven days in which to refuse to accept it. The union will 
not unreasonably refuse to accept an agreement made under clause 236.4(a). 

(d) If the union refuses to accept an agreement made under clause 236.4(a), the 
parties will seek to resolve the matter in accordance with the Dispute Settling 
Procedures. 

(e) Royal Children's Hospital 

(i) This sub-clause only applies to Management and Administrative Officers 
at Royal Children's Hospital classified under Part 2 of Schedule 6 of this 
Agreement. 

(ii) An Employee may, with the approval of the relevant Department Head, 
substitute a public holiday with a nominated religious holiday. Such 
approval will be subject to the operational requirements of the Employer. 

(iii) Where a religious holiday is nominated to be a substitute for a public 
holiday, in accordance with clause 236.4(e)(ii) above, the Employee will 
be paid at the ordinary time rate for work performed on the public 
holiday. 

(iv) Applications under clause 236.4(e)(ii) shall be made one month in 
advance of a given public holiday falling due. 

236.5 Payment for work on public holiday 

(a) Employees classified under Schedule 6 of this Agreement shall be paid double 
time and one half for all time worked on a public holiday; or 

(b) If the Employer and Employee so agree, the Employee may receive ordinary pay 
for the time so worked plus either: 

(i) time off equivalent to one and one half times the hours worked - within 
four weeks of the public holiday; or 

(ii) one and one half times the hours worked added to their annual leave. 
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( c) Clause 236.5(b) above does not apply to Employees classified under Part 2 of 
Schedule 6 of this Agreement. 

(d) If the public holiday falls on the Employee's rostered day off, they shall be entitled 
to one ordinary day's pay or, if the Employer and Employer so agree: 

(i) the Employee may take one day off within four weeks of the public 
holiday; or 

(ii) have one day added to thelr annual leave. 

(e) Employees classified under Schedule 7 of this Agreement shall be paid double 
time and one half for all time worked on a public holiday; or 

(f) If the public holidays falls on the Employee's rostered day off, they shall be entitled 
to one and one half times the payment for their ordinary day or, if the Employer and 
Employee so agree: 

(i) the Employee may take one day and one half off in lieu within four weeks 
of the public holiday: or 

(ii) have one and one half days added to their annual leave. 

236.6 Easter Saturday public holiday 

(a) An Employee who ordinarily works Monday to Friday only and who does not work 
on Easter Saturday shall, notwithstanding anything elsewhere in this clause, be 
entitled to: 

(i) one day's pay in respect of Easter Saturday; or 

(ii) where there is mutual consent, within four weeks following the date on 
which such holiday occurred, the Employee may take on day off in lieu; 
or 

(iii) have one day added to their annual leave. 

(b) Clause 236.6(a) above does not apply to Employees who are classified under Part 
2 of Schedule 6 of this Agreement. 

236.7 Payment for absence on public holiday 

If an Employee is absent from their employment on a day or part-day that is a public holiday, 
the Employer must pay the Employee at the Employee's base rate of pay for the Employee's 
ordinary hours of work on the day or part-day. 

236.8 Public holidays and Accrued Days Off 

Where an Employee's accrued day off falls on a public holiday, another day shall be 
determined by the Employer to be taken in lieu thereof, within the same 4-week cycle 
(where practicable). 

236.9 Public holidays and part-time Employees 

(a) Subject to clause 236.9(b), a regular part-time Employee who is not ordinarily 
required to work on the day on which a public holiday is observed shall not be 
entitled to payment for such public holiday unless they are required to work on that 
day. 

(b) In determining whether a part-time Employee who works a rotating roster is 
entitled to receive the 'rostered off Agreement benefits for a particular public 
holiday not worked, the Employer shall review the roster pattern of the individual 
over the preceding six months. If the rosters show that the Employee has worked 
50% or more of the days on which a particular public holiday falls, the Employee 
shall be entitled to receive the 'rostered off benefit for that public holiday. 
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237. Public Holidays - Royal Children's Hospital 

This clause only applies to Management and Administrative Officers at Royal Children's Hospital 
classified under Part 2 of Schedule 6 of this Agreement. 

237.1 An Employee may, with the approval of the relevant Department Head, substitute a public 
holiday with a nominated religious holiday. Such approval will be subject to the operational 
requirements of the Employer. 

237.2 Where a religious holiday is nominated to be a substitute for a public holiday, in accordance 
with clause 237 .1 above, the Employee will be paid at the ordinary time rate for work . 
performed on the public holiday. 

237.3 Applications under clause 237.1 shall be made one month in advance of a given public 
holiday falling due. 
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SECTION 51 EDUCATION AND 
PROFESSIONAL DEVELOPMENT 

238. Study Leave 

238.1 Paid study leave will be available to full-time and part-time Employees of up to 4 hours per 
week for 26 weeks per annum, at the Employer's discretion. 

238.2 Paid study leave may be taken as mutually agreed by, for example, 4 hours per week, 9 
hours per fortnight or blocks of 38 hours at a residential school. 

238.3 A part-time Employee will be entitled to paid study leave on a pro-rata basis. 

238.4 An Employee wishing to take study leave in accordance with this clause must apply in 
writing to the Employer as early as possible prior to the proposed leave date. The 
Employee's request should include details of: 

(a) the proposed course and institution in which the Employee is enrolled or proposes 
to enrol; and 

(b) the relevance ofthe course to the Employee's profession. 

238.5 The Employer will notify the Employee of whether their request for study leave has been 
approved within 7 days of the application being made. 

238.6 Leave pursuant to this clause does not accumulate from year to year. 

239. Examination Leave 

239.1 An Employee shall be granted leave on full pay in order to attend examinations necessary to 
obtain higher qualifications in such courses as are undertaken with the knowledge and 
approval of the Employer. 

239.2 The amount of leave shall be such as to allow the Employee to proceed to and from the 
place of examinations and in addition allow three clear working days other than a Saturday 
or a Sunday for pre-examination study if this is so desired. 

239.3 Any leave granted under the provisions of this clause shall be in addition to annual leave 
granted pursuant to clause 232 (Annual Leave). 

239.4 Leave with pay granted under the provisions of this clause shall not exceed six (6) clear 
working days per year. Chief Executive Officers and Deputy CEOs, other than those 
covered by the Victorian Public Entity Executive Remuneration Policy (PEER Policy), shall 
not be subject to this examination leave maxima. 

240. Staff Appraisal 

240.1 Where a system of staff appraisal does not currently exist at a workplace, the Employer may 
implement a performance appraisal process and the Employees will participate in that 
process, provided that: 

(a) the Employer first consults at the local level with staff and/or their union or other 
representative over a framework for the staff appraisal process it is seeking to 
introduce; 

(b) the staff appraisal process is not used as a disciplinary tool; 

(c) the staff appraisal process is intended to allow genuine feedback by both the 
Employer and Employee; and 

(d) the outcomes of the review are documented and confirmed and a written copy of 
the outcomes in given to the Employee; 
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240.2 The performance appraisal and staff development scheme for Employees classified under 
Part 2 of Schedule 6 of this Agreement is set out in clause 241 (Individual Performance 
Measures). 

241. Individual Performance Measures - Royal Children's Hospital 

This clause only applies to Management and Administrative Officers at Royal Children's 
Hospital classified under Part 2 of Schedule 6 of this Agreement. 

241.1 In the four (4) weeks prior to the commencement of a given financial year (Department 
Heads), and within 12 weeks of employment and on the anniversary of the appointment 
thereafter (all other Employees), the Employee and the Divisional Director/Department Head 
are to negotiate agreed performance measures for the succeeding 18 month period. 

241.2 For the purposes of clause 241.1 above, the Employer's "Performance Development and 
Staff Appraisal Scheme" shall be applied, save where there is mutual agreement to use an 
alternative format. ' 

241.3 Individual performance measures may include: 

(a) balancing budgets; 

(b) achieving given targets; 

(c) levels of absenteeism; 

(d) occupational health and safety; 

(e) data entry requirements; 

(f) documentation requirements; 

(g) punctuality; 

{h) percentage of patient-related work; 

(i) categories of work, levels of classification: 

U) research; and 

(k) conferences. 

241.4 These measures will be subject to periodic review by the parties. Any dispute in this regard 
will be settled in accordance with the Dispute Settling Procedures. 

242. Professional Development Leave - Royal Children's Hospital 

This clause only applies to Management and Administrative Officers at Royal Children's 
Hospital classified under Part 2 of Schedule 6 of this Agreement. 

242.1 In recognition of the importance of ongoing professional development, an Employee may 
seek approval for 5 days paid professional leave, to attend a conference, seminar, workshop 
etc approved by the Employer. 

242.2 Professional development leave is non cumulative. 

242.3 The Employer shall not unreasonably withhold authorisation for Professional Development 
leave. 

242.4 Professional development leave must be clearly linked to the Employee's profession and 
may include a requirement to report back to other staff. 

243. Education and Training - Royal Children's Hospital 

This clause only applies to Management and Administrative Officers at Royal Children's 
Hospital classified under Part 2 of Schedule 6 of this Agreement. 
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243.1 The parties recognise that the health services are regarded as state, national and 
international centres of excellence. As a consequence, the health services assume a vital 
role in education at a professional and community level. 

243.2 The parties agree that Employees' education will be supported on a formal and informal 
basis and that, wherever possible, resources will continue to be provided to support these 
programs. 

243.3 Relevant and specific in•service education and training will be offered to all Employees on a 
regular basis comprising a minimum of four (4) hours per month. 
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SECTION 5 I OTHER RESOURCES 

244. Uniforms and Protective Clothing 

244.1 Where an Employee is required to wear a uniform or any special clothing, the Employer will 
supply such uniform at no cost to the Employee and will replace it where necessary on a fair 
'wear and tear' basis. 

244.2 Uniforms and special clothing provided in accordance with clause 244.1 and clause 244.3 
shall remain the property of the Employer. 

244.3 The Employer shall provide such gloves, masks, protective clothing and safety appliances 
as are required for an Employee to properly and safely perform their job function. Where 
the Employee is required to purchase such clothing and equipment, they shall be 
reimbursed in full by the Employer. 

244.4 The rounding provision does not apply to the calculation of this allowance. 
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SECTION 51 CLASSIFICATION AND STAFFING 

245. Classifications 

245.1 The Employer shall classify all Employees in accordance with the classification structure set 
out in of this Agreement. 

245.2 The Employer shall notify each Employee in writing upon commencement, of their 
classification and terms of employment. 

245.3 The Employer shall notify each Employee of any alteration to their classification in writing 
not later than the operative date of such change. 

246. Chief Executive Officers 

246.1 The terms and conditions of employment for Chief Executive Officers ("CEO") will, in respect 
of remuneration and related conditions, be those provided for under the Victorian Public 
Entity Executive Remuneration Policy (PEER Policy).). 

246.2 Clause 246.1 excludes CEOs whose terms and conditions are not covered by a PEER 
Policy contract. 

246.3 Despite clause 246.1, any further PEER Policy contract offered by an Employer to an 
existing Employee whose employment is governed by a PEER Policy contract in existence 
at the date of certification of this Agreement will not reduce the total remuneration package 
applicable to that Employee. 
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SCHEDULE 1 : LIST OF EMPLOYERS 

1 Albury Wodonga Health 

2 Alfred Health 

3 Austin Health 

4 Ballarat Health Services 

5 Barwon Health 

6 Bendlgo Health 

7 Eastern Health 

8 Goulburn Valley Health 

9 Latrobe Regional Health 

10 Melbourne Health 

11 Mercy Hospitals Victoria Ltd 

12 Mildura Base Hospital 

13 Monash Health 

14 Peninsula Health 

15 Royal Children's Hospital (The) 

16 St Vincent's Hospital (Melbourne) Limited 

17 South West Healthcare 
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SCHEDULE 2 : SALARIES AND ALLOWANCES 

1. Salaries for RPN's and PEN's 
1.1 The rates of pay of Employees within the below classifications will increase over the life of the Agreement as follows: 

(a) From the FFPPOA 1 July 2021 - 3% 

(b) From the FFPPOA 1 July 2022 - 3% 

(c) From the FFPPOA 1 July 2023 - 3% 

(d) From the FFPPOA 1 July 2024 - 1.5% 

1.2 The calculation of the above percentages shall be made to the nearest 10 cents with any amount in the result below 5 cents to be disregarded. 

1.3 Registered Psychiatric Nurses Salaries 

Current Classification 

Increase 

RUSONYEAR 1 

RUSONYEAR2 

RUSON YEAR3 

NURSING INDIGENOUS HEAL TH CADET 
YEAR1 

NURSING INDIGENOUS HEALTH CADET 
YEAR2 

NURSING INDIGENOUS HEALTH CADET 
YEAR3 
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Previous 
Rate 

NIA 

N/A 

NIA 

NIA 

N/A 

N/A 

FPPOA 1 July 2021 

3% 

$918.10 

$979.30 

$1,040.50 

$918.10 

$979.30 

$1,040.50 

FFPPOA 1 July FFPPOA 1 July FFPPOA 1 July 
2022 2023 2024 

3% 3% 1.5% 

$945.60 $974.00 $988.60 

$1,008.60 $1,038.90 $1,055.50 

$1,071.70 $1,103.80 $1,120.40 

$945.60 $974.00 $988.60 

$1,008.60 $1,038.90 $1,055.50 

$1,071.70 $1,103.80 $1,120.40 
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Current Classification 

Increase 

RPN GRADE 2 YEAR 1 

RPN GRADE 2 YEAR 2 

RPN GRADE 2 YEAR 3 

RPN GRADE 2 YEAR 4 

RPN GRADE 2 YEAR 5 

RPN GRADE 2 YEAR 6 

RPN GRADE 2 YEAR 7 

RPN GRADE 2 YEAR 8 

RPN GRADE 2 ADVANCED 

PSYCH CUN NURSE SPEC 

RPN GRADE 3 YEAR 1 

RPN GRADE 3 YEAR 2 

RPN GRADE 3 YEAR 3/ ANUM Year 1 

RPN GRADE 3 YEAR 4 / ANUM Year 2 
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Previous 
FPPOA 1 July 2021 Rate 

3% 

$1,188.40 $1,224.10 

$1,255.30 $1,293.00 

$1,322.20 $1,361.90 

$1,394.00 $1,435.80 

$1,465.30 $1,509.30 

$1,534.80 $1,580.80 

$1,613.20 $1,661.60 

$1,678.50 $1,728.90 

$1,746.70 $1,799.10 

$1,746.70 $1,799.10 

$1,750.00 $1,802.50 

$1,800.00 $1,854.00 

$1,880.20 $1,936.60 

$1,943.40 $2,001.70 

FFPPOA 1 July FFPPOA 1 July FFPPOA 1 July 
2022 2023 2024 

3% 3% 1.5% 

$1,260.80 $1,298.60 $1,318.10 

$1,331.80 $1,371.80 $1,392.40 

$1,402.80 $1,444.90 $1,466.60 

$1,478.90 $1,523.30 $1,546.20 

$1,554.60 $1,601.20 $1,625.20 

$1,628.20 $1,677.00 $1,702.20 

$1,711.40 $1,762.70 $1,789.10 

$1,780.80 $1,834.20 $1,861.70 

$1,853.10 $1,908.70 $1,937.30 

$1,853.10 $1,908.70 $1,937.30 

$1,856.60 $1,912.30 $1,941.00 

$1,909.60 $1,966.90 $1,996.40 

$1,994.70 $2,054.50 $2,085.30 

$2,061.80 $2,123.70 $2,155.60 
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Current Classification 

Increase 

RPN GRADE 4 YEAR 1 

RPN GRADE 4 YEAR 2 

RPN GRADE 4 YEAR 3 

RPN G4 UNIT MGR 

RPNGRADES 

RPNGRADE6 

RPNGRADE7 
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Previous 
FPPOA 1 July 2021 Rate 

3% 

$1,950.00 $2,008.50 

$2,000.00 $2,060.00 

$2,100.00 $2,163.00 

$2,218.70 $2,285.30 

$2,200.00 $2,266 

$2,500.00 $2,575 

NIA $3,236.05 

FFPPOA 1 July FFPPOA 1 July FFPPOA 1 July 
2022 2023 2024 

3% 3% 1.5% 

$2,068.80 $2,130.80 $2,162.80 

$2,121.80 $2,185.50 $2,218.30 

$2,227.90 $2,294.70 $2,329.10 

$2,353.90 $2,424.50 $2,460.90 

$2,334.00 $2,404.00 $2,440.10 

$2,652.30 $2,731.90 $2,772.90 

$3,333.10 $3,433.10 $3,484.60 
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1.4 

1.5 

Salaries (Qr Psychjatrjc Enrolled Nurses 
The rates of pay of Employees within the below classifications will increase over the life of the Agreement as follows: 

(a) From the FFPPOA 1 July 2021 - 3% 

(b) From the FFPPOA 1 July 2022 - 3% 

(c) From the FFPPOA 1 July 2023 - 3% 

(d) From the FFPPOA 1 July 2024 - 1.5% 

1.6 

1.7 

The calculation of the above percentages shall be made to the nearest 10 cents with any amount in the result below 5 cents to be disregarded. 

Psychiatric Enrolled Nurses Salaries 

Current Classification Previous Weekly 
Rate 

Increase 

Pre-Qualification PEN 

PEN LEVEL 1 YEAR 1 $1,048.60 

PEN LEVEL 1 YEAR 2 $1,070.10 

PEN LEVEL 1 YEAR 3 $1,091.40 

PEN LEVEL 1 YEAR 4 $1,113.10 

PEN LEVEL 1 YEAR 5 $1,126.20 

PEN LEVEL 1 YEAR 6 $1,155.60 

PEN LEVEL 1 YEAR 7 $1,176.60 

PEN LEVEL 1 YEAR 8 $1,201.70 
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FPPOA 1 July 2021 

3% 

$921.70 

$1,080.10 

$1,102.20 

$1,124.10 

$1,146.40 

$1,160.00 

$1,190.30 

$1,211.90 

$1,237.80 

FFPPOA 1 July 2022 FFPPOA 1 July 
FFPPOA 1 July 2024 2023 

3% 3% 1.5% 

$949.40 $977.80 $992.50 

$1,112.50 $1,145.90 $1,163.10 

$1,135.30 $1,169.40 $1,186.90 

$1,157.80 $1,192.50 $1,210.40 

$1,180.80 $1,216.20 $1,234.40 

$1,194.80 $1,230.60 $1,249.10 

$1,226.00 $1,262.80 $1,281.70 

$1,248.30 $1,285.70 $1,305.00 

$1,274.90 $1,313.10 $1,332.80 
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Current Classification Previous Weekly 
FPPOA 1 July 2021 FFPPOA 1 July 2022 FFPPOA 1 July 

FFPPOA 1 July 2024 Rate 2023 

Increase 3% 3% 3% 1.5% 

PEN LEVEL 2 YEAR 1 $1,226.90 $1,263.60 $1,301.50 $1,340.50 $1,360.60 

PEN LEVEL 2 YEAR 2 $1,239.50 $1,276.70 $1,315.00 $1,354.50 $1,374.80 

PEN LEVEL 2 YEAR 3 $1,252.00 $1,289.60 $1,328.30 $1,368.10 $1,388.60 

PEN LEVEL 2 YEAR 4 $1,281.30 $1,319.70 $1,359.30 $1,400.10 $1,421.10 

PEN LEVEL 3 YEAR 1 $1,314.80 $1,354.20 $1,394.80 $1,436.60 $1,458.20 

PEN LEVEL 3 YEAR 2 $1,361.80 $1,402.70 $1,444.80 $1,488.10 $1,510.40 

PEN LEVEL 3 YEAR 3 $1,383.90 $1,425.40 $1,468.20 $1,512.20 $1,534.90 

PEN LEVEL 3 YEAR 4 $1,402.40 $1,444.50 $1,487.80 $1,532.40 $1,555.40 

PEN LEVEL 4 (Educator) $1,746.70 $1,799.10 $1,853.10 $1,908.70 $1,937.30 

sa1arjes for Regjstered Psychjatrjc Nurses with Commuted AHowances 1.8 

1.9 

1.10 

1.11 

The rates of pay of Employees within the below classifications will increase over the life of the Agreement in accordance with 1.11 : 

The calculation of the above percentages shail be made to the nearest 10 cents with any amount in the result below 5 cents to be disregarded. 

Registered Psychiatric Nurses with Commuted Allowance Salaries 
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Current Current 
Classification Weekly Rate Comm. 

Increase 

RPNGRADE2 
YEAR 1 $1,174.10 $221.30 

RPN_GRADE2 
$1,261.20 $227.00 YEAR2 

RPNGRADE2 
$1,322.00 $238.00 YEAR3 

RPNGRADE2 
$1,386.50 $250.00 YEAR4 

RPNGRADE2 
$1,447.40 $260.60 YEAR5 

RPNGRADE2 
$1,505.30 $270.90 YEAR6 

RPNGRADE2 
$1,572.60 $283.10 YEAR? 

RPNGRADE2 
$1,639.40 $295.10 YEARS 

RPN GRADE 
$1,746.50 $314.40 2ADVANCED 
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FFPPOA 1 
July 2021 

3% 

$1,209.30 

$1,299.00 

$1,361.70 

$1,428.10 

$1,490.80 

$1,550.50 

$1,619.80 

$1,688.60 

$1,798.90 

Comm 

$227.90 

$233.80 

$245.10 

$257.50 

$268.40 

$279.00 

$291.60 

$303.90 

$323.80 

FFPPOA 1 FFPPOA 1 FFPPOA 

July 2022 Comm. 
July2023 Comm 1 July Comm 

2024 

3% 3% 1.5% 

$1,245.60 $234.80 $1,283.00 $241.80 
$1,302.20 $245.40 

$1,338.00 $240.80 $1,378.20 $248.00 $1,398.80 $251.80 

$1,402.50 $252.50 $1,444.60 $260.10 $1,466.30 $264.00 

$1,471.00 $265.20 $1,515.10 $273.20 $1,537.80 $277.30 

$1,535.60 $276.50 $1,581.60 $284.80 $1,605.30 $289.00 

$1,597.00 $287.40 $1,644.90 $296.00 $1,669.60 $300.50 

$1,668.40 $300.30 $1,718.40 $309.40 $1,744.20 $314.00 

$1,739.20 $313.10 $1,791.40 $322.50 $1,818.30 $327.30 

$1,852.90 $333.50 $1,908.50 $343.60 $1,937.10 $348.70 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Current Current 
Classification Weekly Rate Comm. 

Increase 

PSYCHCLIN 
$1,746.50 $314.40 NURSESPEC 

RPNGRADE3 
$1,674.10 $301.30 YEAR 1 

RPN GRADE 3 
$1,721.20 $309.80 YEAR2 

RPNGRADE 3 
YEAR 3/ $1,796.50 $323.40 
ANUM Year 1 

RPNGRADE 3 
YEAR4ANUM $1,858.90 $334.60 
Year 2 

RPNGRADE4 
$1,838.80 $331.00 YEAR1 

RPNGRADE4 
$1,926.90 $346.90 YEAR2 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946.1 

FFPPOA 1 
July2021 

3% 

$1,798.90 

$1,724.30 

$1,772.80 

$1,850.40 

$1,914.70 

$1,894.00 

$1 ,984.70 

Comm 

$323.80 

$310.30 

$319.10 

$333.10 

$344.60 

$340.90 

$357.30 

FFPPOA 1 FFPPOA 1 FFPPOA 

July2022 Comm. 
July2023 Comm 1 July Comm 

2024 

3% 3% 1.5% 

$1,852.90 $333.50 $1,908.50 $343.50 $1,937.10 $348.70 

$1,776.10 $319.60 $1,829.30 $329.20 $1,856.80 $334.20 

$1,826.00 $328.70 $1,880.80 $338.50 $1,909.00 $343.60 

$1,905.90 $343.10 $1,963.10 $353.40 $1,992.50 $358.70 

$1,972.10 $355.00 $2,031.30 $365.60 $2,061.70 $371.10 

$1,950.80 $351.20 $2,009.30 $361.70 $2,039.50 $367.10 

$2,044.30 $368.00 $2,105.60 $379.10 $2,137.20 $384.80 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Current Current 
Classification Weekly Rate Comm. 

Increase 

RPNGRADE4 
$2,078.40 $374.10 YEAR3 

RPNG4 UNIT 
$2,140.60 $385.30 MGR 

RPNGRADE5 $2,142.80 $385.70 

RPNGRADE 6 $2,417.30 $435.10 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L \344187946.1 

FFPPOA 1 
July 2021 

3% 

$2,140.80 

$2,204.80 

$2,207.10 

$2,489.80 

Comm 

$385.30 

$396.90 

$397.30 

$448.10 

FFPPOA 1 FFPPOA 1 FFPPOA 

July 2022 Comm. 
July2023 Comm 1 July Comm 

2024 

3% 3% 1.5% 

$2,205.00 $396.90 $2,271.10 $408.80 $2,305.20 $414.90 

$2,271.00 $408.80 $2,339.10 $421.00 $2,374.20 $427.30 

$2,273.30 $409.20 $2,341.50 $421.50 $2,376.60 $427.80 

$2,564.50 $461.60 $2,641.50 $475.40 $2,681.10 $482.60 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Salarjes (or Psychjatrjc Enrolled Nyrses wjth commuted AUowances 
The rates of pay of Employees within the below classifications will increase over the life of the Agreement in accordance with 1.15. 

1.12 

1.13 

1.14 

1.15 

The calculation of the above percentages shall be made to the nearest 10 cents with any amount in the result below 5 cents to be disregarded. 

Psychiatric Enrolled Nurses with Commuted Allowance Salaries 

Current Current 
Comm Classification Weekly Rate 

Increase 

PSENLEVEL 
$1,016.39 $182.98 1 YEAR 1 

PSENLEVEL 
$1,043.22 $187.80 1 YEAR 2 

PSEN LEVEL 
$1,069.95 $192.64 1 YEAR3 

PSEN LEVEL 
1 YEAR4 $1,094.29 $196.93 

PSENLEVEL 
$1,126.32 $202.74 1 YEAR5 

PSEN LEVEL 
$1,155.65 $208.00 1 YEAR 6 

PSEN LEVEL 
$1,177.38 $211.97 1 YEAR 7 

PSEN LEVEL 
1 YEAR 8 $1,201.72 $216.27 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946.1 

FFPPOA 1 
Comm July 2021 

3% 

$1,046.90 $188.50 

$1,074.50 $193.40 

$1,102.10 $198.40 

$1,127.10 $202.80 

$1,160.10 $208.80 

$1,190.30 $214.20 

$1,212.70 $218.30 

$1,237.80 $222.80 

FFPPOA 1 
Comm FFPPOA1 

Comm FFPPOA 1 
Comm July2022 July2023 July 2024 

3% 3% 1.5% 

$1,078.30 $194.10 $1,110.60 $199.90 $1,127.30 $202.90 

$1,106.80 $199.20 $1,140.00 $205.20 $1,157.10 $208.30 

$1,135.10 $204.40 $1,169.20 $210.50 $1,186.70 $213.70 

$1,160.90 $208.90 $1,195.80 $215.20 $1,213.70 $218.40 

$1,194.90 $215.10 $1,230.80 $221.50 $1,249.20 $224.90 

$1,226.00 $220.70 $1,262.80 $227.30 $1,281.80 $230.70 

$1,249.10 $224.90 $1,286.60 $231.60 $1 ,305.90 $235.10 

$1,274.90 $229.40 $1,313.20 $236.30 $1,332.90 $239.90 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Current Current 
Comm Classification Weekly Rate 

Increase 

PSENLEVEL 
$1,226.89 $220.89 2 YEAR 1 

PSEN LEVEL 
$1,239.47 $223.13 2YEAR2 

PSEN LEVEL 
$1,247.79 $224.64 2YEAR3 

PSENLEVEL 
2YEAR4 $1,281.18 $230.65 

PEN LEVEL 3 
$1,314.56 $236.66 YEAR 1 

PEN LEVEL3 
$1,361.88 $245.15 YEAR2 

PEN LEVEL3 
$1,383.93 $249.12 YEAR3 

PEN LEVEL 3 
YEAR4 $1,402.54 $252.45 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L \3441 87946.1 

FFPPOA 1 
July2021 

3% 

$1,263.70 

$1,276.70 

$1,285.20 

$1,319.60 

$1,354.00 

$1,402.70 

$1,425.50 

$1,444.60 

Comm 
FFPPOA1 

Comm FFPPOA 1 
Comm FFPPOA 1 

Comm July2022 July 2023 July 2024 

3% 3% 1.5% 

$227.50 $1,301.60 $234.30 $1,340.70 $241.40 $1,360.80 $245.00 

$229.80 $1,315.00 $236.70 $1,354.40 $243.80 $1,374.70 $247.50 

$231.40 $1,323.80 $238.30 $1,363.50 $245.50 $1,383.90 $249.10 

$237.60 $1,359.20 $244.70 $1,400.00 $252.00 $1,421.00 $255.80 

$243.80 $1,394.60 $251.10 $1,436.50 $258.60 $1,458.00 $262.50 

$252.50 $1,444.80 $260.10 $1,488.20 $267.90 $1,510.50 $271.90 

$256.60 $1,468.20 $264.30 $1,512.30 $272.20 $1,534.90 $276.30 

$260.00 $1,488.00 $267.80 $1,532.60 $275.80 $1,555.60 $280.00 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

2. Salaries for MHO's 
2.1 The rates of pay of Employees within the below classifications will increase over the life of the Agreement as follows: 

(a) From the FFPPOA 1 July 2021 - 2% 

{b) From the FFPPOA 1 July 2022- 2% 

(c) From the FFPPOA 1 July 2023- 2% 

(d) From the FFPPOA 1 July 2024- 2% 

2.2 The calculation of the above percentages shall be made to the nearest 10 cents with any amount in the result below 5 cents to be disregarded. 

Current Classification Previous Weekly Rate 

Increase 

MHO LEVEL 1 YEAR 1 $947.90 

MHO LEVEL 1 YEAR 2 $973.50 

MHO LEVEL 1 YEAR 3 $1,010.20 

MHO LEVEL 1 YEAR 4 $1,035.60 

MHO LEVEL 1 YEAR 5 $1,061.50 

MHO LEVEL 1 YEAR 6 $1,087.30 

MHO LEVEL 1 YEAR 7 $1,108.40 

MHO LEVEL 1 YEAR 8 $1,129.60 

MHO LEVEL 2 YEAR 1 $1,134.20 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946.1 

FPPOA 1 July 2021* 

2% 

$966.90 

$993.00 

$1,030.40 

$1,056.30 

$1,082.70 

$1,109.10 

$1,130.60 

$1,152.20 

$1,156.90 

FFPPOA 1 July 2022* FFPPOA 1 July 2023* FFPPOA 1 July 2024* 

2% 2% 2% 

$986.20 $1,005.90 $1,026.00 

$1,012.80 $1,033.10 $1,053.80 

$1,051.00 $1,072.00 $1,093.50 

$1,077.40 $1,099.00 $1,121.00 

$1,104.40 $1,126.50 $1,149.00 

$1,131.20 $1,153.90 $1,176.90 

$1,153.20 $1 ,176.30 $1,199.80 

$1,175.20 $1,198.80 $1,222.70 

$1,180.00 $1 ,203.60 $1,227.70 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Current Classification Previous Weekly Rate FPPOA 1 July 2021* FFPPOA 1 July 2022" FFPPOA 1 July 2023" FFPPOA 1 July 2024* 

Increase 2% 2% 2% 2% 

MHO LEVEL 2 YEAR 2 $1,167.00 $1,190.30 $1,214.20 $1,238.40 $1,263.20 

MHO LEVEL 2 YEAR 3 $1,1~6.00 $1,209.70 $1,233.90 $1,258.60 $1,283.80 

MHO LEVEL 2 YEAR 4 $1,211.60 $1,235.80 $1,260.60 $1,285.80 $1,311.50 

MHO LEVEL 2 YEAR 5 $1,232.50 $1,257.20 $1,282.30 $1,307.90 $1,334.10 

MHO LEVEL 3 YEAR 1 $1,264.30 $1,289.60 $1,315.40 $1,341.70 $1,368.50 

MHO LEVEL 3 YEAR 2 $1,291.30 $1,317.10 $1,343.50 $1,370.30 $1,397.70 

MHO LEVEL 3 YEAR 3 $1,319.10 $1,345.50 $1,372.40 $1,399.80 $1,427.80 

MHO LEVEL 3 YEAR 4 $1,340.70 $1,367.50 $1,394.90 $1,422.80 $1,451.20 

Salaries; toe Mental Health Officers with Commuted Allowances 2.3 

2.4 

2.5 

2.6 

The rates of pay of Employees within the below classifications will increase over the life of the Agreement in accordance with 2.6: 

The calculation of the above percentages shall be made to the nearest 10 cents with any amount in the result below 5 cents to be disregarded. 

Mental Health Officers with Commuted Allowance Salaries 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946.1 
?9? 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Current Current 
Comm Classification Weekly Rate 

Increase 

MHO LEVEL 1 
$947.90 $170.60 YEAR1 

MHO LEVEL 1 
$973.50 $175.30 YEAR2 

MHO LEVEL 1 
$1,010.20 $181.80 YEAR3 

MHO LEVEL 1 
$1,035.60 $186.40 YEAR4 

MHO LEVEL 1 
$1,061.50 $191.10 YEARS 

MHO LEVEL 1 
$1,087.30 $195.70 YEAR6 

MHOLEVEL 1 
$1,108.40 $199.50 YEAR? 

MHOLEVEL 1 
$1,129.60 $203.30 YEARS 

MHO LEVEL2 
$1,134.20 $204.20 YEAR 1 

MHO LEVEL2 
$1,167.00 $210.10 YEAR2 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L \344187946.1 

FFPPOA 1 
July 2021 

2% 

$966.90 

$993.00 

$1,030.40 

$1,056.30 

$1,082.70 

$1,109.10 

$1,130.60 

$1,152.20 

$1,156.90 

$1,190.30 

Comm 

$174.00 

$178.80 

$185.40 

$190.10 

$194.90 

$199.60 

$203.50 

$207.40 

$208.30 

$214.30 

FFPPOA 1 
Comm FFPPOA1 

Comm FFPPOA 1 
Comm July2022 July2023 July2024 

2% 2% 2% 

$986.20 $177.50 $1,005.90 $181.00 $1,026.00 $184.70 

$1,012.80 $182.40 $1,033.10 $186.00 $1,053.80 $189.70 

$1,051.00 $189.10 $1,072.00 $192.90 $1,093.50 $196.80 

$1,077.40 $193.90 $1,099.00 $197.80 $1,121.00 $201 .80 

$1,104.40 $198.80 $1,126.50 $202.80 $1,149.00 $206.80 

$1,131.20 $203.60 $1,153.90 $207.70 $1,176.90 $211.80 

$1,153.20 $207.60 $1,176.20 $211.70 $1,199.80 $215.90 

$1,175.20 $211.50 $1,198.70 $215.70 $1,222.70 $220.10 

$1,180.00 $212.50 $1,203.60 $216.70 $1,227.70 $221.00 

$1,214.20 $218.60 $1,238.40 $223.00 $1,263.20 $227.40 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Current Current 
Comm Classification Weekly Rate 

Increase 

MHO LEVEL2 
$1,186.00 $213.50 YEAR3 

MHO LEVEL 2 
$1,211.60 $218.10 YEAR4 

MHO LEVEL 2 
$1,232.50 $221.90 YEARS 

MHO LEVEL3 
$1,264.30 $227.60 YEAR1 

MHO LEVEL3 
$1,291.30 $232.40 YEAR2 

MHO LEVEL3 
$1,319.10 $237.40 YEAR3 

MHO LEVEL3 
$1,340.70 $241.30 YEAR4 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L \3441 87946.1 

FFPPOA 1 
July2021 

2% 

$1,209.70 

$1,235.80 

$1,257.20 

$1,289.60 

$1,317.10 

$1,345.50 

$1,367.50 

Comm 

$217.80 

$222.50 

$226.30 

$232.10 

$237.00 

$242.10 

$246.10 

FFPPOA 1 
Comm FFPPOA1 

Comm FFPPOA 1 
Comm July2022 July2023 July 2024 

2% 2% 2% 

$1,233.90 $222.10 $1,258.60 $226.60 $1,283.80 $231.10 

$1,260.60 $226.90 $1,285.80 $231.40 $1,311.50 $236.10 

$1,282.30 $230.90 $1,307.90 $235.50 $1,334.10 $240.20 

$1,315.40 $236.80 $1,341.70 $241.50 $1,368.50 $246.40 

$1,343.50 $241.80 $1,370.30 $246.60 $1,397.70 $251.60 

$1,372.40 $247.00 $1,399.80 $251.90 $1,427.80 $257.00 

$1,394.90 $251.00 $1,422.80 $256.10 $1,451.20 $261.20 

2Q4 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

2.7 Allowances BPNs and PENs 

(a) Excepting vehicle, uniform, laundry, telephone, change of shift and meal allowances, allowances will be calculated to the nearest 10 cents 
with any amount in the result not exceeding 5 cents to be disregarded. 

(b) Any Change of shift allowance payable will be calculated to the nearest 5 cents. 

Current 

Shift 

Morning shift $33.10 

Afternoon Shift $33.10 

Night Shift $79.00 

Sunday Night Shift 
(from 1 July 2024) 

Change of Roster 

Change of roster 
(8-14days) $33.06 

Change of roster 
(7 days) $66.11 

On Call 

Non CATT $63.40 

CATT $147.40 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\34418794n. 1 

FFPPOA 1 July 21 FFPPOA 1 July 22 FFPPOA 1 July 23 

$34.10 $35.10 $36.20 

$34.10 $35.10 $36.20 

$81.40 $83.80 $86.30 

$34.00 $35.10 $36.10 

$68.10 $70.10 $72.20 

$65.30 $67.30 $69.30 

$151.80 $156.40 $161.10 

FFPPOA 1 July 24 

$36.70 

$36.70 

$87.60 

$154.60 

$36.70 

$73.30 

$70.30 

$163.50 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Current 

Unifonn 

Daily $1.76 

Weekly $8.67 

Laundry 

Daily $0.46 

Weekly $2.35 

Meal 

Allowance A $13.10 

AllowanceB $10.40 

Maximum Leave 
loading 

Weekly Salary 
$2218.70 Exceeds 

Maximum Loading 
$1553.10 Amount 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946.1 

FFPPOA 1 July 21 

$1.81 

$8.93 

$0.47 

$2.42 

$13.49 

$10.71 

$2,285.26 

$1,599.69 

FFPPOA 1 July 22 FFPPOA 1 July 23 FFPPOA 1 July 24 

$1.87 $1.92 $1.95 

$9.20 $9.47 $9.62 

$0.49 $0.50 $0.51 

$2.49 $2.57 $2.61 

$13.90 $14.31 $14.53 

$11.03 $11.36 $11.53 

$2,353.82 $2,424.43 
$2,460.80 

$1,647.68 $1,697.11 
$1,722.57 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Current 

Telephone 
$17.80 Allowance 

Change of Shift 
for Eligible 
Employees 

PEN $41.90 

Qualification 
Allowance 

RPN 

Hospital/Grad 
Certificate $52.89 

Post Grad Dip or 
Degree $85.94 

Masters $99.17 

Phd $132.22 

PEN 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946.1 

FFPPOA 1 July 21 

$18.33 

$43.16 

$54.50 

$88.50 

$102.10 

$136.20 

FFPPOA 1 July 22 FFPPOA 1 July 23 FFPPOA 1 July 24 

$18.88 $19.45 
$19.74 

$44.45 $45.79 $46.47 

$56.10 $57.80 $58.70 

$91.20 $93.90 $95.30 

$105.20 $108.40 $110.00 

$140.30 $144.50 $146.60 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Current FFPPOA 1 July 21 FFPPOA 1 July 22 FFPPOA 1 July 23 FFPPOA 1 July 24 

Level 1 

6 month course $48.10 $49.50 $51.00 $52.60 $53.30 

12 month course $90.10 $92.80 $96.00 $98.40 $99.90 

Level2 

6 month course $49.60 $52.10 $52.60 $54.20 $55.00 

12 month course $93.00 $95.80 $98.70 $101.60 $103.10 

Levell 

6 month course $49.60 $51.10 $52.60 $54.20 $55.00 

12 month course $93.00 $95.80 $98.70 $101.60 $103.10 

2.e Allowances - MHQs 
(a) Excepting vehicle, uniform, laundry, telephone, change of shift and meal allowances, allowances will be calculated to the nearest 10 cents 

with any amount in the result not exceeding 5 cents to be disregarded. 

(b) Any Change of shift allowance payable will be calculated to the nearest 5 cents. 

Current 
FFPPOA 1 July 
21 

Shift 

Morning shift $33.10 $33.80 

Afternoon Shift $33.10 $33.80 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946.1 

FFPPOA 1 July FFPPOA 1 July 
22 23 

$34.40 $35.10 

$34.40 $35.10 

FFPPOA 1 July 
24 

$35.80 

$35.80 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Current FFPPOA 1 July 
21 

Night Shift $79.00 $80.60 

Night Shift (from 
FFPPOA 1 July 
2024) 

Change of Roster 

Change of roster 
(8-14days) $33.06 $34.00 

Change of roster 
(7 days) $66.11 $68.10 

On Call 

Non CATT $63.40 $64.70 

Uniform 

Daily $1.76 $1.80 

Weekly $8.67 $8.84 

Laundry 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946.1 

FFPPOA 1 July FFPPOA 1 July FFPPOA 1 July 
22 23 24 

$82.20 $83.80 $85.50 

$154.60 

$35.10 $36.10 $36.70 

$70.10 $72.20 $73.30 

$66.00 $67.30 $68.60 

$1.83 $1.87 $1.91 

$9.02 $9.20 $9.38 

-
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Current FFPPOA 1 July 
21 

Daily $0.46 $0.47 

Weekly $2.35 $2.40 

Meal 

Allowance A $13.10 $13.36 

AllowanceB $10.40 $10.61 

Maximum Leave 
Loading 

Weekly Salary 
$2,218.70 $2,263.07 Exceeds 

Maximum Loading 
$1,553.10 $1,584.16 Amount 

Telephone 
$17.80 $18.16 Allowance 

Change of Shift 
for Eligible $37.90 $38.66 
Employees 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L \344187946.1 

FFPPOA 1 July FFPPOA 1 July FFPPOA 1 July 
22 23 24 

$0.48 $0.49 $0.50 

$2.44 $2.49 $2.54 

$13.63 $13.90 $14.18 

$10.82 $11.04 $11.26 

$2,308.34 $2,354.50 
$2,401.59 

$1,615.85 $1,648.16 
$1,681.13 

$18.52 $18.89 
$19.27 

$39.43 $40.22 
$41.02 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Current FFPPOA 1 July 
21 

Qualification 
Allowance 

Level 1 

6 month course $48.10 $49.10 

12 month course $90.10 $91.90 . 

Level2 

6 month course $49.60 $50.60 

12 month course $93.00 $94.90 

Level3 

6 month course $49.60 $50.60 

12 month course $93.00 $94.90 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946.1 

FFPPOA 1 July FFPPOA 1 July FFPPOA 1_ July 
22 23 24 

$50.00 $51.00 $52.10 

$93.70 $95.60 $97.50 

$51.60 $52.60 $53.70 

$96.80 $98.70 $100.70 

$51.60 $52.60 $53.70 

$96.80 $98.70 $100.70 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

3. Mental Health Professionals Classifications - UG1 
The following apply to UG1 classifications (Art Therapists, Health Information Managers, Music Therapy, Occupational Therapy, Physiotherapy, Pfay 
Therapist, Recreation Therapy, Social Work, Speech Pathology). 

3.1 The rates of pay of Employees within the below classifications will increase over the life of the Agreement as follows: 

(a) From the FFPPOA 1 July 2021 - 2% 

(b) From the FFPPOA 1 July 2022 - 2% 

(c) From the FFPPOA 1 July 2023- 2% 

(d) From the FFPPOA 1 July 2024 - 2% 

3.2 The calculation of the above percentages shall be made to the nearest 10 cents with any amount in the result below 5 cents to be disregarded. 

Current Current Weekly Rate FPPOA 1 July 2021 FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 
Classification 

Increase 

GRADE 1 YEAR 1 $1,150.70 

GRADE 1 YEAR 2 $1,223.50 

GRADE 1 YEAR 3 $1,285.60 

GRADE 1 YEAR 4 $1,364.30 

GRADE 1 YEAR 5 $1,423.60 

GRADE 1 YEAR6 $1,488.50 

GRADE 1 YEAR 7 $1,563.20 

GRADE 2 YEAR 1 $1 ,564 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946.1 

2% 

$1,173.70 

$1,248.00 · 

$1,311.30 

$1,391.60 

$1,452.10 

$1,518.30 

$1,594.50 

$1595.30 

2% 2% 2% 

$1,197.20 $1,221 .10 $1,245.60 

$1,272.90 $1,298.40 $1 ,324.40 

$1,337.50 $1,364.30 $1,391.60 

$1,419.40 $1,447.80 $1,476.80 

$1,481.10 $1,510.70 $1,541.00 

$1,548.60 $1,579.60 $1,611.20 

$t,626.40 $1 ,658.90 $1,692.10 

$1 ,627.20 $1,659.70 $1 ,692.90 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Current Current Weekly Rate 
Classification 

Increase 

GRADE 2 YEAR 2 $1,635.80 

GRADE 2 YEAR 3 $1,736.30 

GRADE 2 YEAR 4 $1,797.90 

GRADE 3 YEAR 1 * $1,805.00 

GRADE 3 YEAR 2* $1,868.40 

GRADE 3 YEAR 3* $1,918.40 

GRADE 3 YEAR 4 * $2,062.20 

GRADE 
4/CLINICAL $2,280.90 
EDUCATOR* 

GRADE 4 YEAR 1 $2,185.40 

GRADE 4 YEAR 2 $2,259.00 

GRADE 4 YEAR 3 $2,333.20 

GRADE 4 YEAR 4 $2,407.90 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946.1 

FPPOA 1 July 2021 FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

2% 2% 2% 2% 

$1668.50 $1,701.90 $1,735.90 $1,770.60 

$1,771.00 $1,806.40 $1,842.60 $1,879.40 

$1,833.90 $1,870.50 $1,907.90 $1,946.10 

$1,841.10 $1,877.90 $1,915.50 $1,953.80 

$1,905.80 $1,943.90 $1,982.80 $2,022.40 

$1,956.80 $1,995.90 $2,035.80 $2,076.50 

$2,103.40 $2,145.50 $2,188.40 $2,232.20 

$2,326.50 $2,373.10 $2,420.50 $2,468.90 

$2,229.10 $2,273.70 $2,319.20 $2,365.60 

$2,304.20 $2,350.30 $2,397.30 $2,445.20 

$2,379.90 $2,427.50 $2,476.00 $2,525.50 

$2,456.10 $2,505.20 $2,555.30 $2,606.40 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Current Current Weekly Rate 
Classification 

Increase 

DEP CHIEF Year 1 $1,805.00 

DEP CHIEF Year 2 $1,868.40 

DEP CHIEF Year 3 $1,918.30 

CHIEF GRADE 1 
$1,805.00 YEAR 1 

CHIEF GRADE 1 
$1,868.40 YEAR2 

CHIEF GRADE 1 
$1,918.30 YEAR3 

CHIEF GRADE 2 
$2,024.40 YEAR1 

CHIEF GRADE 2 
$2,116.00 YEAR2 

CHIEF GRADE 3 $2,280.90 

CHIEF GRADE 4 $2,462.80 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946.1 

FPPOA 1 July 2021 FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

2% 2% 2% 2% 

$1,841.10 $1,877.90 $1,915.50 $1,953.80 

$1,905.80 $1,943.90 $1,982.80 $2,022.40 

$1,956.70 $1,995.80 $2,035.70 $2,076.40 

$1,841.10 $1,877.92 $1,915.50 $1,953.80 

$1,905.80 $1,943.90 $1,982.80 $2,022.40 

$1,956.70 $1,995.80 $2,035.70 $2,076.40 

$2,064.90 $2,106.20 $2,148.30 $2,191.30 

$2,158.30 $2,201.50 $2,245.50 $2,290.40 

$2,326.50 $2,373.10 $2,420.50 $2,468.90 

$2,512.10 $2,562.30 $2,613.50 $2,665.80 
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SCHEDULE 2: SALARIES ANO ALLOWANCES 

Current Current Weekly Rate FPPOA 1 July 2021 FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 
Classification 

Increase 2% 2% 2% 2% 

CHIEF GRADE 5 $2,717.00 $2,771.30 $2,826.80 $2,883.30 $2,941.00 

4. Mental Health Professionals Classificatjons - Other (Child Psychotherapists, Welfare Workers, Youth Workers, 
Lived Experience Workers. Aboriginal Health Worker Trainees) 
The following apply to non UG1 classifications within Section 3 of the Agreement. 

4.1 The rates of pay of Employees within the below classifications will increase over the life of the Agreement as follows: 

(a) From the FFPPOA 1 July 2021 - 2% 

(b} From the FFPPOA 1 July 2022 - 2% 

(c) From the FFPPOA 1 July 2023 - 2% 

(d) From the FFPPOA 1 July 2024 - 2% 

4.2 The calculation of the above percentages shall be made to the nearest 10 cents with any amount in the result below 5 cents to be disregarded. 

4.3 Child Psychotherapists salaries 

Current Previous Weekly Rate 
C lassifica1ion 

Increase 

LEVEL 1 YEAR 1 $1,139.10 

LEVEL 1 YEAR 2 $1,188.90 

LEVEL 1 YEAR 3 $1,249.20 

LEVEL 1 YEAR 4 $1,306.30 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946.1 

FPPOA 1 July 2021 

2% 

$1,161.90 

$1,212.70 

$1,274.20 

$1,332.40 

FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

2% 2% 2% 

$1,185.10 $1,208.80 $1,233.00 

$1,236.90 $1,261.70 $1,286.90 

$1,299.70 $1,325.70 $1,352.20 

$1,359.10 $1,386.30 $1,414.00 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Current Previous Weekly Rate 
Classification 

Increase 

LEVEL 1 YEAR 5 $1,367.10 

LEVEL 1 YEAR 6 $1,424.50 

LEVEL 1 YEAR 7 $1,531.00 

LEVEL 2 YEAR 1 $1,584.60 

LEVEL 2 YEAR 2 $1,605.00 

LEVEL 2 YEAR 3 $1,673.40 

LEVEL 2 YEAR 4 $1,762.20 

LEVEL 3 YEAR 1 $1,817.00 

LEVEL 3 YEAR 2 $1,883.60 

LEVEL 3 YEAR 3 $1,989.90 

LEVEL 4 YEAR 1 $2,028.90 

LEVEL 4 YEAR 2 $2,103.50 

LEVEL 4 YEAR 3 $2,202.90 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L \344187946.1 

FPPOA 1 July 2021 

2% 

$1,394.40 

$1,453.00 

$1,561.60 

$1,616.30 

$1,637.10 

$1,706.90 

$1,797.40 

$1,853.30 

$1,921.30 

$2,029.70 

$2,069.50 

$2,145.60 

$2,247.00 

FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

2% 2% 2% 

$1,422.30 $1,450.80 $1,479.80 

$1,482.1.0 $1,511.70 $1,541.90 

$1,592.90 $1,624.70 $1,657.20 

$1,648.60 $1,681.60 $1,715.20 

$1,669.80 $1,703.20 $1,737.30 

$1,741.00 $1,775.80 $1,811.30 

$1,833.40 $1,870.10 $1,907.50 

$1,890.40 $1,928.20 $1,966.80 

$1,959.70 $1,998.90 $2,038.90 

$2,070.30 $2,111.70 $2,153.90 

$2,110.90 $2,153.10 $2,196.20 

$2,188.50 $2,232.30 $2,276.90 

$2,291.90 $2,337.70 $2,384.50 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

4.4 Community P@vel0proeat Workers salaries 

Current 
Classification 

Previous Weekly Rate 

Increase 

COMMDEVWKR 
$1,089.20 CL 1 YR 1 

COMMDEVWKR 
$1,132.40 CL1YR2 

COMMDEVWKR 
$1,175.60 CL 1 YR3 

COMMDEVWKR 
$1,256.60 CL 1 YR4 

COMMDEVWKR 
$1,170.50 CL2A YR 1 

COMMDEVWKR 
$1,175.60 CL2AYR2 

COMMDEVWKR 
$1,219.00 CL2AYR3 

COMMDEVWKR 
$1,262.80 CL2AYR4 

COMMDEVWKR 
$1,310.60 CL2AYR5 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946.1 

FPPOA 1 July 2021 

2% 

$1,111.00 

$1,155.10 

$1,199.10 

$1,281.70 

$1,193.90 

$1,199.10 

$1,243.40 

$1,288.10 

$1,336.80 

FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

2% 2% 2% 

$1,133.20 $1,155.90 $1,179.00 

$1,178.20 $1,201.70 $1,225.80 

$1,223.10 $1,247.60 $1,272.50 

$1,307.40 $1,333.50 $1,360.20 

$1,217.80 $1,242.10 $1,267.00 

$1,223.10 $1,247.60 $1,272.50 

$1,268.30 $1,293.60 $1,319.50 

$1,313.80 $1,340.10 $1,366.90 

$1,363.60 $1,390.80 $1.418.60 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Current 
Classification 

Previous Weekly Rate 

Increase 

COMMDEVWKR 
$1,356.40 CL2AYR6 

COMMDEVWKR 
$1,376.00 CL2AYR 7 

COMMDEVWKR 
$1,446.20 CL2AYR8 

COMMDEVWKR 
$1,492.00 

CL2AYR9 

COMMDEVWKR 
$1,537.80 

CL2AYR 10 

COMMDEVWKR 
$1,446.20 CL 2B YR 1 

COMMDEVWKR 
$1,492.00 CL2BYR 2 

COMMDEVWKR 
$1,537.80 CL2BYR3 

COMMDEVWKR 
$1,584.00 CL28 YR4 

COMMDEVWKR 
$1,627.60 CL2BYR5 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946.1 

FPPOA 1 July 2021 

2% 

$1,383.50 

$1,403.50 

$1,475.10 

$1,521.80 

$1,568.60 

$1,475.10 

$1,521.80 

$1,568.60 

$1,615.70 

$1,660.20 

FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

2% 2% 2% 

$1,411.20 $1,439.40 $1,468.20 

$1,431.60 $1,460.20 $1,489.40 

$1,504.60 $1,534.70 $1,565.40 

$1,552.30 $1,583.30 $1,615.00 

$1,599.90 $1,631.90 $1,664.60 

$1,504.60 $1,534.70 $1,565.40 

$1,552.30 $1,583.30 $1,615.00 

$1,599.90 $1,631.90 $1,664.60 

$1,648.00 $1,681.00 $1,714.60 

$1,693.40 $1,727.20 $1,761.80 

.'.lOR 

f_p_n_314_



SCHEDULE 2: SALARIES AND ALLOWANCES 

Current 
Classification 

Previous Weekly Rate 

Increase 

COMMDEVWKR 
$1,675.40 CL 2B YR 6 

COMMDEVWKR 
$1,584.00 CL 3 YR 1 

COMMDEVWKR 
$1,627.60 CL3YR2 

COMMDEVWKR 
$1,675.40 CL3YR3 

COMMDEVWKR 
CL3 YR4 $1,736.90 

4.5 Welfare Workers saiarjes 

Current Classification Current Weekly Rate 

Increase 

WELFARE WORKER 
$1,003.80 CLASS 1 YEAR 1 

WELFARE WORKER 
$1,057.80 CLASS 1 YEAR 2 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L \344187946.1 

FPPOA 1 July 2021 

2% 

$1,708.90 

$1,615.70 

$1,660.20 

$1,708.90 

$1,771.60 

FPPOA 1 July 2021 

2% 

$1,023.90 

$1,079.00 

FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

2% 2% 2% 

$1,743.10 $1,778.00 $1,813.50 

$1,648.00 $1,681.00 $1,714.60 

$1,693.40 $1,727.20 $1,761.80 

$1,743.10 $1,778.00 $1,813.50 

$1,807.10 $1,843.20 $1,880.10 

FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

2% 2% 2% 

$1,044.40 $1,065.20 $1,086.60 

$1,100.50 $1,122.60 $1,145.00 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Current Classification Current Weekly Rate 

Increase 

WELFARE WORKER 
$1,081.00 CLASS 1 YEAR 3 

WELFARE WORKER 
$1,120.10 CLASS 1 YEAR 4 

WELFARE WORKER 
$1,150.70 CLASS 1 YEAR 5 

WELFARE WORKER 
$1,194.10 CLASS 1 YEAR 6 

WELFARE WORKER 
$1,265.60 CLASS 1 YEAR 7 

WELFARE WORKER 
$1,150.70 CLASS 2 YEAR 1 

WELFARE WORKER 
$1,194.10 CLASS 2 YEAR 2 

WELFARE WORKER 
$1,226.80 CLASS 2 YEAR 3 

WELFARE WORKER 
$1,288.30 CLASS 2 YEAR 4 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946.1 

FPPOA 1 July 2021 

2% 

$1,102.60 

$1,142.50 

$1,173.70 

$1,218.00 

$1,290.90 

$1,173.70 

$1,218.00 

$1,251.30 

$1,314.10 

FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

2% 2% 2% 

$1,124.70 $1,147.20 $1,170.10 

$1,165.40 $1,188.70 $1,212.40 

$1,197.20 $1,221.10 $1,245.60 

$1,242.30 $1,267.20 $1,292.50 

$1,316.70 $1,343.10 $1,369.90 

$1,197.20 $1,221.10 $1,245.60 

$1,242.30 $1,267.20 $1,292.50 

$1,276.40 $1,301.90 $1,327.90 

$1,340.40 $1,367.20 $1,394.50 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Current Classification Current Weekly Rate 

Increase 

WELFARE WORKER 
$1,269.80 CLASS 3 YEAR 1 

WELFARE WORKER 
$1,312.50 CLASS 3 YEAR 2 

WELFARE WORKER 
$1,386.10 CLASS 3 YEAR 3 

WELFARE WORKER 
$1,382.40 CLASS 4 YEAR 1 

WELFARE WORKER 
$1,421.80 CLASS 4 YEAR 2 

WELFARE WORKER 
$1,477.30 CLASS 4 YEAR 3 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L \344187946.1 

FPPOA 1 July 2021 

2% 

$1,295.20 

$1,338.80 

$1,413.80 

$1,410.10 

$1,450.20 

$1,506.90 

FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

2% 2% 2% 

$1,321.10 $1,347.50 $1,374.50 

$1,365.50 $1,392.80 $1,420.70 

$1,442.10 $1,470.90 $1,500.40 

$1,438.30 $1,467.00 $1,496.40 

$1,479.20 $1,508.80 $1,539.00 

$1,537.00 $1,567.70 $1,599.10 
-
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SCHEDULE 2: SALARIES AND ALLOWANCES 

4.6 Youth Workers saiarjes 

Current Classification Current Weekly Rate 

Increase 

YOUTH WORKER CLASS 1 
$1,054.60 YEAR 1 

YOUTH WORKER CLASS 1 
$1,111.90 YEAR2 

YOUTH WORKER CLASS 1 
$1,136.10 YEAR3 

YOUTH WORKER CLASS 1 
$1,177.70 YEAR4 

YOUTH WORKER CLASS 1 
$1,210.10 YEARS 

YOUTH WORKER CLASS 1 
$1,256.20 YEAR6 

YOUTH WORKER CLASS 1 
$1,340.40 YEAR7 

YOUTH WORKER CLASS 2 
$1,210.10 YEAR1 

YOUTH WORKER CLASS 2 
$1,256.20 YEAR2 

YOUTH WORKER CLASS 2 
$1,301.60 YEAR3 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946.1 

FPPOA 1 July 2021 

2% 

$1,075.70 

$1,134.10 

$1,158.80 

$1,201.30 

$1,234.30 

$1,281.30 

$1,367.20 

$1,234.30 

$1,281.30 

$1,327.60 

FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

2% 2% 2% 

$1,097.20 $1,119.20 $1,141.50 

$1,156.80 $1,180.00 $1,203.60 

$1,182.00 $1,205.60 $1,229.80 

$1,225.30 $1,249.80 $1,274.80 

$1,259.00 $1,284.20 $1,309.90 

$1,307.00 $1,333.10 $1,359.80 

$1,394.60 $1,422.40 $1,450.90 

$1,259.00 $1,284.20 $1,309.90 

$1,307.00 $1,333.10 $1,359.80 

$1,354.20 $1,381.30 $1,408.90 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Current Classification Current Weekly Rate 

Increase 

YOUTH WORKER CLASS 2 
$1,366.10 YEAR4 

YOUTH WORKER CLASS 3 
$1,347.50 YEAR1 

YOUTH WORKER CLASS 3 
$1,393.40 YEAR2 

YOUTH WORKER CLASS 3 
$1,469.40 YEAR3 

YOUTH WORKER CLASS 4 
$1,468.10 YEAR1 

YOUTH WORKER CLASS 4 
$1,510.00 YEAR2 

YOUTH WORKER CLASS 4 
YEAR3 $1,568.30 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L \344187946.1 

FPPOA 1 July 2021 

2% 

$1,393.40 

$1,374.50 

$1,421.30 

$1,498.80 

$1,497.50 

$1,540.20 

$1,599.70 

FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

2% 2% 2% 

$1,421.30 $1,449.70 $1,478.70 

$1,401.90 $1,430.00 $1,458.60 

$1,449.70 $1,478.70 $1,508.30 

$1,528.80 $1,559.30 $1,590.50 

$1,527.40 $1,558.00 $1,589.10 

$1,571.00 $1,602.40 $1,634.50 

$1,631.70 $1,664.30 $1,697.60 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

4.7 Uved Experience Workforces salaries 

Current Restructured Scale 
Classification 

Increase 

Level 1 Year 1 $1,103.00 

Level 1 Year 2 $1,132.80 

Level 1 Year 3 $1,150.10 

Level 1 Year 4 $1,173.60 

Level 1 Year 5 $1,193.60 

Level 2 Year 1 $1,223.60 

Level 2 Year 2 $1,249.80 

Level 2 Year 3 $1,277.40 

Level 2 Year 4 $1,298.10 

Level 3 Year 1 $1,351.80 

Level 3 Year 2 $1,392.80 

Level 3 Year 3 $1,434.60 

Level 3 Year 4 $1,477.60 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L \344187946.1 

FPPOA 1 July 2021 

2% 

$1,125.10 

$1,155.50 

$1,173.10 

$1,197.10 

$1,217.50 

$1,248.10 

$1,274.80 

$1,302.60 

$1,324.10 

$1,378.80 

$1,420.70 

$1,463.30 

$1,507.20 

FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

2% 2% 2% 

$1,147.60 $1,170.50 $1,193.90 

$1,178.60 $1,202.10 $1,226.20 

$1,196.60 $1,220.50 $1,244.90 

$1,221.00 $1,245.40 $1,270.30 

$1,241.80 $1,266.70 $1,292.00 

$1,273.00 $1298.50 $1,324,50 

$1,300.30 $1,326.30 $1,352.80 

$1,328.70 $1,355.30 $1,382.40 

$1,350.50 $1,377.60 $1,405.10 

$1,406.40 $1,434.60 $1,463.20 

$1,449.10 $1,478.10 $1,507.60 

$1,492.60 $1,522AO $1.552.80 

$1,537.30 $1,568.00 $1,599.40 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Current Restructured Scale FPPOA 1 July 2021 
Classification 

Increase 2% 

Level 4 Year 1 $1 ,521.90 $1 ,552.30 

Level 4 Year 2 
$1,567.60 $1 ,599.00 

Level 4 Year 3 
$1 ,614.60 $1646.90 

Level 4 Year 4 
$1,663.00 $1 ,696.30 

Level 5 Year 1 $1,746.20 $1,781.10 

Level 5 Year 2 $1,798.60 $1,834.60 

Level 6 Year 1 $1,888.50 $1,926.30 

Level 6 Year 2 $1 ,945.20 $1,984.10 

4.8 Aboriginal Health Worker Trainee salaries 

Current classification Current Weekly Rate 

Increase 

Aboriginal Health 
$1,086.20 Worker Trainee Yr1 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946.1 

FFPPOA 1 July 2021 

2% 

$1,107.90 

FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

2% 2% 2% 

$1,583.40 $1,615.00 $1 ,647.30 

$1,630.90 $1,663.50 $1 ,696.80 

$1,679.80 $ 1,713.40 $1,747.70 

$1,730.20 $1,764.80 $1,800.10 

$1,81 6.70 $1,853.10 $1,890.10 

$1,871.30 $1 ,908.70 $1 ,946.90 

$1,964.80 $2,004.10 $2,044.20 

$2,023.80 $2,064.30 $2,105.50 

FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

2% 2% 2% 

$1,130.10 $1,152.70 $1,1075.70 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Aboriginal Health 
$1,185.10 $1,208.80 $1,233.00 $1,257.60 $1,282.80 Worker Trainee Yr2 

Aboriginal Health 
$1,289.10 $1,314.90 $1,341.20 $1,368.00 $1,395.40 Worker Trainee Yr3 

4.9 Health Peotessjonals AJlowaoces 
(a) Excepting vehicle, uniform, laundry, telephone, change of shift and meal allowances, allowances will be calculated to the nearest 1 0 cents 

with any amount in the result not exceeding 5 cents to be disregarded. 

( b) Any Change of shift allowance payable will be calculated to the nearest 5 cents. 

Current Rate 

Higher Qualification 
Allowance 

Post Grad Certificate $51.40 

Post Grad Diploma $83.60 

Masters $96.40 

PHd $128.60 

Oncall Allowance 

Weekday $30.60 

Public Holiday $61.20 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L \344187946.1 

FFPPOA 1 July FFPPOA 1 July FFPPOA 1 July 
2021 2022 2023 

$52.40 $53.50 $54.50 

$85.30 $87.00 $88.70 

$98.30 $100.30 $102.30 

$131.20 $133.80 $136.50 

-

$31.20 $31.80 $32.50 

$62.40 $63.70 $65.00 

FFPPOA 1 July 
2024 

$55.60 

$90.50 

$104.30 

$139.20 

$33.10 

$66.20 
-
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Current Rate 

CA TT on-call 
$146.20 allowance 

Sole Allowance $57.50 

Shift Allowance 

UG1 Classification 

Morning Shift $28.80 

Afternoon Shift $28.80 

Night Shift $65.55 

Permanent Night $77.50 

Change of Shift $46.05 

Child 
Psychotherapists 

Morning Shift $28.50 

Afternoon Shift $28.50 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946.1 

FFPPOA 1 July FFPPOA 1 July FFPPOA 1 July FFPPOA 1 July 
2021 2022 2023 2024 

$149.10 $152.10 $155.10 $158.20 

$58.60 $59.80 $61.00 $62.20 

4% of the rate applicable to the 1 st year of experience for that Employee 

$29.40 $30.00 $30.60 $31.20 

$29.40 $30.00 $30.60 $31.20 

$66.90 $68.20 $69.60 $70.90 

$79.00 $80.60 $82.20 $83.90 

$47.00 $47.90 $48.90 $49.80 

$29.10 $29.60 $30.20 $30.80 

$29.10 $29.60 $30.20 $30.80 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Current Rate 

Night Shift $65.55 

Permanent Night $77.50 

Change of Shift $45.60 

Uniform Allowance 

Per Day $1.80 

PerWeek $9.04 

Laundry Allowance 

Per Day $0.43 

PerWeek $2.15 

Maximum Leave 
Loading 

Weekly Salary 
$1,805.00 Exceeds 

Loading Amount $1,263.50 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946.1 

FFPPOA 1 July 
2021 

$66.90 

$79.00 

$46.51 

$1.84 

$9.22 

$0.44 

$2.19 

$1,841.10 

$1,288.77 

FFPPOA 1 July FFPPOA 1 July FFPPOA 1 July 
2022 2023 2024 

$68.20 $69.60 $70.90 

$80.60 $82.20 $83.90 

$47.44 $48.39 $49.36 

$1.87 $1.91 $1.95 

$9.41 $9.59 $9.79 

$0.45 $0.46 $0.47 

$2.24 $2.28 $2.33 

$1,877.92 $1,915.48 $1,953.79 

$1,314.55 $1,340.84 $1,367.65 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Current Rate 

Meal allowance $14.91 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946 1 

FFPPOA 1 July 
2021 

$15.21 

FFPPOA 1 July FFPPOA 1 July FFPPOA 1 July 
2022 2023 2024 

$15.51 $15.82 $16.14 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

5. 

5.1 

5.2 

Management and Admjnjstrative Officers 
Management and Administrative Officers Classifications 

Does not apply to Management and Administrative Officers at the Royal Children's Hospital. 

The rates of pay of Employees within the below classifications will increase over the life of the Agreement as follows: 

(a) From the FFPPOA 1 July 2021 - 2% 

(b) From the FFPPOA 1 July 2022 - 2% 

(c) From the FFPPOA 1 July 2023 - 2% 

(d) From the FFPPOA 1 July 2024 - 2% 

5.3 The calculation of the above percentages shall be made to the nearest 10 cents with any amount in the result below 5 cents to be disregarded. 

Current Previous Weekly Rate 
Classification 

Increase 

Grade 1A $1,004.40 

Grade 1 $1,123.90 

Grade2 $1,284.00 

Grade3 $1,431.70 

Grade4 $1,608.80 

Grade5 $1,785.70 

Grade6 $1,962.80 

Grade 7 $2,169.40 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L \344187946.1 

FPPOA 1 July 2021 

2% 

$1,024.50 

$1,146.40 

$1,309.70 

$1,460.30 

$1,641.00 

$1,821.40 

$2,002.10 

$2,212.80 

FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

2% 2% 2% 

$1,045.00 $1,065.90 $1,087.20 

$1,169.30 $1,192.70 $1,216.60 

$1,335.90 $1,362.60 $1,389.80 

$1,489.50 $1,519.30 $1,549.70 

$1,673.80 $1,707.30 $1,741.40 

$1,857.80 $1,895.00 $1,932.90 

$2,042.10 $2,082.90 $2,124.60 

$2,257.00 $2,302.20 $2,348.20 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Current Previous Weekly Rate 
Classification 

Increase 

Grade 8 $2,427.80 

Grade9 $2,638.70 

Grade 10 $2,864.40 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946.1 

FPPOA 1 July 2021 

2% 

$2,476.40 

$2,691.50 

$2,921.70 

FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

2% 2% 2% 

$2,525.90 $2,576.40 $2,627.90 

$2,745.30 $2,800.20 $2,856.20 

$2,980.10 $3,039.70 $3,100.50 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

5.4 Management and Admjnjstratjye Officers Allowances 

(a) Excepting vehicle, uniform, laundry, telephone, change of shift and meal allowances, allowances will be calculated to the nearest 10 cents 
with any amount in the result not exceeding 5 cents to be disregarded. 

(b) Any Change of shift al Iowa nee payable wi II be calculated to the nearest 5 cents. 

Allowance Rate Current Weekly Rate 

Shift Allowance 

Morning shift $26.40 

Afternoon shift $26.40 

Night shift $45.00 

Permanent night 
$56.20 shift 

Change of shift $45.00 

On Call - Mon to 
$20.70 Fri 

On Call - Public 
Holidays and all $41.60 
other times 

Meal Allowance 

After 1 hour of 
$10.70 shift 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946.1 

FFPPOA 1 July 2021 FFPPOA 1 July 2022 

$26.90 $27.50 

$26.90 $27.50 

$45.90 $46.80 

$57.30 $58.50 

$45.90 $46.82 

$21.10 $21.50 

$42.40 $43.30 

$10.91 $11 .13 

FFPPOA 1 July 2023 FFPPOA 1 July 2024 

$28.00 $28.60 

$28.00 $28.60 

$47.70 $48.70 

$59.60 $60.80 

$47.75 $48.71 

$22.00 $22.40 

$44.10 $45.00 

$11.35 $11.58 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Allowance Rate Current Weekly Rate 

After 4 hours of 
$8.70 shift 

After 5 hours on a 
$10.70 Sat, Sun or RDO 

After 9 hours on a 
$8.70 Sat, Sun or RDO 

Leave Loading Cap 

Leave Loading Cap 
(weekly salary $1,934.60 
exceeds) 

Leave Loading 
Amount (on 4 

$1,354.20 weeks annual 
leave 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946.1 

FFPPOA 1 July 2021 FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

$8.87 $9.05 $9.23 $9.42 

$10.91 $11.13 $11.35 $11.58 

$8.87 $9.05 $9.23 $9.42 

$1,973.29 $2,012.76 $2,053.01 $2,094.07 

$1,381.28 $1,408.91 $1,437.09 $1,465.83 

323 

f_p_n_329_



SCHEDULE 2: SALARIES AND ALLOWANCES 

5.5 

5.6 
Management and Admjnjstcative Officers c1assmcatjons - Roval Children's Hospital oolv 
The rates of pay of Employees within the below classifications will increase over the life of the Agreement as follows: 

(a) From the FFPPOA 1 July 2021 - 2% 

(b) From the FFPPOA 1 July 2022 - 2% 

(c} From the FFPPOA 1 July 2023 - 2% 

(d) From the FFPPOA 1 July 2024 - 2% 

5.7 The calculation of the above percentages shall be made to the nearest 10 cents with any amount in the result below 5 cents to be disregarded. 

Current Classification Current Weekly Rate 

Increase 

Grade 1 Level 1 $1,182.35 

Grade 1 Level 2 $1,230.80 

Grade 2 Level 1 $1,182.35 

Grade 2 Level 2 $1,230.80 

Grade 2 Level 3 $1,266.65 

Grade 2 Level 4 $1,304.60 

Grade 2 Level 5 $1,357.10 

Grade 3 Level 1 $1,304.60 

Grade 3 Level 2 $1,357.10 

Grade 3 Level 3 $1,397.80 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946-1 

FPPOA 1 July 2021 

2% 

$1,206.00 

$1,255.40 

$1,206.00 

$1,255.40 

$1,292.00 

$1,330.70 

$1,384.20 

$1,330.70 

$1,384.20 

$1,425.80 

FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

2% 2% 2% 

$1,230.10 $1,254.70 $1,279.80 

$1,280.50 $1,306.10 $1,332.30 

$1,230.10 $1,254.70 $1,279.80 

$1,280.50 $1,306.10 $1,332.30 

$1,317.80 $1,344.20 $1,371.10 

$1,357.30 $1,384.50 $1,412.10 

$1,411.90 $1,440.20 $1,469.00 

$1,357.30 $1,384.50 $1,412.10 

$1,411.90 $1,440.20 $1,469.00 

$1,454.30 $1,483.40 $1,513.00 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Current Classification Current Weekly Rate FPPOA 1 July 2021 FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

Increase 2% 2% 2% 2o/o 

Grade 3 Level 4 $1,439.75 $1,468.60 $1,497.90 $1,527.90 $1,558.40 

Grade 3 Level 5 $1,459.95 $1,489.20 $1,518.90 $1 ,549.30 $1,580.30 

Grade 4 Level 1 $1,439.75 $1,468.60 $1,497.90 $1,527.90 $1,558.40 

Grade 4 Level 2 $1,459.75 $1,489.00 $1,518.70 $1,549.10 $1,580.10 

Grade 4 Level 3 $1,503.80 $1,533.90 $1,564.60 $1,595.80 $1,627.80 

Grade 4 Level 4 $1,548.90 $1,579.90 $1,611.50 $1,643.70 $1,676.60 

Grade 4 Level 5 $1,618.00 $1 ,650.40 $1,683.40 $1,717.00 $1,751.40 

Grade 5 Level 1 $1,618.00 $1,650.40 $1 ,683.40 $1,717.00 $1,751.40 

Grade 5 Level 2 $1,687.25 $1 ,721.00 $1,755.40 $1,790.50 $1,826.30 

Grade 5 Level 3 $1,737.85 $1,772.60 $1,808.10 $1,844.20 $1,881 .10 

Grade 5 Level 4 $1,790.00 $1 ,825.80 $1,862.30 $1,899.60 $1,937.60 

Grade 5 Level 5 $1,815.55 $1,851.90 $1 ,888.90 $1,926.70 $1,965.20 

Grade 6 Level 1 $1,815.55 $1 ,851.90 $1 ,888.90 $1 ,926.70 $1,965.20 

Grade 6 Level 2 $1,860.45 $1,897.70 $1,935.60 $1,974.30 $2,013.80 

Grade 6 Level 3 $1 ,917.30 $1,955.70 $1,994.80 $2,034.70 $2,075.40 

Grade 6 level 4 $1,973.75 $2,013.20 $2,053.50 $2,094.60 $2,136.50 

--~---

SCHEDULE 2: SALARIES AND ALLOWANCES 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Current Classification Currant Weekly Rate FPPOA 1 July2021 FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

Increase 2% 2% 2% 2% 

Grade 6 Level 5 $2,002.10 $2,042.10 $2,083.00 $2,124.60 $2,167.10 

Grade 7 Level 1 $1,973.75 $2,013.20 $2,053.50 $2,094.60 $2,136.50 

Grade 7 Level 2 $2,002.10 $2,042.10 $2,083.00 $2,124.60 $2,167.10 

Grade 7 Level 3 $2,062.15 $2,103.40 $2,145.50 $2,188.40 $2,232.10 

Grade 7 Level 4 $2,123.95 $2,166.40 $2,209.80 $2,254.00 $2,299.00 

Grade 7 Year 5 $2,154.60 $2,197.70 $2,241.70 $2,286.50 $2,332.20 

Grade 8 Year 1 $2,154.60 $2,197.70 $2,241.70 $2,286.50 $2,332.20 

Grade 8 Year 2 $2,207.95 $2,252.10 $2,297.20 $2,343.10 $2,390.00 

Grade 8 Year 3 $2,274.20 $2,319.70 $2,366.10 $2,413.40 $2,461.70 

Grade 8 Year 4 $2,342.45 $2,389.30 $2,437.10 $2,485.80 $2,535.50 

Grade 8 Year 5 $2,377.75 $2,425.30 $2,473.80 $2,523.30 $2,573.80 

5.8 Management and Administrative Officers Anowances <BGH only) 
(a) Excepting vehicle, uniform, laundry, telephone, change of shift and meal allowances, allowances will be calculated to the nearest 10 cents 

with any amount in the result not exceeding 5 cents to be disregarded. 

(b) Any Change of shift al Iowa nee payable will be calculated to the nearest 5 cents. 

Allowance Rate Current Weekly Rate 

Shift Allowance 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L \344187946.1 

FFPPOA 1 July 2021 FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Allowance Rate Current Weekly Rate 

Morning shift $23.60 

Afternoon shift $23.60 

Night shift $47.30 

Permanent night 
$59.10 shift 

Change of shift $47.30 

On Call - Mon to Fri $20.70 

On Call - Public 
Holidays and .all $41.60 
other times 

Meal Allowance 

After 1 hour of shift $10.70 

After 4 hours of shift $8.70 

After 5 hours on a 
$10.70 Sat, Sun or RDO 

After 9 hours on a 
$8.70 Sat, Sun or RDO 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L \344187946.1 

FFPPOA 1 July 2021 FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

$24.10 $24.60 $25.00 $25.50 

$24.10 $24.60 $25.00 $25.50 

$48.20 $49.20 $50.20 $51.20 

$60.30 $61.50 $62.70 $64.00 

$48.25 $49.21 $50.20 $51.20 

$21.10 $21.50 $22.00 $22.40 

$42.40 $43.30 $44.10 $45.00 

$10.91 $11.13 $1'1.35 $1 1.58 

$8.87 $9.05 $9.23 $9.42 

$10.91 $11.13 $11.35 $11.58 

$8.87 $9.05 $9.23 $9.42 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Allowance Rate Current Weekly Rate 

Leave Loading Cap 

Leave Loading Cap 
(weekly salary $1,934.60 
exceeds) 

Leave Loading 
Amount (on 4 weeks $1,354.20 
annual leave 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946.1 

FFPPOA 1 July 2021 FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

$1,973.29 $2,012.76 $2,053.01 $2,094.07 

$1,381.28 $1,408.91 $1,437.09 $1,465.83 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

6. Allied Services Classifjcatjons 
6.1 The rates of pay of Employees within the below classifications will increase over the life of the Agreement as follows: 

(a) From the FFPPOA 1 July 2021 - 2% 

(b) From the FFPPOA 1 July 2022 - 2% 

(c} From the FFPPOA 1 July 2023 - 2% 

(d) From the FFPPOA 1 July 2024 - 2% 

6.2 The calculation of the above percentages shall be made to the nearest 10 cents with any amount in the result below 5 cents to be disregarded. 

6.3 Allied Services Staff 

Current Classification Previous Weekly Rate 

Increase 

Cook Employed Alone $950.60 

Diet Cook $950.60 

Dietary Supervisor $950.60 

Food and Domestic 
$900.70 Assistant 

Food Monitor $960.30 

Food Services Supervisor $1,160.00 

Other Cook $900.70 

All other Employees $900.70 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L \344187946.1 

FPPOA 1 July 2021 

2% 

$969.60 

$969.60 

$969.60 

$918.70 

$979.50 

$1,183.20 

$918.70 

$918.70 

FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

2% 2% 2% 

$989.00 $1,008.80 $1,029.00 

$989.00 $1,008.80 $1,029.00 

$989.00 $1,008.80 $1,029.00 

$937.10 $955.80 $975.00 

$999.10 $1,019.10 $1,039.50 

$1,206.90 $1,231.00 $1,255.60 

$937.10 $955.80 $975.00 

$937.10 $955.80 $975.00 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Current Classification Previous Weekly Rate 

Increase 

Gardener (Non-Trade) $930.50 

Gardener Trade $1,012.60 

General Services 
$1,160.00 Supervisor 

Handyperson (Unqualified) $900.70 

Handyperson Advanced $1,054.60 

Hospital Attendant $950.60 

Housekeeper $930.50 

Orderly/Cleaner $900.70 

Security Offlcer Grade 1 $984.10 

Security Officer Grade 2 $1,012.60 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L \344187946.1 

FPPOA 1 July 2021 FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

2% 2% 2% 2% 

$949.10 $968.10 $987.50 $1,007.20 

$1,032.90 $1,053.50 $1,074.60 $1,096.10 

$1,183.20 $1,206.90 $1,231.00 $1,255.60 

$918.70 $937.10 $955.80 $975.00 

$1,075.70 $1,097.20 $1,119.20 $1,141.50 

$969.60 $989.00 $1,008.80 $1,029.00 

$949.10 $968.10 $987.50 $1,007.20 

$918.70 $937.10 $955.80 $975.00 

$1,003.80 $1,023.90 $1,044.30 $1,065.20 

$1,032.90 $1,053.50 $1,074.60 $1,096.10 

I 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Current Classification PreviousWeekly Rate 

Increase 

Patient Services Assistant 
$950.60 Level1 

Patient Services Assistant 
$980.60 Level2 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946. 1 

FPPOA 1 July 2021 

2% 

$969.60 

$1,000.20 

FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

2% 2% 2% 

$989.00 $1,008.80 $1,029.00 

$1,020.20 $1,040.60 $1,061.40 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

6.4 Health and Amed Seryjces Allowances 
{a) Excepting vehicle, uniform, laundry, telephone, change of shift and meal allowances, allowances will be calculated to the nearest 1 O cents 

with any amount in the result not exceeding 5 cents to be disregarded. 

(b) Any Change of shift al Iowa nee payable will be calculated to the nearest 5 cents. 

Allowance Rate Current Weekly Rate FFPPOA 1 July 2021 FFPPOA 1 July 2022 FFPPOA 1 July2023 FFPPOA 1 July 2024 

Experience 
Payments 

After 1 year's 
$7.30 $7.40 $7.60 $7.70 $7.90 experience 

After 2 year's 
$14.40 $14.70 $15.00 $15.30 $15.60 experience 

After 3 year's 
$23.20 $23.70 $24.10 $24.60 $25.10 experience 

After 4 year's 
$24.60 $25.10 $25.60 $26.10 $26.60 experience 

Shift Allowance 

Morning shift $24.00 $24.50 $25.00 $25.50 $26.00 

Afternoon shift $24.00 $24.50 $25.00 $25.50 $26.00 

Night shift $60.70 $61.90 $63.10 $64.40 $65.70 

Permanent Night 
$69.60 $71.00 $72.40 $73.90 $75.30 Shift 

------ -
SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946.1 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Allowance Rate Current Weekly Rate 

Change of Shift $38.40 

Change of Roster $24.52 

On-Call Allowance $24.00 

Meal Allowance 

After 1 hour of Shift $15.10 

After 4 hours of Shift. $12.10 

After 5 hours on a 
$15.10 Sat, Sun or RDO 

After 9 hours on a 
$12.10 Sat, Sun or RDO 

Uniform Allowance 

Amount per day $2.04 

Amount per week $10.31 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946.1 

FFPPOA 1 July 2021 FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

$39.17 $39.95 $40.75 $41.57 

$25.00 $25.50 $26.00 $26.50 

$24.50 $25.00 $25.50 $26.00 

$15.40 $15.71 $16.02 $16.34 

$12.34 $12.59 $12.84 $13.10 

$15.40 $15.71 $16.02 $16.34 

$12.34 $12.59 $12.84 $13.10 

$2.08 $2.12 $2.16 $2.21 

$10.52 $10.73 $10.94 $11.16 
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SCHEDULE 2: SALARIES AND ALLOWANCES 

Allowance Rate Current Weekly Rate 

Laundry Allowance 

Amount per day $0.50 

Amount per week $2.43 

Interpreter Allowance 

NAA TI Accreditation 
Level2 

In their second year $10.50 

In their third year $36.60 

In their fourth year $63.10 

NAATI Accreditation 
Level1 

In their first year $104 

In their second year $132.10 

!n their third year $161.20 

In their fourth year $191.30 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L \344187946.1 

FFPPOA 1 July 2021 FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

$0.51 $0.52 $0.53 $0.54 

$2.48 $2.53 $2.58 $2.63 

$10.70 $10.90 $11.10 $11.40 

$37.30 $38.10 $38.80 $39.60 

$64.40 $65.60 $67.00 $68.30 

$106.10 $108.20 $110.40 $112.60 

$134.70 $137.40 $140.20 $143.00 

$164.40 $167.70 $171.10 $174.50 

$195.10 $199.03 $203.01 $207.07 

334 

f_p_n_340_



SCHEDULE 2: SALARIES AND ALLOWANCES 

Allowance Rate Current Weekly Rate 

First Aid Allowance $10.90 

SCHEDULE 2: SALARIES AND ALLOWANCES 

L\344187946.1 

FFPPOA 1 July 2021 

$11.10 

FFPPOA 1 July 2022 FFPPOA 1 July 2023 FFPPOA 1 July 2024 

$11.30 $11.60 $11.80 
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SCHEDULE 2B: Transitional Paycodes 

Current Previous rate FPPOA 1 July 2021 FPPOA 1 July 2022 FFPPOA. 1 July 
classification 2023 

RPNGRADE7 $3,483.60 
(Preserved) YEAR 

$3,588.10 $3,695.70 $3,806.70 

Current Current 
Comm FFPPOA 1 

Comm FFPPOA 1 
Comm FFPPOA 1 

Comm Classification Weekly Rate 

Increase 

RPNGRADE 
$3,458.40 $622.50 7 (Preserved) 
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July2021 

3% 

$3,562.20 

July2022 July2023 

3% 3% 

$641.20 $3,669.00 $660.40 $3,779.10 $680.20 

FFPPOA 1 July 
2024 

$3,863.70 

FFPPOA1 
Comm July 2024 

3% 

$3,892.50 $700.60 
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SCHEDULE 3: ROLE STATEMENT- MENTAL HEALTH CLINICAL 
EDUCATOR 

1.1 Background 

A Statewide framework for the training and development of the psychiatric nursing workforce has been agreed an implemented as part of the 2000 Psychiatric 
Services Enterprise Bargain Decision. 

A Statewide Education Training and Development Reference Group has been established and is responsible for overseeing the implementation of a 
Professional Development Package. 

The following role statement for a RPN4 Clinical Educator forms a key component of the professional development package. The role is expected to focus 
primarily on work in acute adult, acute CAMHS and acute aged inpatient services. 

1.2 Role: 

The role will provide professional supervision and support to ensure the effective delivery of quality clinical services and increased knowledge and skills of 
staff. The role will not carry a clinical caseload. 

1.3 Scope: 

The role will be responsible for ensuring that all psychiatric nursing staff working in acute inpatients units including child and adolescent, adult and aged have 
access to adequate and appropriate clinical supervision and support. 

1.4 Accountability: 

The Clinical Educator RPN4 reports to the Senior Psychiatric Nurse and is expected to work collaboratively with the inpatient unit manager. The role Is 
ultimately accountable to the Mental Health Service Manager. 

1.5 Core Functions: 

It is intended that this role undertake the following key tasks: 

(a) Provide professional support education, training and supervision to inpatient psychiatric nursing staff. 

(b) Monitor and advise on standards of psychiatric nursing practice within an inpatient unit and develop strategies to meet identified needs. 

(c) Identify models of best practice in psychiatric inpatient nursing and assist in their implementation. 

(d) Facilitate preceptorship of student nurses, graduate and post graduate nurses on the inpatient unit. 

(e) Participate in the development and implementation of a professional psychiatric nursing development program for the inpatient unit. 
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(f) Participate in the development and implementation of refresher, re-entry to practice and supervised practice programs within the inpatient 
unit. 

(g) Assist psychiatric nurses in the development of individual professional development plans. 

(h) Contribute to quality improvement and research activities focused on further developing best practice acute inpatient psychiatric nursing. 

(i) Participate in education and staff development committees and reference groups as required. 

2. Role statement - Psychiatric Nurse Consultant RPN5 

2.1 Background 

A Statewide framework for the training and development of the mental psychiatric nursing workforce was agreed and implemented as part of the 2000 
Psychiatric Services Enterprise Bargain Decision 

A Statewide Education Training and Development Reference Group has been established and is responsible for overseeing the implementation of a 
Professional Development Package. 

The following role statement for a RPN5 Nurse Consultant forms a key component of the professional development package. 

2.2 Role 

The role will be responsible for the coordination and implementation of education; training and professional development programs for psychiatric nurses. The 
role will not carry a clinical caseload. 

2.3 Scope 

The role will address psychiatric nurse education, training and development across the service. 

2.4 Accountability 

The Psychiatric Nurse Consultant RPN5 reports to the Senior Psychiatric Nurse for the service and is expected to work collaboratively with other senior 
nurses and program managers. The role is ultimately accountable to the Mental Health Service Manager. 

2.5 Core Functions 

This role is to undertake the following key tasks: 

(a) Provide leadership in the provision for psychiatric nursing education, training and professional development program delivery, including: 

(i) Graduate year nursing programs, undergraduate and postgraduate psychiatric nursing; 

(ii) Core competency training packages; 

(iii) Specialised training packages 

(iv) Re entry, Refresher and Supervised Practice Programs 
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(v) Clinical Supervision 

(b) Provide professional support to the RPN4 Clinical Educator. 

(c) Undertake quality improvement activities. 

{d) Be accountable for programs being conducted within the allocated psychiatric nurse training and professional development budget. 

(e) Contribute to development of a psychiatric nurse performance review system and participate in the design and delivery of staff 
development programs arising as a consequence. 

(f) Represent psychiatric nursing education, training and professional development issues on service wide committees. 

{g) Assist in establishment of and participate in a reference group with other RPN5 Psychiatric Nurse Consultants. 

3. Role Statement - Senior psychiatric nurse RPNG/7 

3.1 Background 

A Statewide framework for the training and development of the psychiatric nursing workforce has been agreed and implemented as part of the 2000 
Psychiatric Services Enterprise Bargain Decision. 

A Statewide Education Training and Development Reference Group has been established and is responsible for overseeing the implementation of a 
Professional Development Package. 

3.2 Role 

The role will ensure the provision of professional supervision and support to psychiatric nurses to ensure the effective delivery of quality clinical services and 
increased knowledge and skills of staff. The role is not expected to carry a clinical caseload. 

3.3 Scope 

The role will address psychiatric nurse education, training and development across the service. 

3.4 Accountability 

The Senior Psychiatric Nurse reports to the Mental Health Service Manager. 

3.5 Core Functions 

This role is to undertake the following key tasks: 

(a) Provide psychiatric nursing leadership within mental health service. 

(b) Responsible for overall development and implementation of training and development strategy for psychiatric nursing workforce. 

(c) . Ensure best practice standards on psychiatric nursing within the defined service. 

(d) Develop and promote quality improvement activities and research. 
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(e) Develop and implement strategies addressing workforce planning and development issues in consultation with service managers and in 
accord with the agreed staffing plan for the service. 

(f) Represent the psychiatric nursing workforce within and to the management of the mental health service and the management of the 
broader health service within which psychiatric services are delivered. 

(g) Advance the utilisation of psychiatric nurse research outcomes into clinical best practice and standards. 

(h) Supervise RPN 4 Clinical Educator and RPN5 Psychiatric Nurse Consultants employed within the service. 
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SCHEDULE 4 : PCNS AND RPN 2 ADVANCED 
APP LI CATION PROCESS 

1. Application process to be classified to RPN 2 psychiatric clinical nurse specialist (PCNS) 
and RPN 2 advanced. 

2. For applications for the classification of RPN 2 PCNS or RPN 2 Advanced the following is to 
apply: 

(a) Each Employer will arrange, at regular times and not less than four occasions per 
year, for the calling of applications for classification to RPN 2 PCNS or RPN 2 1 
Advanced. This information is to be permanently available to Psychiatric Nursing 
staff. All applications are to be considered on merit against the criteria. 

(b) Prospective applicants are encouraged to discuss RPN 2 PCNS or RPN 2 
Advanced position with their Unit Manager prior to submitting an application. 
Written application is to be made to the Unit Manager. 

(c) Interviews may be conducted by a Psychiatric Nursing panel of no more than three 
and will include the Unit Manager, Associate Nurse Unit Manager or Psychiatric 
Nurse Consultant and one other. The decision to conduct formal interviews or not 
will be at the discretion of the Employer. However, no application will be refused 
solely on the basis that an interview was not conducted. 

(d) Some Employers (for example, where service delivery is similar across the facility) 
may wish to operate with an 'umbrella' committee for the purpose of interviews. 

(e) The successful applicant will be notified in writing within seven days. The pay 
office will be informed of the new classification at the same time, with 
implementation to occur from the next pay period. 

(f) If the applicant is unsuccessful, the applicant will be notified of the outcome within 
seven days and an explanation will be given as to the reasons for the decision and 
may, at the Employee's request, also include suggestions for a professional 
development plan. 

(g) Each Employer will implement an appeal process. The appeal is to be lodged by 
the applicant with the Unit Manager within two weeks of receiving the rejection 
letter and heard by the Appeal Committee within four weeks. 

(h) An independent appeal panel comprised of RPNs will be convened, from any of 
the following or their nominees: 

{i) The Mental Health Program Director howsoever titled; 

(ii) The Senior Psychiatric Nurse; 

(iii) Nurse Unit Manager; 

(iv) An RPN 2 PCNS or RPN 2 Advanced or other nominee as appropriate. 
The appeal panel shall not include any person involved in the making of 
the original decision. 

3. Any requirement to continue to meet the Psychiatric Clinical Nurse Specialist criteria (as set 
out in 99.13) will occur during rostered time. 

4. Transfer of PCNS/RPN 2 Advanced Status where a person appointed as a PCNS/RPN2 
Advanced by an Employer commences employment with another Employer within the same 
specialty, the new Employer will: 

(a) advise the PCNS/RPN2 Advanced of the next advertisement period referred to in 
99.13; and 

SCHEDULE 4: PCNS AND RPN 2 ADVANCED APPLICATION PROCESS 

L \344187946.1 341 

f_p_n_347_



SCHEDULE 4: PCNS AND RPN 2 ADVANCED APPLICATION PROCESS 

(b) where an application is made for the next advertisement period and is successful, 
the employee will be paid as a PCNS/RPN2 Advanced back to the date of 
commencement in the new role. 

Nothing in this sub-clause compels an Employee to make an application. 
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SCHEDULE 5: CLASSIFICATION DEFINITIONS APPLYING TO HEALTH PROFESSIONALS 

SCHEDULE 5: CLASSIFICATION DEFINITIONS 
APPL YING TO HEAL TH PROFESSIONALS 

1. Classification definitions - UG1 definitions (alphabetical order) 

1.1 Art Therapy 

(a} Art Therapist Grade 1 

(i) An Employee who has completed a tertiary degree or an equivalent 
qualification in the field of art therapy or such course recognised by the 
Australian and New Zealand Arts Therapy Association as being 
equivalent. 

(ii) An Employee at this Grade works on routine tasks within the scope of 
practice for their profession, consulting with a more experienced 
Employee when problems arise or when dealing with matters they are 
unfamiliar with; and 

(iii) Is able to work with students. 

(b) Art Therapist Grade 2 

(i) An Art Therapist Grade 2 is an Employee required to undertake 
additional duties/responsibilities to a Grade 1, for example: 

(ii) Supervising and training students 

{iii) Supervising staff including clinical supervision of Grade 1 Employees 

(iv) Performing work which requires special knowledge or depth of 
experience 

(v) Being required to take charge of a section of a department 

(vi) Holding an equivalent position at a smaller establishment such as a day 
hospital/centre, nursing home or community health centre. 

1.2 Music Therapy 

(a) Music Therapist Grade 1 (Qualified) 

An Employee employed as such with a tertiary degree or an equivalent 
qualification in the field of music therapy or such course recognised by the 
_Australian Music Therapy Association as being equivalent. 

(b) Music Therapist Grade 2 

A Music Therapist who is required to undertake additional responsibilities, for 
example: 

(i) teaching Music Therapy students; 

(ii) being required to take charge of a Music Therapy section of the therapy 
department; or 

(iii) holding an equivalent position at a smaller establishment, such as a day 
hospital/centre, nursing home or community health centre. 

1.3 Occupational Therapy 

(a) Occupational Therapist Grade 1 (Qualified) 

An Employee employed as such who holds a Bachelor of Applied Science 
(Occupational Therapy) or equivalent or who is a graduate of an Occupational 
Therapy Training Centre recognised by both or either of the Australian Association 
of Occupational Therapists Victoria and the World Federation of Occupational 
Therapists. 
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(b) Occupational Therapist Grade 2 

An Occupational Therapist who is required to undertake additional responsibilities, 
for example: 

{i) teaching Occupational Therapy students; or 

(ii) is required to take charge of a section of the Occupational Therapy 
Department; or 

(iii) holds an equivalent position at a smaller establishment, such as a day 
hospital/centre, nursing home or community health centre. 

1.4 Physiotherapy 

(a) Physiotherapist Grade 1 (Qualified} 

An Employee employed as such holding a Degree or Diploma approved by the 
Physiotherapy Registration Board of Victoria for registration. 

(b) Physiotherapist Grade 2 

A Physiotherapist who is required to undertake additional responsibilities, for 
example: 

(i) teaching Physiotherapy students; or 

(ii) perform work which requires special knowledge and depth of experience 
in any one or more of the following: neurosurgery, surgical thoracic, 
plastic surgery, cerebral palsy, traumatic spinal cord lesions; or 

(iii) is required to take charge of a section of the Physiotherapy Department; 
or 

(iv) holds an equivalent position at a smaller establishment, such as a day 
hospital/centre, nursing home or community health centre. 

1.5 Play Therapist 

(a) Play Therapist Grade 1 (qualified) 

Any person who holds a Bachelor's degree in Early Childhood Studies, Bachelor 
ofTeaching (Primary) or other Bachelor qualification as recognised by the 
Australasian Association of Hospital Play Therapists. 

(b) Play Therapist Grade 2 

A Play Therapist appointed to the grade with additional responsibilities, including: 

(i) supervising Play Therapy staff (qualified and/or unqualified); 

(ii) supervising/teaching of play therapist students; 

(iii) is in charge of a section of the Play Therapy Department, or holds an 
equivalent position at a small establishment, such as a day 
hospital/centre, nursing home or community health service; 

(iv) performs work which requires special knowledge and depth of 
experience; 

{v) client and group program supervision and/or evaluation; 

(vi) research/case studies; 

1.6 Recreation Therapy 

(a) Recreation Therapist Grade 1 (Qualified) 

An Employee employed as such with a degree or equivalent in Recreation or 
Physical Education or equivalent. 

(b) Recreation Therapist Grade 2 
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A Recreation Therapist required to undertake additional responsibilities, for 
example: 

(i) teaching Recreation Therapy students; or 

(ii) required to take charge of a recreation therapy section of the therapy 
department: or 

(iii) holds an equivalent position at a smaller establishment, such as a day 
hospital/centre, nursing home or community health centre. 

1.7 Social Work 

(a) Social Worker Grade 1 (Qualified) 

An Employee employed as such whose qualifications make him or her eligible for 
membership of the Australian Association of Social Workers and who is formally 
employed as a Social Worker. 

(b) Social Worker Grade2 

A Social Worker who is required to undertake additional responsibilities, for 
example: 

(i) teaching Social Work students; or 

(ii) is required to perform work which requires special knowledge and depth 
of experience in any one or more of the following: 

A. individual and family and/or group practice; or 

B. program development and management; or 

C. research evaluation; 

(iii) is required to take charge of a section of the Social Work Department. 

1.8 Speech Pathology 

(a) Speech Pathologist Grade 1 (Qualified} 

An Employee employed as such holding a Bachelor of Applied Science in Speech 
Pathology or an equivalent qualification as recognised by Speech Pathology 
Australia. 

(b) Speech Pathologist Grade 2 

A Speech Pathologist who is required to undertake additional responsibilities, for 
example: 

(i) supervising Speech Pathology students; or 

(ii) is required to take charge of a section of the Speech Pathology 
Department; or 

(iii) holds an equivalent position at a smaller establishment, such as a day 
hospital/centre, nursing home or community health centre. 

1.9 General Definitions 

(a) Senior Clinician (Grade 3) 

An Art Therapist, Physiotherapist, Occupational Therapist, Speech Pathologist, 
Social Worker, Music Therapist, and Recreation Therapist with at least 7 years' 
experience, possessing ~pecific knowledge in a branch of the profession and 
working in an area that requires high levels of specialist knowledge as recognised 
by the Employer. 

A Senior Clinician, Grade 3, may also be required to undertake administrative 
work and/or manage/supervise staff. 
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Parameters of this position would include some of the following: consultative role, 
lecturing in their clinical speciality, teaching under graduates and/or post~graduate 
students and providing education to staff from other disciplines. 

In addition to other descriptors, a Grade 3, Senior Clinician, however characterised 
in a community health or similar setting can manage multidisciplinary and/or 
discipline specific health professional staff and/or other staff. 

(b) Grade 4 Allied Health 

An Art Therapist, Physiotherapist, Occupational Therapist, Speech Pathologist or 
Social Worker with at least 10 years' postgraduate experience, who holds 
significant educational, administrative and managerial responsibilities as 
designated by the Employer and is at a supervisory level in one or more of the 
specific branches of the discipline which require extensive specialised knowledge 
and performance. Other responsibilities would include management of the 
department's clinical teaching, research program or quality assurance programme. 
This role may manage/supervise staff within a program and may report to a 
Chief/Director/Manager of Allied Health or similar, however characterised, as 
required by the organisation. 

An Employer is not obliged to employ to the Grade 4 Allied Health classification 
unless the work described by this classification is required by the Employer to be 
undertaken by the Employee. 

(c) Allied Health Grade 4/Clinical Educator (Department of 25 or more) 

A Physiotherapist, Occupational Therapist, Speech Pathologist or Social Worker in 
a large or multi-campus department with at least 10 years' postgraduate 
experience, who is required to undertake significant educational, administrative and 
managerial responsibilities and is at a supervisory level in one or more of the 
specific branches of the discipline which require extensive specialised knowledge 
and performance. Other responsibilities would include management of the 
department's clinical teaching, research program or quality assurance programme. 
An Employer is not obliged to employ to the Grade 4 Allied Health/ Clinical 
Educator classification unless the work described by this classification is required 
by the Employer to be undertaken by the Employee. 

(d) All other Deputy Chief Positions 

An Employee qualified in the profession and required to assist and to deputise for 
· the Chief where the Chief is classified at Grade 2 or higher. 

(e) All Other Chief Positions 

An Employee who is required to undertake responsibility for the organisation of 
the department and the supervision of staff and /or to manage a service wide 
program and who has responsibility for budgets, management of staff, clinical and 
service outcomes in the program, provision of professional leadership and 
guidance of staff. 

An Employee classified in a Chief position may be responsible for a program 
across a number of sites, or be responsible for a multi disciplinary health 
professional structure across a number of sites or a large department/ program for 
a single professional stream. 

Full time professional in the Chlef and Deputy classifications is the effective full 
time (i.e. divide the number of hours regularly worked by the health professionals 
that report to the Chief /Deputy and divide by 38 to derive the effective full time). 

(f) Chief Grade 1 

An Employee in charge of 1-5 full-time professionals and/or other Employees 
totalling at least 6 in number. 

(g) Chief Grade 2 
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An Employee in charge of 6-14 full-time professionals and/or other Employees 
totalling at least 15 in number. 

(h) Chief Grade 3 

An Employee in charge of 15-24 full-time professionals and/or other Employees 
totalling at least 26 in number. 

(i) Chief Grade 4 

An Employee in charge of 25-39 full-time professionals and/or other Employees 
totalling at least 28 in number. 

U) Chief Grade 5 

An Employee in charge of 40 and over full-time professionals and/or other 
Employees totalling at least 46 in number. 

2. Classification definitions - Other definitions 

2.1 Child Psychotherapy 

An Employee employed as such with a relevant tertiary qua I ification and eligible for 
membership of the Victorian Child Psychotherapists Association Inc. 

(a) Level 1 - Child Psychotherapist 

(i) Holds a basic bachelor degree in Occupational Therapy, Psychology or 
Social work and has at least two years post graduate clinical experience 
in a child mental health setting as a pre-requisite for acceptance into 
Psychotherapy training. 

(ii) Is undertaking a recognised post-graduate study as a Psychotherapist. 

(iii) Provides a clinical service under supervision. Provided further that an 
Employee classified at level 1 shall have their years of service 
recognised one, two or three years Jn advance if the Employee holds an 
Honours, Masters or Doctorate respectively. 

(b) Level 2 - Qualified Child Psychotherapist 

(i) Has completed a post-graduate course of study in Psychotherapy. 

(ii) Provides a clinical service. 

(c) Level 3 • Senior Child Psychotherapist 

An Employee who is required to: 

(i) provide a specialist clinical service; 

(ii) teach and supervise Employees on a recognised Psychotherapy training 
program; 

(iii) provide a Psychotherapy component to the Child and Family Psychiatry 
Department's Continuing Education Program; 

(iv) accept responsibility for a clinical consultation service to professional 
staff within and external to the hospital. 

(d) Level 4 - Principal Child Psychotherapist 

(i) Holds a basic bachelor degree in an appropriate field. 

(ii) Has at least 5 - 6 years' clinical experience since completing a post­
graduate course in Psychotherapy. 

(iii) Is expected to ensure and maintain the provision of a high professional 
standard of specialised psychotherapy service delivery. 

(iv) Is responsible and accountable for the administration of a psychotherapy 
unit within an organisation. 
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(v) ls responsible for formulating and implementing policies for the 
psychotherapy discipline in consultation with the Professor/Director of 
the Department of Child and Family Psychiatry. 

(vi) Is responsible for the clinical supervision of qualified psychotherapy staff. 

(vii) Holds major training responsibilities in one or more of the Psychotherapy 
Training Schools. 

(viii) Is responsible for initiating and conducting relevant research. 

2.2 Welfare Work 

Welfare Work within Social and Community Service includes: 

• information collection and provision related to benefits and services and 
community resources available to clients; 

• assistance in the resolution of specified problems; 

• supportive counselling to clients without complex personal problems; 

• direct service provision and care for people in residential settings, day and 
occasional care settings; 

• referral and liaison to other professionals and agencies; 

• community work including the organising of community facilities to meet gaps in 
services or developing community interest and action in providing for social 
welfare needs. · 

(a) Qualified Welfare Worker 

{i) An Employee working in the field of social and community service who is 
qualified from a tertiary institution after two years' study (one year if 
admission age is 21 years or over) including major studies in welfare 
work. 

(ii) Provided that an Employee covered by this classification may, by way of 
practical experience in welfare work or related areas of employment, be 
recognised by notice in writing by their Employer as coming within the 
scope of this definition. 

(b) Welfare Worker Class I 

(i} All qualified Welfare Workers, who are required to perform their duties 
under supervision. 

(ii) A sole Welfare Worker with less than twelve months' experience shall be 
paid during his/her first twelve months at the rate of Welfare Worker 
class I, year 4. 

(c) Welfare Worker Class II 

All qualified Welfare Workers, who are required to undertake some administrative 
responsibility, including: 

(i) a Welfare Worker who is required to take charge of an agency or 
department, with a staff of up to 3 workers covered by the Determ1nation, 
or with a staff of at least one worker covered by the Determination and 
other Employees, totalling at least 6 in number, who are employed as 
part of the permanent establishment on a regular monthly contract of 
employment of at least the normal full-time ordinary hours of such 
agency or department; 

(ii) a sole Welfare Worker who shall have a minimum of twelve months' 
experience (although this condition may be waived by mutual agreement 
between the Employer and Employee); 
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(iii) a Welfare Worker who is required to be responsible for a major activity or 
group of activities within an Agency or department; or 

(iv) a Welfare Worker appointed as a Deputy to a Welfare Worker Class Ill. 

(d) Welfare Worker Class Ill 

All qualified Welfare Workers who are required to: 

(i) take charge of an Agency or Department with a staff of more than 3 and 
up to 7 workers, covered by the Determination, or with a staff of at least 
two workers covered by the Determination, plus other Employees 
totalling 12 in number, who are employed as part of the permanent 
establishment on a regular monthly contract of employment of at least 
the normal full-time ordinary hours of such Agency or Department; 

(ii) a Welfare Worker who acts as a Deputy to a Welfare Worker Class IV; 

(iii) a Welfare Worker in a position which requires special skill and 
experience and where the responsibilities are mutually agreed by the 
Employer and Employee to be equal to those of a Welfare Worker 
appointed under (i) hereof. 

(e) Welfare Worker Class IV 

(f) 

All qualified Welfare Workers who are required to undertake senior adminis1rative 
responsibilities including: 

(i) a Welfare Worker in charge of an Agency or Department with a staff of 8 
or more Employees, covered by the Determination, or with a staff of at 
leas16 Employees covered by the Determination, plus other Employees 
totalling at least 13 in number who are employed as part of the 
permanent establishment on a regular monthly contract of employment 
of at least the normal full-time ordinary hours of such Agency or 
Department 

(ii) any Welfare Worker employed in a position the responsibilities of which 
are mutually agreed by the Employer and 1he Employee to be equal to 
1hose of a Welfare Worker employed under (a) hereof. 

Provided that where an Employee under clause 107.5 is reclassified by their 
existing Employer from class I to class II or class II to class 111, the following shall 
apply: 

(i) 

(ii) 

(iii) 

A Welfare Worker (qualified) class I, year 7 and thereafter appointed to 
class ll shall be paid at the class ll, year 4 and thereafter rate: 

A Welfare Worker (qualified) class I, year 6 appointed to class II shall be 
paid at the class Ill, year 3 rate; 

A Welfare Worker (qualified) class l, year 5 appointed to class II shall be 
paid at the class II, 2nd year rate; 

(iv) A Welfare Worker (qualified) class II, year 4 and thereafter appointed to 
class Ill shall be paid at the class Ill, year 2 rate. 

(g) For the purposes of Schedule 5, clause 2.2,'yearly increments are based on years 
of full-time practical experience or service or part-time equivalent service in the 
performance of welfare work. 
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2.3 Community Development Work 

Community means a group defined in geographical, cultural, economic, social, 
demographic, special interest, and/or political terms and is deemed to include those based 
on gender, race, ethnicity, disability, workplace, residence or age and may be self defined; 

Community Development Work means working with a community to address issues, 
needs and problems for that community through facilitating collective solutions, by the use of 
one or more of the following: 

• research and analysis of community issues, needs or problems; 

• development and maintenance of community resources; 

• community organisation; 

• development, maintenance and evaluation of community programs; 

• community policy development, interpretation and implementation; 

• community planning; 

• representation, advocacy, negotiation and mediation within and between 
communities, agencies, institutions and government; 

• development and maintenance of networks; 

• liaison with community groups, other workers and professional, agencies and 
government; 

• development and transfer of skills and knowledge in community organisation, 
community education, advocacy, resource development, cultural awareness and 
other relevant areas, within the community; 

• public and community education and public relations; 

• preparation and distribution of written, audio-visual and other material as required; 

• administrative tasks associated with the maintenance of 'community' projects 
including preparation of submissions, reports of financial documentation; 

• assisting individual members of a community in relation to other professionals, 
institutions, community agencies, government and other bodies; 

• community campaign development and organisation, but excluding the 
predominant use of direct service delivery to clients, individual casework and 
counselling. 

(a) Community Development Worker 

Any person (however titled) carrying out Community Development Work in: 

(i) community or neighbourhood houses and learning centres; 

(ii) community housing or tenant's rights services or projects; 

(iii) equal opportunity or affirmative action projects; 

(iv) women's service or projects; 

(v) disabilities rights projects and services for people with disabilities: 

(vi) community financial counselling services, community legal services, 
social justice services or projects, community health and occupational 
health and safety projects; 

(vii) self-help groups or projects; 

(viii) environmental action groups or projects; 

(ix} community information projects or services; 

(x) community arts, writing, theatre or other cultural projects: 
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(xi) international aid agencies or projects; or 

(xii) any agency, group, project or service including the following; 

A. aboriginal community workers, including Aboriginal Health 
Liaison Officers; 

B. ethnic community workers (however titled), including Ethnic 
health workers; or 

C. community education officers. 

(b) Qualified Community Development Worker 

(i) An Employee engaged in Community Development Work who holds a 
post-secondary qualification in Community Work, Community Education 
Multicultural or Ethnic Studies, Aboriginal Studies, Urban S1udies, 
Community or Welfare Administration (all however titled) or a related and 
relevant post secondary qualification from a post-secondary educational 
institution. 

(ii) For the purposes of this clause 2.3, post-secondary qualifications in 
Social Work, Welfare Work and Youth Work {however titled) are 
recognised as relevant qualifications. 

(iii) An Employee may, through practical experience and skills in Communi1y 
Development Work, or rela1ed areas of employment, be recognised by 
notice in writing by the Employer as coming within the scope of this 
definition. 

(iv) An Indigenous Community Worker who has participated in relevant short 
courses of training in the practical skills of community development work 
is deemed to be a Qualified Community Development Worker when 
engaged in Community Development Work with or within their 
'Indigenous Community'. 

{c) Indigenous Community Development Worker 

An Employee who has: 

(i) direct life experience in and as a member of a particular 'community' (as 
defined) from which 1he Employee is drawn and in which they are 
working; 

(ii) knowledge, skills and experience of the culture in which they belong; 

(iii) fluency in 1he community language/s (where relevant). 

(d) An 'Indigenous Community Development Worker' includes an Aboriginal worker 
working with an Aboriginal Community, an Ethnic Worker working with the relevant 
Ethnic Community and a Self-Help Worker employed to work with the Self-Help 
community from which they came. Community Development Worker Class I 

(i) All persons who are performing Community Development Work under the 
direct supervision of more experienced community development workers 
who must be based in 1he same workplace as the persons being 
supervised. 

(ii) A qualified Community Development Worker with less than twelve 
months' experience who is being supervised by a more experienced 
qualified Community Development Worker shall commence at the rate of 
class I, year 2, unless the supervised worker is a qualified Social Worker 
or holds a post-graduate qualification in Community Development Work 
(as defined) in which case the worker will commence at the rate of class 
I, year 4. 

(iii) A Community Development Worker under direct supervision who has 
administrative responsibilities shall commence at not less than class J, 
year 3, notwithstanding any of the above commencement rates. 
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(e) Community Development Worker Class II 

(i) An Employee who is performing Community Development Work and who 
is not working under the direct supervision of a more experienced 
community development worker and includes a sole community 
development worker employed in a workplace or one who has 
unsupervised administrative responsibilities. 

(ii) A qualified Community Development Worker cannot be supervised by a 
less experienced unqualified or qualified community development worker 
and must be paid as class II Community Development Worker at the 
appropriate qualification level (as defined). 

(iii) A qualified Welfare Worker {as defined) performing community 
development work without direct supervision shall commence at not less 
than class ll(a), year 3. 

{iv) An Indigenous Community Development Worker (as defined) working 
without direct supervision shall commence at not less than class ll(a), 
year 3. If an Indigenous Community Development Worker does possess 
a qualification (as defined) they shall commence at a level not less than 
that defined for the qualification possessed. 

(v) A qualified Youth Worker (as defined) performing community 
development work without direct supervision shall commence at not less 
than class ll(a), year 5. 

(vi) A sole Community Development Worker employed in a workplace or a 
community development worker performing outreach community 
development work shall commence at not less than class ll(a), year 5. 

(vii) A Community Development Worker who is performing social research 
shall corn mence at not I ess than class 11( a), year 7 unless the worker 
possesses a social work qualification or a post-graduate qualification in 
community development work or a qualification in social or behavioural 
sciences, in which case the worker shall commence at no less than the 
level defined for these qualifications. 

(viii) A Community Development Worker working without direct supervision 
who possesses a qualification in community development work other 
than a post-graduate qualification shall commence at not less than class 
ll(a), year 7. 

(ix) A Community Development Worker with a tertiary qualification in the 
social and behavioural sciences shall commence at not Jess than class 
ll(a), year 7. 

(x) A qualified Social Worker or Community Development Worker holding a 
post-graduate qualification in community development work performing 
community development work shall be employed at the classification 
class ll(b). 

(xi) A Community Development Worker engaged in policy development or 
policy advice shall commence at not less than class ll(b), year 1. 

(xii) A Community Development Worker engaged in community education or 
community training programs shall commence at not less than class ll(b}, 
year 1. 

(xiii) A qualified Social Worker shall commence at not less than class ll(b), 
year 1. 

(xiv) A qualified Community Development Worker with a post-graduate 
qualification shall commence at not less than class ll(b}, year 2. 

(f) Community Development Worker Class Ill 

SCHEDULE 5: CLASSIFICATION DEFINITIONS APPL YING TO HEAL TH PROFESSIONALS 

L\344187946.1 352 

f_p_n_358_



SCHEDULE 5: CLASSIFICATION DEFINITIONS APPLYING TO HEAL TH PROFESSIONALS 

All persons performing Community Development Work who are required to provide 
direct supervision of other community development workers, administrative or 
support workers. A community development worker employed in a position which 
requires special skill and experience and where the responsibilities are mutually 
agreed by the Employer and Employee to be equal to those of a Community 
Development Worker Class Ill may be employed as such. 

For the purposes of this clause 2.3, yearly increments are based on years of full­
time practical experience or service or part-time equivalent in the performance of 
community development work. 

2.4 Health Information Management 

{a) Health Information Manager Grade 1 (Qualified) 

An Employee employed as such who has passed examinations qualifying him/her 
for admission as a full graduate of the Health Information Management 
Association of Australia. 

(b) Health Information Manager Grade 2 

A Health Information Manager who is required to undertake additional 
responsibilities, for example: 

(i) responsibility for clinical trial/data management at recognised trials 
including national and international trials; or 

(ii) being required to take charge of a department where no other Health 
Information Manager is employed; or 

(iii) being required to perform work which requires special knowledge and 
depth of experience: or 

(iv) holding an equivalent position at a smaller establishment, such as a day 
hospital/centre, nursing home or community health centre. 

(c) Health Information Manager Grade 3 

A Health Information Manager with at least 7 years post graduate experience, 
possessing extensive knowledge in one or more specific branches of the 
profession, with a proven record in teaching and/or research, and working in an 
area that requires high levels of specialised knowledge and performance. Areas 
of specialty may include casemix analysis and clinical costing, specialised 
information technology software development and/or application, provision and/or 
supervision of services across a number of different (geographically or by service 
type) facilities, coordination of a Clinical Trials service and/or Quality Assurance 
project work. 

Parameters for this position may include some of the following: consultative role, 
specialised project work, lecturing in their clinical speciality, teaching 
undergraduate and/or post graduate students, and providing supervision and 
education to other Health Information Managers and staff from other disciplines. 

2.5 Health Information Manager Chief Positions 

(a) Chief HIM Grade 1 

An Employee in charge of 1-5 full time health information managers and/or other 
Employees totalling at least 6 in number. 

(b) Chief HIM Grade 2 

An Employee in charge of 6-14 full time health information managers and/or other 
Employees totalling at least 15 in number. 

{c) Chief HIM Grade 3 

An Employee in charge of 15-24 full time health information managers and/or 
other Employees totalling at least 26 in number. 
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(d) Chief HIM Grade 4 

An Employee in charge of 25-39 full time health information managers and/or 
other Employees totalling at least 28 in number. 

( e) Chief HIM Grade 5 

An Employee in charge of 40 and over full time health information managers 
and/or other Employees totalling at least 46 in number. 

2.6 Youth Worker 

Youth work means working with or for young people towards their personal and social 
development during their transition from childhood to adulthood, by use of one or more of 
the following functions, and shall include: 

• collection and distribution of materials and information pursuant to their 
development and need; 

• assistance in the resolution of specific problems; 

• provision of activities and facility management for leisure time; 

• liaison with and referral to other professionals and agencies; 

• supportive counselling to young people with personal problems or those 
confronting crisis; and 

• coordination of activities or facilities for the development of independent living 
skills. 

(a) Qualified youth worker 

(i) An Employee engaged in youth work (as defined) who holds a Diploma 
in Youth Studies (however titled) or a related tertiary qualification which 
requires at least three years study at a university or college of advanced 
education with a major in the group dynamics and behavioural s1udies 
area. 

(ii) Provided tha1 an Employee may, by way of practical experience in youth 
work or related areas of employment, be recognised by notice in writing 
by their Employer as coming within the scope of this definition. 

2.7 Lived Experience Worker classification structure 

(a) Overview 

Lived Experience Workers assist consumers, their families and carers to be 
involved in their, or their family members' treatment, support and recovery 
planning and inform and enhance services responses by ensuring they are 
informed by 1he lived experience perspective of consumers and their carers. 

Lived experience workers are a non- clinical, workforce and do not undertake 
clinical duties rather complement 1he clinical work of clinical staff. They use their 
lived experience in a number of capaci1ies within the industry, that include, but are 
not limited to, at the individual level - assisting consumers or their families to 
navigate various mental health services, provide hope and inspiration, develop and 
work towards recovery orientated and life goals, as well as understanding their 
rights and service options. At the systems level, to ensure 1hat consumer and 
carer perspec1ives are embedded in all aspects of service planning and delivery, 
including policy, communication, training, community engagement and service 
improvement. 

Lived Experience workers (including Peer Workers, Consumer Consultants, Carer 
Consultants howsoever titled) may have a range of work experience and 
qualifications and utilise the specialist knowledge derived from their direct lived 
experience as a consumer of Mental Health services or as a family member or 
carer of consumers, to inform their practice. 
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For the purposes of this clause, "Practice" refers to the use of a persons lived 
experience to enable them to carry out their role as a member of the lived 
experience workforce (s). 

Lived experience work builds on a foundation of mutuality, where a connection 
and understanding are developed, which is used to support consumers through 
their journey to hope and possibility. This is extremely highly skilled and 
specialised work, which requires ongoing training, support and supervision. 

Lived experience staff are able to use their own experiences to inform policy 
change and service development, where consumer centred care is at the forefront 
of programme design, research and workforce education and staffing. 

(b) Lived Experience Workers have: 

(i) a lived experience of mental health services, either as a service user or 
carer 

(ii) the capacity to understand the intricacies of the mental health system 

(iii) the ability to support consumers and/or carers/families and present 
consumer and/or carers/families perspectives to mental health services. 

(v) Lived Experience Workers will be employed in accordance with the 
following structure. For the avoidance of doubt, this classification 
structure does not include persons who volunteer as a Lived Experience 
Worker, in relation to that work. 

(c) A Health Service is not required to appoint to every role and level within the 
structure. 

(d) LIVED EXPERIENCE WORKER {LEW) - LEVEL 1 

(i) Level 1- Definition 

Level 1 is an entry level position where people with lived experience can 
develop knowledge and skill base, working in a multi-disciplinary team. 
Employees at this level will always work under the direct supervision of 
more experienced LEW at level 2 or above and/or clinical staff within 
Mental Health. 

All Level 1 roles are contained within the Practice Stream. 

(ii) Level 1 • Features 

A Lived Experience Worker at this level: 

A. General 

1) Assist consumers and their families to be 
aware of their rights and responsibilities 

2) Provides orientation to service users 

3) Assist relevant staff to provide information to 
consumers which is clear and accessible 

4) Provide informal, practical support to 
consumers, including listening to consumer 
concerns, providing information about the 
Public Mental Health System and assisting 
consumers to access appropriate supports 

5) has an established knowledge of the impacts of 
mental illness on the consumer and/or their 
carers/families. 
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6) operates in a complex interpersonal, policy and 
programme environment and are required to 
use a broad range of verbal and written 
communication skills to support improved 
service planning, service delivery and 
evaluation. 

7) works with and on behalf of consumers with 
their families/carers and together with clinicians 
and other mental health service staff, 
contribute to systemic policy change within the 
mental health system. 

8} manages interpersonal relationships that may 
be influenced by issues including cultural and 
Ii ngu is tic differences, numeracy/literacy 
challenges, drug and alcohol issues, financial 
stresses and behaviours of concern that can 
impact on others 

9) works collaboratively with consumers and/or 
carers/families in team environments to ensure 
recovery oriented best practice 

10) deals directly with the consumer with a mental 
health illness and/or provides information and 
support directly to carer and family support 
network of a consumer with a mental health 
illness. 

B. Communication 

1} Communicate Mental Health Service policies 
and processes to consumers and/or their 
carers/fa m ii ies. 

2) Awareness of complex consumer relationships 
and/or carers/families relationships. 

3) · Liaising with stakeholders 

4) Communicates range of programme matters to 
consumers 

5) Exercises problem solving skills with 
carers/families and internal stakeholders to 
achieve programme objectives 

C. Judgement 

1) Exercises basic problem•solving skills to deal 
with complex needs of consumers and/or their 
carers/fa mi I ies 

2) Judgement is confined to application of 
established policies and processes for 
consumer and/or carers/families needs in 
service delivery setting 
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D. 

E. 

F. 

3) Awareness of scope and when to engage 
assistance of a senior lived experiences staff 
member and/or clinical staff 

4) Contributes to assisting consumer and/or their 
carers/families involvement in planning and 
development of consumer care. 

Knowledge and Expertise 

1) Has a lived experience of consumers and/or 
their carers/families needs in mental health 
issues 

2} Works under direct supervision 

3} Collects and organises information to apply to 
consumer issues 

4) Required 1o establish trusting relationships with 
consumers and/or their carers/families 

5) Understands policies and processes in area of 
operation 

6) Knowledge of applicable legislation in area of 
operation 

7) Contributes effectively to clinical review 
processes and team activities 

Service Delivery 

1) Plans access to programmes with consumer 
and/or their carers/families 

2) Supports consumers, carers and families to 
self advocate and be actively involved in 
decision making 

3) Participates in developing service delivery 
strategy selection with consumers and/or their 
carers/families 

4) Advances alternative actions to consumers 
and/or their carers/families from a range of 
selected options within service delivery area 

5) Contribu1es ideas to internal stakeholders 
regarding the development of service delivery 
models 

6) Contribute effectively to the ongoing use of the 
Strengths Model and recovery orientated 
practice 

Practice skills 

1) Understands the values of the programme area 
and applies these values to achieve 
programme goals· 
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2) Promotes an individual's rights based approach 
to achieve policy and programme outcomes 

3) Assess and prioritises emotional needs of 
consumers and/or consumer support group 
including their carers/families 

G. Policy and Programmes 

1) Contributes to policy and programme 
development for individual consumers and/or 
their cares/families needs 

2) Conveys learned experienced to others in 
relation to policy and programme development 

(iii} Level 1 -Typical Roles 

Peer Worker - Level 1 

The peer support workers understanding of the needs of consumers/ 
carers/ families derives primarily from their lived experience and 
compliments the professional knowledge and skills of the clinical staff. 
This is a vital part of support and working together effectively with the 
consumer and their family/carer. The purpose of the position is to 
provide peer support to consumers; to be involved in their treatment and 
recovery planning and to participate in providing support and education 
to the consumer, family and carers. 

The peer worker will support the consumer/ carers/ families with a mental 
illness through their mental health service journey by providing individual 
consultations, educations and group interventions aimed at facilitating 
recovery principles of hope, choice, self-determination and social 
connectedness. 

(e) LIVED EXPERIENCE WORKER- LEVEL 2 

Note: Lived Experience Workers who operate at a systems level (Carer 
Consultants, Consumer Consultants) commence at Level 2. 

(i) Level 2- Definition 

Level 2 is the entry level for Carer Consultants and Consumer 
Consultants. 

Level 2 is an advanced level position where people with lived experience 
practices independently. They will understand the policies and processes 
in the area that they operate. They will prioritize their own work and use 
their experience to make decisions. 

Level 2 Employees Guide, orientate and mentor Level 1 Employees. 

All Level 2 roles are contained within the Practice Stream. 

(ii) Level 2 - Features 

In addition to the features of Level 1, a Lived Experience Worker at this 
level 

A. General 

1) Assist with complex consumer relationships 

2) Communicate advance alternative views within 
the workplace 

3) Prioritize their own work 

SCHEDULE 5: CLASSIFICATION DEFINITIONS APPLYING TO HEAL TH PROFESSIONALS 

L\344187946.1 358 

f_p_n_364_



SCHEDULE 5: CLASSIFICATION DEFINITIONS APPL YING TO HEAL TH PROFESSIONALS 

4} Uses experience to support consumers and 
carers/family in decision making regarding 
servlce options 

5) Promotes an individual's rights based approach 
to achieve optimal recovery 

6) Negotiates complex interpersonal relationships 

7) Provide role modelling of alternative strategies 
and engagement styles to staff 

8) Assisting in development of skills and 
knowledge that can be transferred to the 
community. 

9) Participates in broader planning regarding an 
individuals' care needs either from the 
perspective of the consumer and/or their 
carer/families, alongside other cllnicians and 
professionals managing the consumer's needs. 

1 O) Contribute their knowledge and experience to 
programme and policy development in the area 
of service delivery. 

11) Advise and participate in programme and 
policy development with senior internal staff 
and management and liaise with and provide 
advice to external stakeholders. 

B. Communication 

1) negotiates with internal and external 
stakeholders 

2) advises internal and external stakeholders in 
area of operation 

3) advocates for consumers and/or their support 
groups including carers/families to internal and 
external stakeholders 

4) is persuasive in dealing with stakeholders 

5) Is relied on by others to provide communication 
guidance in area of operation 

C. Judgement 

1 ) Exercises autonomy in decision-making. 

2) Focal point for other Lived Experience Worker 
as to problem-solve complex individual 
consumer and/or carers/families' needs 

3) Relied on by others for advice and decision 
making 

D. Knowledge and Expertise 
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E. 

F. 

1) Synthesises information to contribute to the 
development and guide consumer plan/s 
and/or carersMam ilies 

2) Interprets and applies policy to area of 
responsibility 

3) Exercises judgement in the application of policy 
and programmes to carers/families' needs 

4) Exercises judgement in the application of policy 
and programmes to consumer and programme 
needs 

5) Identifies gaps in policy area 

6) Contributes to policy change within area of 
operation 

7) Develops and advocates policy and 
programme change 

Service Delivery 

1) Shares knowledge and experience with internal 
stakeholders to contribute to consumer service 
delivery needs 

2} Synthesises learned experiences to advance 
service delivery outcomes 

3) Participates in collegiate discussion regarding 
service delivery options 

4) Advises internal and external stakeholders on 
program service delivery requirements 

5) Depended on by stakeholders to provide 
service delivery advice 

6) Assist in programme budget including 
governance and auditing requirements 

Practice skills 

1) Negotiates policy and programme options with 
carers/families 

2) Works to determine and build emotional 
priorities of consumers/ carers/families 

3) Negotiates complex interpersonal relationships 
with consumers and/or carers/families 

4) Negotiates policy and programme options with 
consumers and/or carers/families. 
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G. Policy and Programmes 

1) Advises on the development of policy and 
programmes 

2} Researches and advocates policy change 

3) Authoritative in policy and programme 
development, implementation and evaluation 

4) Relied on by internal and external stakeholders 
to respond to initiatives in policy area 

(iii) Level 2-Typical Roles 

A. Peer Worker - Level 2 

The peer support workers' understanding of the needs of 
consumers derives primarily from his/her lived experience and 
compliments the professional knowledge and skills of the 
clinical staff. This is a vital part of support and working together 
effectively with the consumer. The purpose of the position 
is to provide peer support to consumers; to be involved 
in their treatment and recovery planning and to participate in 
providing education to the consumer, family, carers and staff. 

The peer worker will support the consumer with a mental 
illness through their mental health service journey by providing 
individual support, educations and group interventions aimed at 
facilitating recovery principles of hope, choice, self­
determination and social connectedness. 

B. Consumer Consultant - Level 2 

The focus of the Consumer Consultants' work is to assist 
consumers to be involved in their treatment, support and 
recovery planning and inform and enhance services responses 
to quality improvement initiatives and frameworks. 

C. Carer Consultant - Level 2 

The focus of the Carer Consultants' work is to assist families 
and carers to provide assistance and support to carerffamilies 
to be involved in their treatment, support, recovery planning 
and clinical decisions of the person they support. 

Level 2 is the minimum classification for people working in Community 
Teams. 

(f) LIVED EXPERIENCE WORKER - LEVEL 3 

Level 3 - Typical Roles by Stream 

(i) Practice~ Senior Lived Experience Worker (Grade 3) 

A Senior Lived Experience worker is the highest level direct consumer 
and/or carer/families practice position. In addition to extensive 
experience within a LEW role, the role supervises Grade 1 and Grade 2 
Lived Experience Workers. 

(ii) Management - Team Leader 

A Team Leader is appointed to supervise a team of Lived Experience 
Workers and/or support care workers on a shift by shift basis. 

(iii) Education - Support Educator 
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A Support Educator is appointed to support a Level 4 Educator provide 
education to a component of the organisation. 

(iv) Research - Support Researcher 

A Support Researcher is appointed to support a Level 4 Researcher 
undertake research approved by the Health Services Ethics committee. 

(g) LIVED EXPERIENCE WORKER - LEVEL 4 

Level 4- Definition 

Level 4 - Typical Roles by Stream 

(i) Practice - Supervisor 

In addition to extensive experience within a LEW role, the role 
supervises Grade 1; Grade 2 and Grade 3 Lived Experience Workers. 
The Supervisor role is primarily focused on the Supervision of the Lived 
Experience workforce and maintaining practice standards. The role may 
assist in review processes and have some direct consumer and/or 
carer/family contact. 

(ii} Management - Manager 

A Team Leader appointed to manage a team of Lived Experience 
Workers and/or support care workers. The Manager is likely to be 
responsible for recruitment/selection processes and the management of 
a budget. 

(iii) Education - Educator 

A Support Educator appointed to provide education within the 
organisation. 

(iv) Research - Lead Researcher 

A Researcher appointed to lead research approved by the Health 
Services Ethics committee. 

(h) LIVED EXPERIENCE WORKER - LEVEL 5 

Level 5 Employees will be those employees appointed to the following roles: 

(i} Management - Deputy Director 

A Deputy Director appointed to support the Director manage/supervise 
the workforce. 

(ii) Education - Education Manager 

An Education Manager appointed to manage the Education function of 
the Lived Experience worker workforce. 

(iii) Research - Research Manager 

A Research Manager appointed to manage the Education function of the 
Lived Experience worker workforce. 

(i) LIVED EXPERIENCE WORKER- LEVEL 6 

A Level 6 Employee appointed within the Executive to provide strategic/ 
operational leadership for the Lived Experience workforce within the Mental Health 
workforce of the Health Service. 

(i) Management- Director 

A Director is appointed to provide leadership/management/supervision to 
the Lived Experience Worker workforce within a Health Service. 
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· SCHEDULE 6: MANAGEMENT AND ADMINISTRA TJVE OFFICERS CLASSIFICATIONS 

SCHEDULE 6 : MANAGEMENT AND 
ADMINISTRATIVE OFFICERS 
CLASSIFICATIONS 

Part 1 

1. This classification structure applies to Management and Administrative Officers other than 
where expressly excluded below. 

2. This classification structure does not apply to: 

(a) Management and Administrative Officers who are employed by the Royal 
Children's Hospital. Such Employees shall be classified pursuant to Part 2 of this 
Schedule. 

{b) Positions as classified under Section 2 and/or Section 3 of this Agreement. 

(c) Positions that are covered by Government Sector Executive Remuneration Policy. 
Chief Executive Officer and Senior Executive classifications are included in the 
classification system to demonstrate potential career paths available within the 
Victorian public health sector. 

3. Grade 1A 

3.1 Description 

Administrative Workers Grade 1A are Employees who have limited experience in 
administrative duties and are working within a well defined work environment with clearly 
defined objectives. 

3.2 Work Level Standard 

(a) Employees are expected to input and extract data, provide basic information and 
occasionally produce reports. They will be required to balance the operation of a 
number of clerical systems. 

(b) The roles are required to analyse situations and or information, clearly and 
accurately communicate information. Discretion is limited and bound by existing 
system procedures and protocols. Outcomes are monitored by a supervisor or 
audited by a work system. 

(c) The system content is factual, involving standard and predictable transactions. 
Roles may work within mixed teams and employees are expected to work 
cooperatively with others. Employees may rotate through a variety of tasks, as 
determined by managers, to provide varied work and achieve work area 
outcomes. 

(d) Employees at this level may be asked, from time to time, to provide induction 
training for Employees at this level. 

(e) These positions require a good understanding of hospital systems. Employees at 
this level are expected to understand hospital procedures, information 
requirements and protocols so they can be communicated supportively to 
members of the public. 
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4. GRADE 1 

4.1 Description 

Positions at the Grade 1 level are regarded as base grade administrators or operators within 
a defined activity. 

4.2 Work Level Standard 

(a) Grade 1 level positions require knowledge associated with several years' 
experience or technical training. They require performance of related tasks within 
a defined area of activity which have clearly defined objectives. They require the 
ability to obtain cooperation to comply with technical and administrative 
arrangements, or to provide information and advice to members of the public 
consistent with organisational guidelines. 

(b) There are established procedures for performing tasks. Positions are well defined, 
with standardised procedures, although the tasks performed may require the use 
of a number of accepted methods or systems. The most suitable course of action 
is selected from a limited range and effective choice is guided by precedent or rule 
and can be learned. 

(c) The positions' progress is closely monitored against standards, targets or budgets, 
though there is limited flexibility in the means of achieving these. The positions 
report frequently on work progress and/or receive instructions which determine the 
work program and the standards to be achieved. The positions are required to 
analyse situations or information, clearly and accurately communicate information, 
or make recommendations to peers or immediate supervisors. 

4.3 Typical Role/Duties 

(a) Prepare statistical reports and summaries and monitor and check accuracy of 
reports: 

(b) Monitor daily billings and collections by cashiers and banking: 

(c) Process standard claim forms, ensuring that all legislated procedural requirements 
are met; 

(d) Train new Employees in basic clerical or administrative functlons: 

(e) Follow progress of invoices, orders or payments to ensure action occurs as 
specified in these documents; 

(f) Undertake enquiries related to work area; for example the availability of ordered 
stock, the best available price for ordered items, overdue accounts; 

(g) Maintain accurate and effective filing systems; 

(h) Communicate with external organisations such as health insurance funds, 
Accident Compensation Commission, Veterans' Affairs, and WorkCover claims 
administration agents regarding payment of accounts; 

{i) Prepare minutes and agendas, and coordinate meeting dates for committee 
meetings. 

5. GRADE2 

5.1 Description 

(a} Positions at this level are regarded as supervisory positions coordinating a small 
work group; or 

(b} as an entry level specialist role within a particular technical or professional area; or 

(c) experienced operators within a specific activity. 

5.2 Work Level Standard 

(a} Undertaking Certificate/Diploma level in accordance with the Australian Quality 
Training Framework or equivalent. Grade 2 positions require 
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technical/administrative training with several years' experience, or equivalent work 
experience. They require supervisory or technical leadership within one or two 
activities which have well defined objectives. Good persuasive skills are required 
to obtain cooperation in the achievement of objectives or for the communication of 
technical or administrative information. 

(b) Positions are clearly defined and procedures established and standardised, 
however there is a range of varied techniques and methods available to perform 
work. Election of the most suitable courses of action is aided by rules, guides, 
procedures or precedent. 

(c) Although the positions' work progress is closely monitored against standard, 
budgets or targets, there is some flexibility in the means for achieving these. The 
positions generally report frequently on progress and performance. Supervisory 
positions may share accountability for actions or decisions with peers or line 
management, while technical or professional specialists are one of a number of 
sources which analyse and provide advice or a specialised service. 

5.3 Typical Role/Duties 

(a) Supervise the day to day activities of a small group of staff (relative to the size of 
the organisation) within a specified function (e.g. payroll, patient accounts); 

(b) Liaise with immediate supervisor and middle management level positions to seek 
and provide information; 

(c) Establish and maintain appropriate work patterns and procedures for the function 
supervised; 

(d) Administer the function to ensure current policy and procedures are understood 
and adhered to; 

( e) Prepare reports for use by management; 

(f) Liaise and consult with external agencies (e.g. Medicare, Health Insurance Funds, 
Transport Accident Commission, WorkCover) with regard to routine transactions; 

(g) Liaise with patients/clients to obtain information and discuss problems in relation to 
routine transactions; 

(h) Liaise with suppliers for the routine purchase and delivery of health service 
supplies. 

5.4 The minimum classification of Mental Health Ward Clerks and community team clerical 
workers who regularly have contact with patients/clients, are to be classified at a minimum 
Grade 3. 

5.5 Nothing in this sub-clause affects the classification of an employee classified higher than 
Grade 3 but undertaking the same work described at 6.4 at the commencement of this 
Agreement. 

6. GRADE3 

6.1 Description 

(a) Positions at this level are regarded as senior supervisory positions overseeing a 
small to medium sized work group (relative to the size of the health service); or 

(b) a specialist role within a particular technical or professional position; or 

(c) administrators responsible for a specified activity recognised across the health 
service. 

6.2 Work Level Standard 

(a) Positions require proficiency in the use of established technical or administrative 
processes through a number of years' experience in the field or a qualified tertiary 
graduate. They demonstrate supervisory or technical leadership for a distinct 
activity which may need to be coordinated with other activities. Positions require 
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the ability to obtain co-operation and assistance in the administration of well 
defined activities and/or to influence others in the achievement of set objectives. 

(b) The broad parameters of the position are clearly defined, although judgement may 
be required to sele.ct from a range of standardised systems or techniques. 
Precedent or standard procedures or instructions generally exist for most work 
situations and policy guidelines may assist in the selection of the most suitable 
course of action. 

(c) Supervisory positions independently organise and oversee the day-to-day 
activities of subordinate staff within clearly defined standards, budgets and time 
frames. Specialist positions provide sound technical advice to peers, and to more 
senior positions. All positions are responsible for recommending or accepting 
particular actions. 

6.3 Typical Role/Duties 

(a) Recruit and select permanent and temporary staff for general positions; 

(b) Coordinate and submit consolidated reports; 

(c) Implement controls and systems to ensure resources are fully utilised and health 
service policies are implemented; 

(d) Develop and present training programs; 

{e) Liaise with senior staff to obtain and present information; 

(f) Allocate and control staff and resources to ensure activities of the work area are 
carried out efficiently and effectively; 

(g) Monitor safe work practices and security standards to maintain a safe a_nd secure 
environment; 

(h) Assist staff with problems, and recommend action to be taken. 

7. GRADE4 

7.1 Description 

(a) Positions at this level are regarded as middle management in control of a medium 
workforce; or 

{b) administrators managing a function, or an experienced specialist role within a 
particular technical or professional discipline. 

7 .2 Work Level Standard 

(a) Positions require proficiency in the use of broad technical or administrative 
processes through a number of years of experience in the field or to be a tertiary 
graduate with a number of years' experience in the field. They require 
understanding and/or leadership across an activity, which may need coordination 
with other activities. Considerable persuasive skills are required for successful 
adoption of operational schedules and to gain cooperation of the workforce. 

(b) The broad parameters of the job are well known but are often diverse and require 
judgement in selecting the appropriate action. Problems are generally 
manageable and solutions guided by precedent and practice. 

(c) Management positions are accountable for the scheduling and implementation of 
major work programs within defined budgets and policy guidelines. Specialist jobs 
provide authoritative advice to peers and more senior positions in the discipline. 
As such all positions are predominantly responsible for the action undertaken. 

7.3 Typical Role/Duties 

(a) Provide advice on techniques and procedures for occupational health and safety 
matters; 
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(b} Undertake quality and risk management programs to ensure the achievement of 
required standards; 

(c) Develop rosters for the cleaning of all wards and presentation of gardens involving 
up to 100 staff; 

( d) Prepare reports on service delivery development and undertake special projects 
for the health service and Department of Human Services/Department of Health; 

(e) Review the staff profile and adjust where necessary to maintain the integrity of 
reports and the internal staff profile, advise on funding available for staffing 
requirements; 

(f) Oversee and contribute to the formulation, implementation and ongoing review of 
staff induction and training programs; 

(g) Collaborate with senior management, Medical Officers, injured Employees, unions 
and rehabilitation providers to devise, plan and implement rehabilitation programs; 

(h) Review existing computer software effectiveness with a view to enhancing its 
functionality and develop software to meet new requirements; (to be re-visited) 

(i) Prepare and interpret financial budgets, annual returns and comparative monthly 
statements. 

8. GRADE 5 

8.1 Description 

(a) Positions at this level are senior managers, professionals and specialists who are 
generally responsible for a significant operational area, function or department 
within a division or health care services unit; or 

(b} multi-function manager of smaller health services providing a range of services 
across the agency. 

8.2 Work Level Standard 

(a) A high degree of proficiency in the use of technical or administration processes 
through extensive experience would be typical at this level along with appropriate 
qualifications. Understanding and leadership across a number of activities within 
the major program require considerable coordination skills. It also requires 
persuasive ability to gain the commitment of peers and subordinates in the 
identification of action plans and managing progress where there are competing 
activities. 

(b) Although work assignments apply familiar techniques and methods, there is also a 
requirement to recommend the modification or adaptation of techniques and 
methods that impact upon other areas of the agency. These activities require the 
detailed analysis of the major alternatives, including cost impact and implications 
for implementation prior to the presentation of well thought through action plans. 

(c) Considerable latitude is provided to senior managers in the design of work 
programs, independent allocation of resources and control over budgets. 
Nonetheless, the position operates within the constraints of agency 
policy/procedure, Department of Human Services/Department of Health guidelines 
and professional standards. These positions are held accountable for significant 
projects or functions which involve a major requirement to make things happen, 
consistent with the established standards. 

8.3 Typical Role/Duties 

(a) Plan operating budgets and resource requirements to accommodate expanded 
facilities and services; 

(b) Develop menus, oversee food preparation and presentation and manage food 
supply within budget limits for a medium health service; 
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(c) Manage a range of services within a small health service covering patient 
services, finance, personnel, gardening, building maintenance and community 
relations; 

(d) Establish, manage and oversee consultative mechanisms and advise health 
service management on developing industrial and Employee-related issues; 

( e) Represent and advocate on behalf of the health service at industrial relations 
tribunals and in labour negotiations; 

(f) Conduct programmed audits into operational and financial procedures and the 
safeguarding of assets; 

(g) Determine the performance of organisational units in the health service in respect 
of their financial planning, and control activities in compliance with management 
instructions, statements of policy and procedures, high standards of administrative 
practice and health service objectives. 

9. GRADES 

9.1 Description 

{a) Positions at this level are senior managers of large divisions; or 

(b) expert managers of complex/advanced functions with agency-wide application; or 

(c) executives of smaller or district health services providing a range of services 
across the_ agency; or 

(d) senior managers of a number of varied functions across the health service. 

9.2 Work Level Standard 

(a) At this level, positions require specialised knowledge resulting from years of 
experience in health service management. Appropriate tertiary qualifications are 
typically required at this level. The knowledge required spans several disciplines 
and there is a requirement for integration of a range of associated operations as 
part of a major program delivery. There is a requirement for persuading others to 
adopt a particular course of action where there are competing objectives and 
priorities plus a variety of outcomes. 

(b) Standard systems, methods and procedures are determined by positions at this 
level for adherence across a health service or group of specialised health care 
services. This requires extensive analytical skills in interpreting service needs, 
general guidelines, local conditions and the achievability of the desired results. 

( c) Management positions typically follow operating precedent and procedure but 
there is latitude in the emphasis given across a range of projects or services. 
Similarly, positions have a role in the development of business plans, new 
operation targets and the apportionment of total resources, but-there are others 
who are predominantly responsible for the determination of these aspects. 
Technical/professional positions are regarded by professional peers as expert in 
the disciplines covering a complete function where the advice rendered would only 
be challenged by other experts. In all cases, the position is held accountable for 
the integrity of the service/project/advice and the achievement of significant 
standards of performance benefiting the entire agency. 

9.3 Typical Role/Duties 

(a) Prepare economic and demographic forecasts as part of an overall planning 
process to determine the future growth and services of the health service; 

(b) Develop financial control systems, budget guidelines and reporting mechanisms 
so that the health service Executive and Board have a complete understanding of 
the financial viability, efficiency and future options for resource management; 
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(c} Direct and control a significant service function in a medium to large health 
service, determining staffing, training, supply and expenditure needs for the 
division; 

(d} Oversee and direct the provision of a comprehensive patient food service, as well 
as an extensive non-patient service through varied on-site food service outlets, 
including staff cafeteria, coffee shop, bistro/snack bar; 

(e) Advise and counsel management and senior staff on human resource issues, such 
as disciplinary matters, the identification of new work practices to reduce budget 
overruns, consultative strategies, training needs and management obligations. 

10. GRADE7 

10.1 Description 

(a) 

(b) 

(c) 

Positions at this level are executives of small health services administered with the 
assistance of a central or regional organisation; or 

the executive managing a number of smaller health services annexed to a medium 
to large regional health service; or 

manager in charge of a principal division/department of a medium to large health 
service. 

10.2 Work Level Standard 

(a) At this level, the emphasis is on the management of a range of service support 
activities or the management of a major division in a medium sized health service. 
Appropriate tertiary qualifications are typically required at this level. Activities 
would embrace the planning, organising, directing and controlling of subordinate 
staff that in turn have specific technical responsibilities. This requires leadership 
to gain full integration of support activities affecting the total health service. 
Positions would require a specialised knowledge resulting from years of 
experience in administration and management as well as in their field of expertise. 

(b) Operating policy and standards to be applied across the health service are 
established by positions at this level. A good understanding of the health system 
is required for the position to identify innovative solutions to complex matters 
affecting the whole of the service delivery. 

(c) Direction of the work program is defined in terms of results to be achieved within 
agreed budgets, the effectiveness of outcomes being subject to ongoing 
executive, Board and/or Departmental review. Principal management positions 
within a medium to large health service would provide advice and report to 
executive positions. Executive positions independently managing small health 
services with a high degree of delegation would be accountable for the 
management, administration and operation of such small health services, but 
would seek advice from their professional peers within a larger health service. 

10.3 Typical Role/Duties 

(a) Direct and control a range of services within a small health services covering 
industrial relations, personnel, finance, accounts, patient services, buildings and 
grounds maintenance, plus community relations; 

(b) Prepare, manage and monitor the health service's budget including the 
examination of resource utilisation and redeployment of resources to areas to 
meet priority needs; 

(c) Monitor budget and patient throughput targets and take remedial action to ensure 
that each small or annexed health service meets the conditions of its Health 
Service Agreement; 

(d) Administer and control the financial management and accounting functions of the 
health service, resulting in guidance to management on the most efficient and 
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effective manner in which the financial resources of the health service can be best 
utilised; 

( e) Provide the management of the health service with information and data that will 
assist in establishing short, medium and long term goals to ensure that the future 
planning and direction ofthe agency is aimed at providing an optimum level of 
patient and community care. 

11. GRADES 

11.1 Description 

(a) Typically positions at this level operate at the executive level; or 

(b) Managers in control of a substantial division/department or facility in a large health 
service; or 

(c) Chief Executives of small hospitals or community health centres. 

11.2 Work level standards 

(a) At this level, the principal emphasis is management of major and large activities 
embracing the planning, organising, directing and controlfing of subordinate staff 
that in turn have managerial responsibilities. This requires leadership at both a 
technical and human resource level to gain maximum integration of diverse 
activities affecting the total health service. Negotiation with external groups on 
difficult and sensitive health care and service delivery issues would be a regular 
feature of jobs at this level. 

(b) In addition to setting the standards of service across the health service, this 
position is required to understand community and government needs in relation to 
health care. This provides the framework for positions at this level to create new 
services, establish new service standards or reallocate/redesign the ways in which 
such services are provided to the community. 

(c) Direction of the work program is defined in terms of results to be achieved within 
agreed budgets but with methods being suggested and seldom specified in detail. 
Judgements on the effectiveness of outcomes are subject to ongoing review and 
there is a requirement to report to other executives and the Department of Human 
Services/Department of Health on major issues. Within this context, it is clearly 
the responsible manager in the areas of delegated accountability. 

11.3 Typical Role/Duties 

(a) Develop and implement plans for future expansion of services and facilities to 
meet emerging community health needs and operating efficiency constraints; 

(b) Direct and control subordinate managers in control of environmental services, 
linen services, engineering and technical services, human resources, supply, 
catering, patient services, management information services and public relations: 

(c) Represent the health service in meetings with external professional organisations 
and the Department in order to facilitate improved service standards and 
achievement of budget constraints: 

(d) Authorise statutory and other reports as required by the Department in relation to 
service delivery standards and budget status; 

(e) Direct and control the full range of services for a small, independent health 
service, which may include an attached nursing home, including policy 
development and planning for the short and longer term development of the health 
services; 

(f) Control the accounting and financial reporting functions of business, investment 
and operational units which are conducted independently of the hospital's 
operating and funding arrangements; 
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(g) Direct and control the management and operation of the Central Linen Service 
providing administrative direction, financial controls, capital replacement and 
development plans, as well as the determination of a cost structure for the supply 
of linen to metropolitan hospitals. 

12. GRADE9 

12.1 Description 

(a) Positions at this level are Chief Executives of district hospitals or Community 
Health Centres or equivalent; or 

(b) An executive managing the principal functions in a major, multi-faceted, multi­
campus institution. 

12.2 Work Level Standards 

(a) At this level, a thorough understanding of health care administration and health 
care issues is required in order to manage large and complex services, obtain 
maximum productivity from a large workforce and integrate all aspects of health 
care. In addition to the direct management of all administrative support functions, 
positions at this level are required to directly influence clinical and clinical support 
service delivery. Negotiations at this level occur with professional specialists and 
significant community representatives in regard to service delivery, facilities and 
resource requirements. 

(b) Because many of the issues are complex and require considerable interpretation, 
to the major health care issues, this position is required to develop proposals to 
identify the future plans for the health service and the nature of its services. 
Influencing factors are diverse and choice often requires a synthesis of opinions, 
detailed analysis of options and presentation of achievable plans. Support in the 
management of these issues may be provided, as appropriate, through the Chief 
Executive, Medical and Nursing Directors, or Executive managers, the Department 
representatives and expert consultants in specialist fields. 

(c) The achievement of results is substantially vested in this position allowing 
considerable autonomy in the deploymenfof allocated resources and management 
of project plans. At the same time, there is limited freedom to initiate and 
commit the health service to new ventures without approval from the key 
stakeholders and Chief Executive/Board. Within the context of approved policy, 
the position can commit the organisation to major expenditure programs-and can 
act as spokesperson in public forums. 

12.3 Typical Role/Duties 

(a) Undertake major special projects that substantially reshape the future health care 
service for a major health service; 

(b) Direct and control a comprehensive human resource function in a major or multi­
faceted, multi-campus health service providing strategic advice to the Executive, 
and directing a range of activities including workforce planning; organisation and 
policy development; industrial relations; salary administration; occupational health 
and safety policy, training and procedures; rehabilitation and WorkCover claims 
management and representation; personnel administration; staff development and 
training; staff counselling and the selection, recruitment and termination of 
Employees; 

(c) Manage the full range of administrative and support functions and services for a 
large health service, identify outcomes, resources and standards of operation and 
manage specific issues, to improve operating efficiency and effectiveness; 

(d) Manage an executive relationship with unions which involves the identification of 
issues and strategies for the consultative involvement of staff through elected 
representatives, as well as the negotiation of disputes which may occur from time 
to time; 
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(e) Liaise and negotiate with the Department on health service-wide policy matters; 
including resources, health care delivery, capital works and other matters; 

(f) Direct the health service's planning activities and provide leadership and overall 
guidance in both the administration and operation of a district hospital: 

(g) Advise the Board of Management on matters of policy, financial planning, service 
needs and delivery, legal and statutory obligations and any other matters affecting 
the service delivery of a small-medium hospital. 

13. GRADE 10 

13.1 Description 

Positions at this level are senior executives of a major health service or equivalent. 

13.2 Work Level Standards 

(a) At this level, positions require a full understanding of public health care issues plus 
health system management. The management role covers all aspects of health 
care provided by a major health service including funding, standards of clinical 
practice and clinical support service delivery and long term planning of resources 
and future services. Negotiations at this level require skill to persuade the CEO 
and the Board of Management, executive representatives of the Department and 
all levels of government plus community representation. 

(b) A requirement at this level is to develop short, strategic plans to meet the 
requirements of the local community, match the standards and ensure appropriate 
standards of health care delivery. In developing proposals and implementation 
plans, positions at this level are provided with latitude but are required to ensure 
that all aspects are fully explored and acceptable to the key stakeholders. 

(c) Broad operating policies are provided from the Executive and the Board and/or the 
Department along with an understood level of health care delivery for the local 
community. The allocation and organisation of all resources relating to principal 
functions are determined by positions at this level covering all aspects of the 
health service's activities. All executives at this level are held accountable for the 
achievement of the total health care delivery and service standards for the health 
service. 

13.3 Typical Role/Duties 

(a) Develop, negotiate and implement budgets covering all aspects of the health 
service's activities; 

(b) Set policy and procedures for the effective and efficient running of the health 
service and delivery of health care; 

(c} Control and manage non-clinical services within a health service, as the senior 
executive, providing executive support and relief to the Chief Executive, and 
financial advice to the Board of Management; 

(d) Develop and implement policies, programs and procedures for the health service; 

(e) Managing a principal function the operations of a medium-sized or a large regional 
Hospital and ensure that resources are allocated appropriately in order to achieve 
targets within the budget parameters. 

14. GRADE 11 

14.1 Description 

(a) Positions at this level are Chief Executives of large, regional health services or of a 
comparable specialist function health service OR 

(b) a senior executive of a major multifaceted, multi-campus health service. 
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14.2 Work Level Standard 

(a) At this level, positions require a thorough knowledge and expertise in health care 
issues and health service management. The management role covers all aspects 
of health care provided by large, regional health services, including funding, 
standards of clinical practice and clinical support service delivery and long term 
planning of resources and future services, or the management of significant non­
clinical operations. Negotiations at this level require skill to persuade Boards of 
Management, Executive representatives of the Department and government 
representation. 

(b) At this level, positions are likely to be required to identify major health care trends 
and develop strategic plans to meet the community requirements, the Department 
standards and ensure appropriate standards of health care delivery. The 
management plans and health service delivery standards developed by this job 
would be regarded by peers and health care experts as innovative and applicable 
throughout the health industry. 

(c) CEO positions at this level manage large health services, and are accountable for 
the full range of operations. The Board and/or the Department provide broad 
operating policies, and positions would exercise judgement to achieve planned 
results. 

(d) Senior executives would operate with considerable flexibility and autonomy in the 
determination of strategies, budget allocation and major projects undertaken 
according to Board delegations. 

14.3 Typical Role/Duties 

(a) Develop, negotiate and implement budgets covering all aspects of the health 
service's activities. 

(b) Direct and control the delivery and provision of health care services which may 
include providing primary and secondary care and administrative support to other 
health services. 

(c) Initiate, develop and implement plans, policies and procedures designed to 
achieve high quality health and patient care. 

(d) Develop short, medium and long term capital, resource and service delivery 
development plans and direction. 

(e) Negotiate the Health Service's Funding Agreement with the. 

15. GRADE 12 

15.1 Description 

Positions at this level are Chief Executives of large health services that typically consist of a 
number of sites or a comparable specialist health service. 

15.2 Work Level Standard 

(a) At this level, positions require substantial knowledge and expertise in local and 
state-wide public health care issues and health service management. The 
management role covers all aspects of health care provided by major health 
services including funding, standards of clinical service delivery and long term 
planning of resources and future services. Negotiations at this level require skill to 
persuade Boards of Management, Executive representatives and the Department 
and government representation. 

(b) At this level, positions are required to anticipate research and identify major health 
care trends and develop short and long term plans. Considerable judgement is 
required to ensure that all aspects of these plans and new services meet all the 
requirements of all stakeholders. As a result of initiatives undertaken by jobs at this 
level, it would be expected that programs could be adopted at other health 
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services and substantially improve the standard of health care in the whole 
community. 

(c) The position is accountable for total health care service, cost effective delivery and 
implementation of long terms development plans. Considerable flexibility and 
autonomy is exercised by Chief Executives in the determination of organisational 
strategies, budget allocation and major projects undertaken within broad 
delegations from the Board. 

15.3 Typical Role/Duties 

(a) Develop and implement service delivery plans and meet changing health care 
needs. 

(b) Establish corporate structure and formal delegation of responsibilities. 

(c) Ensure that the financial management requirements are met. 

16. GRADE 13 

16.1 Description 

(a) Positions at this level are Chief Executives of major, mufti-faceted and multi­
campus health services requiring a stature that clearly places the job at the most 
senior level in the industry. The position manages of an extremely large and 
diverse workforce and controls a substantial operating budget. 

(b) The position manages an organisation with an extremely large and diverse and 
controls a substantial operating budget. The health service provides a 
comprehensive integrated health care service to people in the suburbs of 
metropolitan Melbourne and nearby catchment populations. 

(c) The services include public hospital services: aged in-patient, community and 
home care services: and in-patient and community mental health services. 

(d) The organisation is affiliated with a University for teaching medical and 
postgraduate nursing students and for postgraduate study and medical research. 

16.2 Work Level Standard 

(a) Positions require a substantial knowledge and expertise in local and state-wide 
public health care issues and health service management. The management role 
covers all aspects of health care for a major multi-faceted and multi campus health 
service including funding, standards of clinical service delivery and long term 
planning of resources and future services. Negotiations at this level require skill to 
persuade Boards of Management, Executive representatives and the Department 
and government representation. 

(b) At this level, positions are required to anticipate research and identify major health 
care trends and develop short and long term plans. As such there is considerable 
professional judgement to be exercised, to ensure that all aspects of these plans 
and new services meet all the requirements of the various stakeholders. As a 
result of initiatives undertaken by jobs at this level, it would be expected that 
programs could be adopted at other health services and substantially improve the 
standard of health care in the whole community. 

(c) Positions at this level manage major multi-faceted and multi-campus health care 
services. The position is accountable for total health care service, cost effective 
delivery and implementation of long terms development plans. The position is 
responsible for controlling a substantjal operating budget. Considerable flexibility 
and autonomy is exercised by Chief Executives in the determination of 
organisational strategies, budget allocation and major projects undertaken within 
broad delegations from the Board. 

SCHEDULE 6: MANAGEMENT AND ADMINISTRATIVE OFFICERS CLASSIFICATIONS 

L \344187946.1 374 

f_p_n_380_



SCHEDULE 6: MANAGEMENT AND ADMINISTRATIVE OFFICERS CLASSIFICATIONS 

Part 2 

1. This classification structure applies only to Management and Administrative Officers 
who are employed by the Royal Children's Hospital. All other Management and 
Administrative Officers shall be classified pursuant to Part 1 of this Schedule. 

1.1 This classification structure provides the opportunity for greater flexibility in work practices, 
the development of alternative organisational structures and innovative job design. 

1.2 Grade 8 provides the minimum levels of remuneration for Employees whose positions entail 
a greater level of work value than that prescribed by Grade 7 classification descriptors set 
out below. 

1.3 Grade 1 provides the minimum levels of remuneration for Employees whose positions entail 
a lesser level of work value than that prescribed by Grade 2 classification descriptors set out 
below. 

1.4 Employees remunerated above the rates provided for in Grade 8 shall be employed in 
accordance with the terms and conditions agreed between the Employer and the Employee, 
save that the overall terms and conditions shall be on balance no less beneficial than the 
Agreement. 

1.5 Employees in positions at Grade 3 or above will be paid an annualised salary pursuant to 
clause 211, unless otherwise determined by the relevant Department Head. 

1.6 Where an Employee's salary is not annualised, as determined by the relevant Department 
Head, the Employee shall be entitled to payment of on-call, recall, overtime and allowances 
in accordance with this Agreement. 

1.7 A new Employee shall on appointment (unless otherwise agreed) be paid at increment Level 
1 of the appropriate classification grade, save that this provision shall not apply to persons 
appointed at Grade 8 or above. 

1.8 Incremental advancement within Levels 1 to 4 inclusive shall occur on the anniversary of the 
Employee's appointment to that level. 

1.9 Advancement to incremental Level 5 shall be subject to the Employee meeting mutually 
agreed performance targets for two consecutive years at Level 4. The performance 
appraisal format of the Health Service shall be used to assess the Employee's performance, 
unless an alternate format is otherwise mutually agreed between the relevant Department 
Head and the Employee. 

2. GRADE2 

2.1 Description 

Positions at the Grade 2 level are regarded as base grade administrators or operators within 
a defined activity. 

2.2 Work Level Standard 

(a) Positions require knowledge associated with several years' experience or technical 
training. They require performance of related tasks within a defined area of 
activity which have clearly defined objectives. They require the ability to obtain 
cooperation to comply with technical and administrative arrangements, or to 
provide information and advice to members of the public consistent with 
organisational guidelines. 

(b) There are established procedures for performing tasks. Positions are well defined, 
with standardised procedures, although the tasks performed may require the use 
of a number of accepted methods or systems. The most suitable course of action 
is selected from a limited range and effective choice is guided by precedent or rule 
and can be learned. 

(c) The positions' progress is closely monitored against standards, targets or budgets, 
though there is limited flexibility in the means of achieving these. The positions 
report frequently on work progress and/or receive instructions which determine the 
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work program and the standards to be achieved. The positions are required to 
analyse situations or information, clearly and accurately communicate information, 
or make recommendations to peers or immediate supervisors. 

2.3 Typical Role/Duties 

(a) 

(b) 

(c) 

(d) 

(e) 

(f) 

(g) 

(h) 

(i) 

Prepare statistical reports and summaries and monitor and check accuracy of 
reports; 

Monitor daily billings and collections by cashiers and banking; 

Process standard claim forms, ensuring that all legislated procedural requirements 
are met; 

Train new Employees in basic clerical or administrative functions; 

Follow progress of invoices, orders or payments 10 ensure action occurs as 
specified in these documents; 

Undertake enquiries related to work area; for example the availability of ordered 
stock, the best available price for ordered items, overdue accounts; 

Maintain accurate and effective filing systems; 

Administration Office Co-ordinator, responsible for coordinating a range of 
complex secretarial functions including typing, compiling 
agendas for meetings, answering the telephone, 
photocopying and organising meetings and functions, to 
ensure the smooth running of an office, where at least one 
other person is employed. Responsible for providing clerical 
and word processing support. 

Administration Functions can vary including having contact with members of 
the public and diverting the calls as needed, or providing 
advice to the enquirers, and providing a high level of support 
to management to ensure the smooth operation of an 
executive office. Use a range of software packages and 
administrative procedures occurs at this level. 

Finance Positions responsible for the preparation of standard 
statistical reports, preparing information for the general 
ledger to ensure that complete and accurate records are 
supplied. 

MIS PC Support Officer requiring post-secondary, vocational 
training. Typical activities include PC installation, printer 
setup and cabling, initial hardware/software/user fault 
diagnosis, equipment inventories and records management, 
and providing users with information on hardware/software 
capacity. 

Communicate with external organisations such as health insurance funds, 
Accident Compensation Commission, Veterans' Affairs, and WorkCover claims 
administration agents regarding payment of accounts; 

Prepare minutes and agendas, and co-ordinate meeting dates for committee 
meetings. 

2.4 Benchmark Descriptors: 

3. GRADE3 

3.1 Description 

(a) Positions at this level are regarded as supervisory positions coordinating a small 
specialised clerical work group; or 
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(b) as an entry level specialist role within a particular technical or professional area; or 

(c) experienced operators within a specific activity. 

3.2 Work Level Standard 

(a) Positions require technical/administrative training with several years' experience or 
equjvalent work experience. They require supervisory or technical leadership 
within one or two activities which have well defined objectives. Good persuasive 
skills are required to obtain cooperation in the achievement of objectives or for the 
communication of technical or administrative information. 

(b) Positions are well defined and procedures established and standardised, however 
there is a range of varied techniques and methods available to perform work. 
Selection of the most suitable courses of action is aided by rules, guides, 
procedures or precedent. 

( c) Although the positions' work progress is closely monitored against standard, 
budgets or targets, there is some flexibility in the means for achieving these. The 
positions generally report frequently on progress and performance. Supervisory 
positions may share accountability for actions or decisions with peers or line 
management, while technical or professional specialists are one of a number of 
sources which analyse and provide advice or a specialised service. 

3.3 Typical Role/Duties 

(a) Supervise the day to day activities of a small group of staff within a specified 
function (e.g. payroll, patient accounts); 

(b) Liaise with immediate supervisor and middle management level positions to seek 
and provide information; 

(c) Establish and maintain appropriate work patterns and procedures for the function 
supervised; 

(d) Administer the function to ensure current legislation are understood and adhered 
to; 

(e) Prepare accounts and reports for use by middle management; 

(f) Liaise and consult with external agencies (e.g. Medicare, Health Insurance Funds, 
Transport Accident Commission, WorkCover) with regard to problem accounts and 
compensable claims; 

{g) Negotiate with patients to obtain information and discuss problems in paying 
accounts and arrange payment procedures; 

(h) Negotiate with suppliers for the purchase and delivery of hospital supplies. 

3.4 Benchmark Descriptors: 

Personnel Supervise pay clerks in the day to day functions of payroll services, 
process pay documents, train staff and assist the Pay Manager, to 
ensure that all pays are processed accurately. 

Personnel Assistance to an experienced personnel practitioner/specialist within a 
specific and small range of activities (e.g. Recruitment, payroll, 
induction). Involvement typically includes documentation of proposals, 
co-ordination of recruitment events and organisation of induction 
programs. 

Supply As Purchasing Officer in the Supply Department of a major agency 
responsible for sourcing products, preparing specifications, evaluating 
quotations, purchasing goods, interviewing representatives and 
keeping abreast of products, within Departmental and Hospital 
guidelines. 

Administration Prepare and maintain rosters, supervise and allocate work of a number 
of staff involved in word orocessor ooerations and 
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administrative/clerical duties, including mail sorting and distribution, 
filing and reception. Provide a confidential secretarial and 
administrative service to a senior executive, including appointments, 
letters, reports and maintenance of confidential fries. 

Engineering As an experienced tradesperson in a large engineering department 
reporting to and/or assisting qualified engineers, ensures that the 
preventative maintenance programs for plant and equipment are 
carried out, supervise trades staff in this area and maintain the asset 
register. 

Food Services Rostering and supervision of food services staff involved in food 
presentation and delivery of meals for patients, special functions and 
other services, e.g. meals on wheels. Ensure hygiene and cleanliness 
of relevant areas. 

Public Public Relations Officer in a large hospital, assist the Public Relations 
Relations Manager, prepare newsletters,. publications and medical releases; 

assist in promotional activities and liaise with community 
groups/organisations. 

Finance Supervise and control a section of the accounts area of a major 
agency, assign and check work of staff, prepare accounts, maintain 
records and prepare statistical reports and commentary. 

MIS Under the direction of an MIS professional, undertakes systems work 
such as programming, program maintenance and operations support 
(archival, backup, "help desk"). 

MIS Responsible for facilities administration including the monitoring of PC 
and peripheral equipment performance, fault finding and ratification, 
education of users on operational procedures, scheduling maintenance 
activities, and access to computing resources. Advice provided on the 
acquisition of hardware enhancement and PC software that has 
application for particular users. 

4. GRADE4 

4.1 Description 

(a) Positions at this level are regarded as senior supervisory positions overseeing a 
small to medium sized work group; or 

(b) administrators responsible for a specified activity recognised across the health 
service; or 

(c) a specialist role within a particular technical or professional position. 

4.2 Work Level Standard 

(a) Positions require proficiency in the use of established technical or administrative 
processes plus a number of years' experience in the field or a qualified tertiary 
graduate typically requiring a minimum 2-3 of years' work experience. They 
require supervisory or technical leadership for a distinct activity which may need to 
be coordinated with other activities. Good persuasive skills are required to actively 
ensure successful operation of the work group, for communication of technical or 
administrative information and to convince others in the achievement of specific 
objectives. 

(b) The broad parameters of the position are clearly defined, although judgement may 
be required to select from a range of standardised systems or techniques. 
Precedent or standard procedures or instructions generally exist for most work 
situations and policy guidelines may assist in the selection of the most suitable 
course of action. 
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{c) Supervisory positions independently organise and oversee the day~to-day 
activities of subordinate staff within clearly defined standards, budgets and time 
frames. Specialist positions provide sound technical advice to peers, and to more 
senior positions. All positions are responsible for recommending or accepting 
particular actions. 

4.3 Typical Role/Duties 

(a) Recruit and select permanent and temporary staff for general positions; 

(b) Coordinate and prepare accounting, payroll or statistical records and submit 
consolidated reports; 

(c) Implement controls and systems to ensure resources are fully utilised and health 
service policies are implemented; 

(d} Liaise with hospital staff up to department head to obtain and present information; 

( e) Allocate and control staff and resources to ensure activities of the work area are 
carried out efficiently and effectively; 

(f) Monitor safe work practices and security standards to maintain a safe and secure 
environment; 

(g) Assist staff with problems, and recommend action to be taken. 

4.4 Benchmark Descriptors: 

Engineering As a broadly experienced trade engineer, responsible for: the 
supervision of maintenance/contract staff, provision of preventative 
maintenance programs for buildings, plan1 and equipment under 
direction from a more senior engineer. Experienced project/contracts 
officer responsible for: major and minor works administration, 
quotations and supervision of contract staff, application 
of tender document and quality control within set financial guidelines 
and budgets under the direction of a more senior engineer. 
Experienced training officer responsible for the formal training 
of staff and contractors in the process of emergency response 
and contingency and contractors policies and procedures. 

Food Services Responsible for the supervision of staff and the provision of services 
in a Food Production section across the health service. 
Encompasses apprentice training and monitoring, fresh food 
orderings, staff supervision and ensuring meals are produced to 
schedule. 

Finance A senior supervisory posi1ion responsible for all aspec1s of financial 
management or patient accounts through more junior supervisors or 
staff. The role involves: responsibility for the financial and 
management accounts for the Board of Directors, Department of 
Human Services and Department Heads; Tasks such as patient 
admissions, fee classifications, length of stay registers, refunds, debt 
collection, and patient statistics. 

Supply Responsible for supervising and co-ordinating the stores activity, 
involving ordering stock, daily stock-take, staff supervision and work 
delegation; maintaining stock l~vels, directing pick-ups and 
deliveries, and preparation of leave rosters, and may deputise for the 
manager in their absence. 

Administration Manage the affairs of an office, a group of executives and various 
committees plus undertake investigations and analysis of 
organisational issues that require the preparation of position papers. 
Activities include compilation and follow-up of agendas, 
conference/seminar olannina and oraanisation, composition of non-
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procedural documents, management of executive management 
activities, development of office and administrative systems. 

Personnel Supervise a team of perso'nnel administrators or payroll staff 
providing services related to pay, employment conditions, 
entitlements and workforce statistics. Also required to provide 
analysis of staffing issues (e.g. about turnover, absenteeism, 
establishment, budgets and labour costs) with commentary on the 
implication of this for the institution. 

Personnel Personnel practitioner in a major activity (e.g. training and 
development, Employee relations, workforce/recruitment). Activities 
involve the analysis of organisational needs, recommendation of a 
course of action, preparation of documentation and delivery of the 
service (e.g. training programs, recruitment campaigns). 

MIS Qualified and experienced systems officer undertaking a range of 
programming and analysis activities in a range of different systems. 
Independently undertakes activities under general direction related 
to a small number of projects at any one time. 

5. GRADES 

5.1 Description 

Positions at this level are regarded as an experienced specialist role within a particular 
technical or professional discipline. 

5.2 Work Level Standard 

(a) Positions require proficiency in the use of established technical or administrative 
processes plus a number of years of experience in the field and are usually a 
tertiary graduate with a number of years' experience in the field. They require 
understanding and/or leadership across an activity, which may need coordination 
with other activities. Considerable persuasive skills are required for successful 
adoption of operational schedules and to gain cooperation of the workforce. 

(b) The broad parameters of the job are well known but are often diverse and require 
judgement in selecting the appropriate action. Problems are generally 
manageable and solutions guided by precedent and practice. 

(c) Management positions are accountable for the scheduling and implementation of 
major work programs within defined budgets and policy guidelines. Specialist jobs 
provide authoritative advice to peers and more senior positions in the discipline. 
As such all positions are predominantly responsible for the action undertaken. 

5.3 Typical Role/Duties 

(a) Provide advice on techniques and procedures for infection control and safety 
matters; 

(b} Carry out a quality assurance program to ensure the achievement of required 
standards of presentation, hygiene and cost of delivery; 

(c) Prepare reports on service delivery development and undertake special projects 
for the health service and Department of Health; 

(d) Review the staff establishment profile and adjust where necessary to maintain the 
integrity of Health Computing Service reports and the internal establishment 
profile, advise on funding available for staffing requirements. Direct and control 
the salary administration program; 

(e) Oversee and contribute to the formulation, implementation and ongoing review of 
staff induction and training programs; 
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5.4 

6. 

6.1 

(f) Collaborate with Department Heads, Medical Officers, injured Employees, unions 
and rehabilitation providers to devise, plan and implement rehabilitation programs; 

(g) Review existing computer software effectiveness with a view to enhancing its 
functionality and develop software to meet new requirements; 

(h) In conjunction with the Finance Manager, prepare and interpret financial budgets, 
annual returns and comparative monthly statements. 

Benchmark Descriptors: 

Finance 

Personnel 

Food Services 

Material 
Resources 

Engineering 

MIS 

GRADES 

Description 

Responsible for the preparation of monthly financial performance 
figures to a senior finance specialist so that targets can be measured, 
budgets updated and advice provided to a major division (e.g. 
Nursing), on activity levels, costing and budget strategy. An 
experienced and/or qualified accountant supervising a team, reporting 
to a more senior accountant. 

As an experienced personnel practitioner with day to day responsibility 
for training and development, or a group of specialist HR activities, 
responsibility for industrial relations under direction of a senior human 
resource specialist. 

Assistant Food Services Manager at a large campus responsible for 
commercial aspects and service standards of food production, 
presentation and distribution. Activities include quality control over 
special/ethnic dietary requirements of patients and clients attending 
functions, organising and supervising major functions and "meals on 
wheels" services, supervision of cafeteria staff and food service 
officers, and stock management of food supplies and catering 
requirements. 

An experienced Materials Resources practitioner, who deputises for 
the Manager and assists with plans, directions and control for the 
purchasing, receipt, storage, distribution of supplies for the health 
service. The rote involves ensuring products and equipment are 
purchased at the most favourable price, consistent with quality 
requirements, efficient lay-out of stores, and maintenance of stock at 
economic levels. 

Engineer (operations/maintenance) for a hospital campus responsible 
for maintenance and operation of plant, equipment, buildings, 
essential services, energy management, building services and 
grounds, and supervision of maintenance staff/contractors, as well as 
implementing maintenance (breakdown, and planned procedures), 
liaising with emergency services and may involve supervising contract 
staff engaged on infrastructure works and may include the 
maintenance of off campus site; reporting to an engineering 
manager/senior engineer. 

As an experienced systems analyst in a large agency, identify 
problems with the central computer hardware and ensure they are 
fixed, advise staff on system configurations and capabilities, modify 
existing applications to meet user requirements. 

Positions at this level are senior managers, professionals and specialists who are generally 
responsible for a significant operational area, function or department within a division; or 
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6.2 Work Level Standard 

(a) A high degree of proficiency in the use of technical or administration processes 
plus extensive experience in the field spanning many years would be 1ypical at this 
level. Understanding and leadership across a number of activities within the major 
program require considerable coordination skills. It also requires persuasive ability 
to gain the commitment of peers and subordinates in the identification of action 
plans and managing progress where there are competing activities. Specialist 
professional positions would typically require a minimum of 7-10 years' experience 
in this field. 

(b) Although work assignments apply familiar techniques and methods, there is also a 
requirement to recommend the modification or adaptation of techniques and 
methods that impact upon other areas of the agency. These activities require the 
detailed analysis of the major alternatives, including cost impact and implications 
for implementation prior to the presentation of well thought through action plans. 

(c) Considerable latitude is provided to senior managers in the design of work 
programs, independent allocation of resources and control over budgets. 
Nonetheless, the position operates within the constraints of agency 
policy/procedure, and professional standards. These positions are held 
accountable for significant projects or line functions which involve a major 
requirement to make things happen, consistent with the established standards. 

6.3 Typical Role/Duties 

(a) Plan operating budgets and resource requirements; 

(b) Investigate the supply needs of the organisation/s leading to the developmen1 of 
purchasing and inventory control programs required to achieve cost effective 
delivery schedule; 

(c) Inspect suppliers, manufacturing and wholesale operations to ensure the -
achievement of minimum standards of hygiene, product quality, distribution and 
storage standards; 

(d) Develop menus, oversee food preparation and presentation and manage food 
supply within budget limits for a medium institution; 

(e) Represent and advocate on behalf of the health service at industrial relations 
tribunals and in labour negotiations; 

(f) Conduct programmed audits into operational and financial procedures and the 
safeguarding of assets; 

(g) Determine the performance of organisational units in the hospital in respect of their 
financial planning, and control activities in compliance with management 
instructions, statements of policy and procedures, high standards of administrative 
practice and hospital objectives. 

6.4 Benchmark Descriptors: 

Finance As an experienced qualified financial manager reporting to a more 
senior financial manager, provide specialist financial advice, ensure that 
the hospital financial systems are maintained effectively, that statutory 
and legislative requirements are followed and professional standards 
maintained. Be responsible for the accounts section and supervising 
and guiding accounts staff. 

Material Plans, directs and controls the purchasing, warehousing and distribution 
Resources of supplies to the health service. The role involves recommending 

policies and developing systems and procedures for the department, 
which are implemented through subordinate supervisors. Ensures 
significant pricing benefits are obtained through bulk purchasing 
arrangements with other large agencies. 
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Personnel 

7. GRADE7 

7 .1 Description 

Unit Human Resources manager providing advice, counsel and 
recommendations on improving Employee relations, training needs, 
work practice or staffing matters. Typically reports to a more senior 
Human Resources manager. 

(a) Positions at 1his level are senior heads of large divisions; or 

(b) expert managers of complex/advanced sections with agency-wide application; or 

(c) junior executives of small or distribute institutions providing a range of services 
across the agency; or 

(d) senior managers of a number of varied functions across the agency. 

7 .2 Work Level Standard 

(a) At this level, positions require specialised knowledge resulting from very many 
years of experience in hospital or general industry administration, tertiary study and 
project management. The knowledge required spans several disciplines and there 
is a requirement for integration of a range of associated operations as part of a 
major program delivery. There is a requirement for persuading others to adopt a 
particular course of action where there are competing objectives and priorities plus 
a variety of outcomes. 

(b) Standard systems, methods and procedures are determined by positions at 1his 
level for adherence. This requires extensive analytical skills in interpreting service 
needs, general guidelines, local conditions and the achievability of the desired 
results. 

(c) Line management positions are bound by operating precedent and procedure but 
there is latitude in the emphasis given across a range of projects or services. 
Similarly, positions have a role in the development of business plans, new 
operation targets and the apportionment of total resources, but there are others 
who are predominantly responsible for the determination of these aspects. 
Technical/professional positions are regarded by professional peers as expert in 
the disciplines covering a complete function where the advice rendered would only 
be challenged by other experts. In all cases, the position is held accountable for 
the integrity of the service/project/advice and the achievement of significant 
standards of performance benefiting the entire agency. 

7.3 Typical Role/Duties 

(a) Prepare economic and demographic forecasts as part of an overall planning 
process to determine the future growth and services of the health service; 

(b) Develop financial control systems, budget guidelines and reporting mechanisms 
so that the Hospital Executive and Board have a complete understanding of the 
financial viability, efficiency and future options for resource management; 

(c) Direct and control a range of technical and engineering services covering plant, 
building and grounds maintenance, capital and minor works, plant and equipment 
assessment, energy management, and reticulation of electricity, water, gases; 

(d) Direct and control a significant service function determining s1affing, training, 
supply and expenditure needs; 

(e) Oversee and direct the provision of a comprehensive patient food service, as well 
as an extensive non-patient service through varied on-site food service outlets, 
including staff cafeteria, coffee shop, and bistro/snack bar. 
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7.4 Benchmark Descriptors: 

Food As Food Services Manager of a large hospital/campus, ensure that 
Services meals are provided to all patients, staff and other organisations in an 

effective and efficient manner, determine budget requirements with the 
finance department, and determine menus in accordance with the 
nutrition department and purchasing requirements. Ensure that the 
department operates within the allocated budget allocation and develop 
policies and standards for the Department. 

Engineering Malntenance Engineer for the health service reporting to a more senior 
engineer, responsible for providing, organising and directing human and 
physical resources to provide an efficient maintenance service with 
minor works responsibility. Maintenance includes planned, breakdown 
and safety testing across all trades including contractors for building 
fabric and building services reticulation. Minor works are managed 
where standard building specifications would be adapted (for example to 
ward refurbishment); includes procurement; installation and 
commissioning of specialised equipment. An emphasis is placed on 
safety and technical aspects with financial control, co-ordinating and 
planning, industrial relations, education as being among important 
issues. 

MIS Functional Manager for a medium computing facility including 
operations, development, maintenance and network management. 
Supervises staff and has budgetary responsibility for acquisition of 
peripherals, additional computing hardware and supplies. A key focus 
of the position is ensuring that projects are completed qn time/budget, 
provide users with the information needed, access to computing 
facilities is within accepted standards, and computing facilities are 
adequate for the needs of the institution, fast effective and reliable. 

MIS Expert professional project manager engaged on a project of strategic 
significance and technical complexity that requires organisational, 
systems development and technical know how of the highest order. 
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SCHEDULE 7 : HEAL TH AND ALLIED 
SERVICES EMPLOYEE CLASSIFICATIONS 

1. SKILL LEVELS 

1.1 Level 1 

(a) An Employee at this level: 

(i) works within established routines, methods and procedures; 

(ii) has minimal responsibility, accountability or discretion; 

(iii) works under direct or routine supervision, either individually or in a team; 
and 

{iv} no previous experience or training is required. 

(b) Indicative tasks performed and indicative classifications at this level are: 

Classification Indicative Tasks Performed and Indicative 
Group Classifications 

Food Services Basic food preparation; the cooking of basic meals; 
cleaning of food preparation and consumption areas and 
cooking equipment and utensils and the serving and 
delivery of meals. 

- Food and Domestic Services Assistant 

- Other Cook 

General Services Cleaning; basic maintenance work; General 
Orderly/Porterage/Courier functions in hospitals or other 
health services. 

Orderly or Cleaner 

I- Maintenance/Handyperson (Unqualified) 

- All other Employees not elsewhere provided for 

1.2 Level 2 

(a) An Employee at this level: 

(i) works within established routines, methods and procedures; 

(ii) has limited responsibility, accountability or discretion; 

(iii) may work under limited supervision, either individually or in a team; 

{iv) possesses communication skills and 

(v) requires on-the-job training and/or specific skills training or experience. 

(b) Indicative tasks performed and indicative classifications at this level are: 

Classification Indicative Tasks Performed and Indicative 
Group Classifications 

General Services gardening work requiring no formal qualifications; general 
housekeeping functions; basic stores work; 

~ Housekeeper 

- Gardener (non-trade} 
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1.3 Level 3 

(a) An Employee at this level: 

(i) is capable of prioritising work within established routines, methods and 
procedures; 

(ii) is responsible for work performed with a limited level of accountability or 
discretion; 

(iii) works under limited supervision, either individually or in a team; 

(iv) possesses sound communication skills; and 

(v) requires specific on-the-job training and/or relevant skills training or 
experience. 

(b) Indicative tasks performed and indicative classifications at this level are: 

Classification Indicative Tasks Performed and Indicative 
Group Classifications 

Food Services A person responsible for the conduct of a diet kitchen; an 
unqualified (non-trade) cook employed as a sole cook in 
a kitchen or an unqualified (non-trade) cook providing 
specialist cooking functions. 

- Dietary Supervisor 

- Cook Employed Alone 

- Diet Cook 

General Services Hospital Attendant work, including patrol functions; 
Hospital Attendant 

1.4 Level 4 

(a) An Employee at this level: 

(i) is capable of prioritising work within established routines, methods and 
procedures; 

(ii) is responsible for work performed with a medium level of accountability 
or discretion; 

(iii) works under limited supervision, either individually or in a team; 

(iv) possesses sound communication and/or arithmetic skills; and · 

(v) requires specific on-the-job training and/or relevant skills training or 
experience. 

(b) Indicative tasks performed and indicative classifications at this level are: 

Classification Group Indicative Tasks Performed and Indicative 
Classifications 

Food Services An Employee whose primary function is to liaise with 
patients and staff to obtain appropriate meal 
requirements of patients, and to tally and collate the 
overall results. 

. Food Monitor 

1.5 Level 5 

(a) An Employee at this level: 

SCHEDULE 7: HEALTH AND ALLIED SERVICES EMPLOYEE CLASSIFICATIONS 

L\344187946.1 386 

f_p_n_392_



SCHEDULE 7: HEALTH AND ALLIED SERVICES EMPLOYEE CLASSIFICATIONS 

(i) is capable of prioritising work within established policies, guidelines and 
procedures; 

(ii) is responsible for work performed with a medium level of accountability 
or discretion; 

(iii) works under limited supervision, either indiV:idually or in a team; 

(iv) possesses good communication, interpersonal and/or arithmetic skills; 
and 

(v) requires specific on-the-job training, may require formal qualifications 
and/or relevant skills training or experience. 

(b) Indicative tasks performed and indicative classifications at this level are: 

Classification Indicative Tasks Performed and Indicative 
Group Classifications 

General Services An Employee performing dedicated security functions;. 

- Security Officer Grade 1 

1.6 Level 6 

(a) An Employee at this level: 

(i) is capable of prioritising work and exercising discretion within established 
policies, guidelines and procedures; 

(ii) is responsible for work performed with a medium level of accountability; 

(iii) works under limited supervision, either individually or in a team; 

(iv) possesses well developed communication, interpersonal and/or 
arithmetic skills; and 

(v) requires substantial on-the-job training, may require formal qualifications 
and/or relevant skills training or experience. 

(b} Indicative tasks performed and indicative classifications at this level are: 

Classification Indicative Tasks Performed and Indicative 
Group Classifications 

1.7 Level 7 

(a) An Employee at this level: 

(i) is capable of prioritising work and exercising discretion within established 
policies, guidelines and procedures; 

(ii) is responsible for work performed with a substantial level of 
accountability; 

(iii) works either individually or in a team; 

(iv) possesses well developed communication, interpersonal and/or 
arithmetic skills; and 

(v) requires substantial on-the-job training, may require formal qualifications 
at trade or certificate level and/or relevant skills training or experience. 

(b) Indicative tasks performed and indicative classifications at this level are: 

Classification 
Group 

Indicative Tasks Performed and Indicative 
Classifications 
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Food Services - A Cook with relevant qualifications. 

- Trade Cook 

General Services a dedicated Security Officer required to regularly access 
computers in the course of their employment and/or has 
been provided with relevant training; -
Grade 2 

Security Officer 

1.8 Level 8 

(a) An Employee at this level: 

(i) is capable of functioning semi autonomously, and prioritising their own 
work within established policies, guidelines and procedures; 

(ii) is responsible for work performed with a substantial level of 
accountability; 

{iii) works either individually or in a team; 

(iv) may require basic computer knowledge or be required to use a computer 
on a regular basis; 

(v) possesses administrative skills and problem solving abilities; 

(vi) possesses well developed communication, interpersonal and/or 
arithmetic skills; and 

(vii) requires substantial on-the-job training, may require formal qualifications 
at trade or certificate level and/or relevant skills training or experience. 

(b) Indicative tasks performed and indicative classifications at this level are: 

Classification Indicative Tasks Performed and Indicative 
Group Classifications 

1.9 Level 9 

(a) An Employee at this level: 

(i) is capable offunctioning with a high level of autonomy, and prioritising 
their own work within established policies, guidelines and procedures; 

(ii) is responsible for work performed with a substantial level of 
accountability and responsibility; 

(iii} works either individually or in a team; 

(iv) may require comprehensive computer knowledge or be required to use a 
computer on a regular basis: 

(v) possesses administrative skills and problem solving abilities; 

(vi) possesses well developed communication, interpersonal and/or 
arithmetic skills; and 

(vii) may require formal qualifications at post-trade or Advanced Certificate or 
Associate Diploma level and/or relevant skills training or experience. 

(b) Indicative tasks performed and indicative classifications at this .level are: 

Classification Indicative Tasks Performed and Indicative 
Group Classifications 
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1.10 Level 10 

(a) An Employee at this level: 

(i) is capable of functioning autonomously, and prioritising their own work 
within established policies, guidelines and procedures; 

(ii) is responsible for work performed with a substantial level of 
accountability and responsibility; 

(iii) works either individually or in a team; 

(iv) may require comprehensive computer knowledge or be required to use a 
computer on a regular basis; 

(v) possesses administrative skills and problem solving abilities; 

(vi) possesses well developed communication, interpersonal and/or 
arithmetic skills; and 

(vii) will most likely require formal qualifications at trade or Advanced 
Certificate or Associate Diploma level and/or relevant skills training or 
experience. 

(b) Indicative tasks performed and indicative classifications at this level are: 

Classification Indicative Tasks Performed and Indicative 
Group Classifications 

1.11 Level 11 

{a) An Employee at this level: 

( i) is ea pable of functioning autonomously, and prioritising their own work 
and the work of others within established policies, guidelines and 
procedures; 

(ii) is responsible for work performed with a substantial level of 
accountability and responsibility; 

(iii) may supervise the work of others, including work allocation, rostering 
and guidance; 

(iv) works either individually or in a team; 

{v) may require comprehensive computer knowledge or be required to use a 
computer on a regular basis; 

(vi) possesses developed administrative skills and problem solving abilities; 

(vii) possesses well developed communication, interpersonal and/or 
arithmetic skills; and 

(viii) may require formal qualifications at trade or Advanced Certificate or 
Associate Diploma level and/or relevant skills training or experience. 

(b) Indicative tasks performed and indicative classifications at this level are: 

Classification Indicative Tasks Performed and Indicative 
Group Classifications 

General Services Supervision, work allocation, on-the-job training and 
rostering and/or guidance of staff. 

- General Services Supervisor 

SCHEDULE 7: HEAL TH AND ALLIED SERVICES EMPLOYEE CLASSIFICATIONS 

L\344187946.1 389 

f_p_n_395_



SCHEDULE 7: HEALTH AND ALLIED SERVICES EMPLOYEE CLASSIFICATIONS 

2. CLASSIFICATION DEFINITIONS 

Food Services Classifications: 

2.1 Cook Employed Alone 

(a) Means a person employed as a sole cook who does not hold trade qualifications. 

2.2 Diet Cook 

(a) Means an unqualified cook who produces meals for specific dietary requirements 
and/or other specialist meals. 

2.3 Dietary Supervisor 

(a} Means a person not being a qualified Dietician but responsible for the conduct of a 
Diet Kitchen. 

2.4 Food and Domestic Services Assistant 

(a) Means a person employed to clean food preparation and consumption areas, 
cooking equipment and utensils and serve and deliver meals. 

2.5 Food Monitor 

(a} An Employee responsible to a catering and/or dietary department whose primary 
function is to I iaise with patients and staff to obtain appropriate meal requirements 
of patients, and to tally and collate the overall results for the catering and/or dietary 
department. 

(b) Notwithstanding the provisions of clause 178 ( Higher Duties), when the above 
duties are incidental to other duties performed, higher duties rates shall only apply 
when the above duties are performed for two hours or more in any day. 

2.6 Food Services Supervisor 

{a) Is a person appointed as such performing work which involves the supervision of 
staff within the food services stream of this award or the supervision of staff within 
a food services related department or section. Such a person would be 
responsible for administrative duties such as work allocation, training, rostering 
and guidance of fifteen or more staff and may assist in the recruitment of staff. 

2.7 Other Cook 

(a) Means a person who does not hold trade qualifications, who is employed as a 
cook by a hospital where other cooks are employed. 

2.8 Trade Cook 

(a) Means a cook qualified as a tradesperson under the Industrial Training Act 1975 
or holding an equivalent qualification acceptable to the Employer. 

2.9 Gardener (Non Trade) 

(a) Means an Employee engaged in the pruning or trimming of plants or trees; or in 
budding, propagating, planting or plotting: or like garden related functions. 

2.10 General Services Supervisor 

(a) Is a person appointed as such performing work which involves the supervision of 
staff with in the general services stream of this award or the supervision of staff 
within a general services related department or section. Such a person would be 
responsible for administrative duties such as work allocation, training, rostering 
and guidance of fifteen or more staff and may assist in the recruitment of staff. 

2.11 Hospital Attendant 

(a) Means an Employee appointed as such and who, as part of their ordinary duties, 
is required to perform a patrol function. 

2.12 Housekeeper 

(a) Means a person employed to perform general housekeeping functions. 
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2.13 0 rderly/C leaner 

(a) Means a person employed to perform basic cleaning and orderly/porterage/courier 
functions in hospitals or other health services .. 

2.14 Security Officer Grade 1 

{a) Means an Employee performing a dedicated security function involving the 
security of patients, staff .or the facilities. 

2.15 Security Officer Grade 2 

(a} An Employee as per Security Officer Grade 1 who is required to regularly access 
computers in the course of their employment and/or has been provided with 
relevant training. 

3. PATIENT SERVICES ASSISTANT STRUCTURE 

(a) A Patient Services Assistant (PSA) is a multi-skilled Employee, the majority of 
whose work is ward based in an acute setting or community health centre. The 
work of PSAs involves the performance of duties across three or more functional 
areas of patient support services. PSAs are essentially ward based. PSAs will be 
encouraged to undertake training, which may include further training to enable 
them to obtain the certificate or equivalent for career development. 

{b) Notwithstanding Schedule 7, clause 3(a) above, PSAs are not precluded from 
undertaking non-ward functions and duties. Employees whose jobs involve casual 
or irregular ward based duties, or where their presence on a ward is a minor aspect 
of their role, are not performing PSA work. 

(c) The functional areas covered by PSAs are as follows: 

Functions: Duties: 

Cleaning and Ward areas (including toilets, showers, bathrooms, lockers, 
Housekeeping shelving and infectious rooms etc.) 

Handle patient laundry (including washing and drying of 
patient laundry) 

General/administrative areas (including office, cafeteria, 
stairs and lifts etc.) 

Terminal/discharge bed (re-)making (Le. Carbolising) 

Equipment and instruments 

Damp and high dusting 

Vacuuming 

Mopping and buffing of floors 

Spot cleaning 

Rubbish removal 

Linen removal 

Food and Serving of meals to patients 
Beverage 

Food transportation to and from the Ward 

Basic food monitoring (e.g. Checking that food matches the 
order) 

Replenish refrigerator and pantry supplies 

Transport and Transporting patients between wards, departments and 
Couriering theatres 
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Functions: Duties: 

Transporting equipment between wards, departments and 
theatres 

Couriering x-rays, specimens and patient records 

Movement of deceased patients to the mortuary 

Ward Support Checking of oxygen cylinders 

Filling, distributing and collecting of water jugs and glasses 

Delivery and maintenance of flowers 

Replenish consumables to normal stock levels 

Restocking of ward trolleys or cubicles 

Under direction, and with appropriate training, to assist in 
patient restraint. This may include code blue and other 
emergencies as part of a hospital response team 

Message taking 

Patient Support Assist in the lifting and turning of patients (including into and 
out of wheel chairs and trolleys) 

Assist in lifting and positioning of patients in bed, including 
by machinery 

Assist with patient facial shaves and pre-operative shaves 

Assist in the transportation of ambulance patients 

(d} For the purposes of this definition, ward based work includes Employees providing 
patient support services in areas such as outpatient, x-ray, catheter laboratory, 
nuclear medicine, dialysis and other areas providing patient support services 
consistent with the functions and duties described in subclause (c) above. 

(e) The functions listed in Schedule 7, subclause {c) above are intended to be 
comprehensive. The listed duties are intended to be indicative, not 
comprehensive. 

(f) In determining the number of functions to be completed by a PSA, it will not be 
necessary for a PSA to perform any particular number of duties identified as falling 
within each functional area. 

(g) In considering the duties that constitute a function, there must be the inclusion of 
sufficient duties relevant to the function such that the work in question is an 
integral and significant part of that function within the operations of the ward. 
While additional duties may be included, the inclusion of an additional duty or 
duties does not necessarily equate to an additional function, unless the extra 
duties constitute a regular part of a shift, or period of work. 

(h) Not all PSAs will be expected to perform all of the functions listed in Schedule 7, 
clause 3(c). PSAs at the Grade 2 level will perform four or more functions, and 
PSAs at the Grade 1 level will perform three functions. 

3.2 Patient Services Assistant Grade 1 

(a) A Patient Services Assistant at Grade 1 level: 

(i) regularly performs duties from three functional areas; 

(ii) is not required to hold a recognised PSA certificate; 

{iii} is capable of prioritising work within outlined routines, methods and 
procedures in three functional areas; 
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(iv) is responsible for work performed with a limited level of accountability or 
discretion; 

(v) works under limited supervision, either individually or in a team; 

(vi) possesses sound communication skills; and 

(vii) requires specific on the job training and/or relevant skills training or 
experience. 

3.3 Patient Services Assistant Grade 2 

(a) A Patient Services Assistant at Grade 2 level: 

(i) regularly performs duties from four or more functional areas; 

(ii) holds a recognised PSA certificate (or equivalent) from a TAFE College, 
or equivalent registered training organisation. Those PSAs who did not 
hold a formal qualification when they were translated to the new PSA 
classification structure, with effect from 15 April 2003, shall be 
encouraged to undertake training to obtain a recognised PSA certificate 
( or equivalent). 

(iii) requires specific on the job training and/or relevant skills training or 
experience; 

(iv) is capable of prioritising work within established policies, guidelines and 
procedures across four or more functional areas; 

(v) is responsible for work performed in accordance with established 
policies, procedures and approaches 

(vi) works under limited supervision, either individually or in a team; and 

(vii) possesses good communication, interpersonal and/or arithmetic skills. 
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SCHEDULE 8 : LETTER OF APPOINTMENT 

The letter of appointment will contain the following information: 

1. Name of Employer. 

2. Employee's classification, increment and job title 

3. The mental health workplace/campus/location where the person is to be situated Terms and 
Conditions of employment will be governed by this Agreement. 

4. Their mode of employment. 

5. Fortnightly hours will be and for part timers (by mutual agreement) additional shifts may be 
added. Shifts wlll be worked in accordance with roster. Payment of additional shifts will not 
be at casual rates. If you agree to work regular additional shifts your letter of appointment 
will be varied accordingly. 

6. Specified employment is ongoing unless a valid fixed term appointment is proposed. 

7. Date of commencement. 

8. Acknowledg ment (where applicable) of prior service/entitlements to sick leave, long service 
etc. 

9. Other information as required depending on the nature of the position. 

10. Relevant qualifications and allowances payable. 
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SCHEDULE 9 : CERTIFICATE OF SERVICE 

Certificate of Service 

(Name of Institution) (Date) 

This is to certify that . (Name of Employee) 
was employed by this Institution/Society/Board (the Employer) for the period: 

From. _______ _ To ----------

During the above period, the Employee was employed as a casual Health Professional from the 
period ______ to______ Of this period, a total of 
(years and days) counted as eligible service for the purpose of Long Service Leave. 

During the above period, the Employee had unpaid leave or absences that impact on the accrual of 
Long Service Leave totalling _______________ (years and days) 

During the above period, the Employee utilised accrued Long Service Leave totalling -----
months 

The Employer has recognised net additional service for Long Service Leave purposes with another 
employer or employers for the Employee totallin . .,_ _____ ____ ___ _ (years 
and days) which was paid out/not paid out (strike out whichever is not applicable) by the former 
employer(s). 

During the above period, the Employee transferred Long Service Leave accrued in respect of the 
perlod. ________ to. ________ , to another employer or employers. 

The Employee had accrued personal leave totalling, _______ hours as at the date of 
cessation of employment with the Employer 

The Employee's Change of Shift Allowance Cap is 
pay period 

number of shifts per 

Tick all boxes that apply: 

[ ] The Employee received a payment in lieu of all unused, accrued Long Service Leave on 
cessation of employment with the Employer 

[ ] The Employee remains employed with (Name of Institution) 

[ ] The Employee was employed by the Employer as a PEN or MHO on the date 
this Agreement came into operation. 

[ J The Employee's Change of Shift Cap is detailed above. 

[ ] The Employee was employed by the Employer as an PEN at PEN Level 3 

[ ] The Employer has on record a Certificate of Service from another employer covered by 
the Victorian Pubfic Mental Heafth Services Enterprise Agreement 2012-2016 (attach a 
copy) 

Position held: 
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Signed: 

(Stamp of Institution): 

NOTE: Upon receipt of the Certificate of Service, the Second Employer must notify the previous 
Employer that it has recognised any period of long service leave, and if so, the period so 
recognised. 

(Name of Institution) (Date} 

_______ (period of service recognised) 

Signed: (Stamp of Institution): 
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SCHEDULE 10: ADDITIONAL STAFFING 

The additional nurse staffing set out in Parts 1 and 2 of this Schedule is in addition to the nurse 
staffing profiles as referred to in clause 108.3(d). 

The additional staffing includes the 3 EFT of Allied Health Educators. 

Schedule 10-PartA 

2012 Additional Nursing EFT Agreed Allocations 

Health Service Ward/Unit 

Alfred Health Ground Floor 

First Floor 

Ballarat Health Adult Acute Unit (2015) 
*(As reallocated in 2015) 

Barwon Health Hilary Blakiston Oak End 

Bendigo Health MPU 

Vahland House 

Eastern Health Upton House 

IPU2 

Latrobe Regional Health Flynn Unit 
(LRH) 

NWMH (Melbourne Health) BIPU 

NPU 1 

NPU2 

RMH John Cade Unit 

SAAPU 

Mercy Health Acute Adult IPU 

(Werribee Hospital) Mother Baby Unit (MBU) 

Southern/Monash Health CaseyWard E 

P Block 

St Vincent's Ground Floor 

First Floor 

Albury Wodonga Health Kerferd Unit 
(Wangaratta Base) 
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Nursing Allocation 
(7 day additional shift line) 

Night Shift 

Night Shift 

Night Shift 

Night Shift 

Night Shift 

Night Shift 

Opposite to 2007 shift (day) 

Day Shift 

Night Shift 

Night Shift 

Night Shift 

Night Shift 

Night Shift 

Night Shift 

Night Shift 

Day Shift (Mon-Fri only) 

Night Shift 

Night Shift 

Night Shift 

Night Shift 

Night Shift 

42.5 EFT Nursing 
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Schedule 10-Part B 

Martin Foley MP 

Mln1st.er rot Housing, Oi10bi!ily and Ageing 
Minlste, ro1 Mental Heclth 
Minister ro, Equc,lity 
Ml~ster (or Crec,t.ive lndustri,n; 

Ms Lisa Fitzp,1t1•icl< 
Secretary 
Australian Nursing and Midwircry l'C'dl!ration 
540 Elizabeth Street 
MELBOURN!: VIC 3000 

Dear Ms Fi,tfu·ick /...,.,,1,. 

Gl'>O Ba, ~057 
Helbc\Jf'ne Vietontr 3001 
Telophon~. • 61 3 9096 7500 
'N'WW.dhl li.llic.gov.01.1 

0~:210081 

I writ!! in relation to the Victorian Government's commitment to addressing issues of 
staffing, worklo~d and quality and safety ill the Victo1i:m public mental health sector. 

The Victorian Government values the signilic.1nt and important work that employees 
in the public mental health sector undertake; they provide important care ancl 
services that contribute to the health and well •being of the Victm'ion comnrn n ity. 

I am therefore pleased to confirm that the Victorian Government will fund an 
increase to employee numbers in the public ment.11 health sector to address these 
issues. 

This increase will total an additional 120.EI equivalent full-time (IWI'} role.s, and it 
wm he funded as a gov-ernment policy commitment and implemented across 
Vlctoria11 publfc mental health and Forensicare. This pollcy commitment will span a 
six year funding and implementation period, commencing In 2016-2017, and be 
implemented 111 accordance with the table att.iched to this letter. 

Should you wish ro discuss these matters rurther, please conrnct Dr Margaret Grigg, 
Director, Ment.il Health Brnnch on 9096 7570. 

C:. I tc/2016 
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Phasing of Mental Health, Staffing and Workload Outcomes (128.8 EFT of which 125.8 is 

allocated as Nursing and 3 EFT is alloc.ned as Allied Health Educators) 

December 2016: Phase 1 -Area Mental Health Serwlces 2S.9 Nursing EFT 

Ac:ute Inpatient Unit AM PM Night 
Shill Shift Shih 

Sunshine (SA'1PUI 1 l 
Eastem IPU 1 
Eastern /PU 2 

1 

Peninsula 2 west L '11(. gell iJ in Pl:ose 3 
GI/ - Wan~arra 
Norlhern - ~l!i!. 2 
Oandeneng Unil 2 l 
Alfred Gmu nd Floor 

+ 
1 

Alfred ·First Floor 
+ 

l - -
Ballar at 1 

, .. ,,; .. -A8( 
St Vincent's Gro~ loor l 
St Vincent's First Floor I 
Tota 15 hlft Lines ,-T- .....!L. 1 --~ 
lou! Ul 23.8 2.1 25.9 EFTPha~ l ·----- -

l July 2017: Phase 2-24.6 Nursing EFT (17.8 + 6.8::: 24.61 

Forenslcare -17.8 eft 

Casey Ward E 

Geelong Swanston Unit 
We rribee M ercv 

~ I Snilt Lines 
Total EFT 

AM PM .!)Ii!!! 
I 

! 
J 

1 
4 

6.8 eft 

l July 2018: Phase 3-2018/19 -29.8 Nursing EFT 

1 EFT Nurse U nlt Manager (St Vincent's Adu It In palle nt Service,) 

Acute Inpatient Unit 

P JC South Ward 
Nort hem - Un It l 
Northern - Un\t 2 
RMH - John Cade 
NWMH • Broad meadows 

I Dandenong Unit 1 
Dandenong Unit 2 I Alfred Ground Floor 
Alfred First Floor 

Ballarat 
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Shift Shift Slllft 

I 

I I 
l_j 

I l 

i 
l 

l -1-1 
1 1 l 
I 1- .-
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St Vinc ent's First floor ~~ -~~ 
Wangaratta - Kerfetd Unit J 1 • 
Warnambool • 1 -- -----
We rribee M ercv l 
Ma!Shift tines .!!.. l • --
Total IFT zo.• $.4 a.a EFT 

l July 2020: Phase 4-20/ 21 (15 + 8 = 23 120 Nursing and 3 Allied Health Educators EFT) 

Total of 15 EFT for add;tlonal Mental Health Educator Posllons as follows: 

• 9 CNE/RPN 4, 3 PEN 4 Educator Support roles and 3 Allied Health Educators 

Further B Nu ni ng EFT as below: 

Acute Inpatient Unit 

Austin SECU 
Northern - Unit 2 
RMH -John cade 

:..MW! ::~ : ~ I 
--+--,-.. - __ .....,._-_'."_.,. j W Weeeej/<ends to be the same roste~ '!,I' 'f'.!!kdoys · 

1 

Oandenong Unit 2 

St Vincent's Ground Floor 1 
Tot.ii Shift lines 
Tat,UFf ... _!!_ . ...__..___<t""."""? llfF'f 

1 July 2021: Phase 5 - 21/22 = 25.S Nursing £FT 

Austin Parent Infant Unit 

Mercy Moth er Bai>-(.!!nlt 

Alfred Bari nga Assessment Un it 

Eastern PJC south Ward 

NWMH Sun$hine Aged Acute 

NWMH Kath Atkinson 

NWMH Broadmeadows 

NWMH Merv Irvine (BECC) 

St Vincents Auburn House 

Ballarat Steele Haughton Unit 

TOT AL Sh I~ Liiies 
Perinatal 

Perinatal 

Perinatal TOTAlS 
Mental Health Ac~te Aged 

Mental Health Acute Aged 

Mental H ea Ith Acute Aged 

Mental Health Acute ~ed 

Mental Health Acute Ased 

AGED ACUTE TOTAl5 
Mental Health Sub-Acute ~ed 

Mental Health Sub-Acute Aged --
Mental Health Sub-Acute Aged 

SUB-ACUTE AGED TOTALS 

TOT Al Shift Lines 

-
AM 

1 
--
l 
. 
1 

I-

1 
-
l 
l 

-

-
4 

EFT Al!ocat1ons (25.5 e~ 6.8 
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PM N/D 
1 
1 
2 0 
1 
l 

l 
1 

1 

6 0 
l 

1 
1 
l 
ll 

18.7 
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SCHEDULE 10: ADDITIONAL STAFFING 

Schedule 10-Part C 

Martin Foley MP 

Minister for Hou,ing, Disability ond Ageing 
Mlniswr for Mentel Health 
Minister for Equolity 
Mlntster for creot!V11 lndu$\TIH 

Mr Lloyd Williams 
State Secretary 
Health llnd Community Services Union 
7 Grattan Street 
CARLTONVIC3053 

GPO BOll 4057 
Melbourne Victoria 8001 
~:~, a 90967500 
www.dhhs.vlc.gov.au 
OX:2!0081 

DearMrW~s ~/°c)cP 
I writ~~~:;~~ to the Victorian Government's commitment to addressing issues of 
staffing. workload and quality and safety In the Victorian public mental health sector. 

The Victorian Government values the sign! flcant and Important work that employees 
In the public mential health sector undertake; they provide Important care and 
services that contribute to the health and well-being of the Victorian community. 

I am therefore pleased to confirm that the Victorian Government will fund an 
ongoing increase to empioyee numbers in the public mental health sector to address 
these Issues. 

This increase will total an additional 128.8 equivalent full-time (BFT-) roles, and be 
funded with recurrent funding as a government policy commitment and 
implemented across Victorian public mental health and Forenslcare. This recurrent 
funding policy commitment wlll span a six year funding and implementation period, 
commencing in 2016-2017, and be Implemented in accordance with. the table 
attached to this letter. 

Should you wish to discuss these matters further, please contact Dr Margaret Grigg. 
Director, Mental Health Branch on 9096 7570. 

II /rti/2016 
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SCHEDULE 10: ADDITIONAL STAFFING 

Schedule 10-PartD 

Graduate Support Nurse Allocation 

Health Service EFT 

St Vincents Hospital 1 

Mercy Hospitals Victoria 1 

Peninsula Health 1 

Eastern Health 1 

Bendigo Health 1 

Barwon Health 1 

Parent and lnfantUnit-Nurse Educators 

Health Service EFT 

Ballarat Health Services 0.5 

Austin Health 0.5 

Mercy Hospitals Victoria 0.5 

Monash Health 0.5 

Latrobe Regional Hospital 0.5 

Bendigo Health 0.5 

High Dependency Units 

Health Service Unit 

ADULT 

Alfred Ground Floor. lncludes4 PICU as part of the 8 

Eastern Upton House (Box Hill) 

RMHJCU-Unit1 

SAAPU (Sunshine) 
NWMH 

BIPU (Broad meadows) 

NPU -Ward 7 (Unit 1) 

Peninsula 2West 

Unit2-Youth (Dandenong) 

Monash Ward E (Casey) 

BialaAged Acute IPU 

SCHEDULE 10: ADDITIONAL STAFFING 
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. 

Night duty allocation 

1xND 

1xND 

1xND 

1xND 

1 xND 

1 xND 

1xND 

1 xND 

1 xND 

1 x ND 
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SCHEDULE 10: ADDITIONAL STAFFING 

Health Service Unit 

Ground 
St Vincent's 

First Floor 

Northeast Health 
Kerferd Unit 

Wangaratta 

CAMHS/CYMHS 

Monash Stepping Stones 
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Night duty allocation 

1 xND 

1xND 

1 xND 

1xND 
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SCHEDULE 11: LIVED EXPERIENCE WORKER TRANSLATION PROCESS 

SCHEDULE 11: Lived Experience Worker 
Translation Process 

1. Lived Experience Workforces Translation Process 

1.1 Each Employer will undertake the translation process in 1.3 within 3 months of the 
Agreement commencement. 

1.2 The Employer will notify each Employee in writing the outcome of the translation process. 

1.3 Translation process 

(a} Peer Worker 

Existing Peer Worker 
Classification 

Level 1 Year 1 Translates to 

Level 2 Year 2 Translates to either 
Level 1 Year 2, Year 
3, Year 4 or Year 5 
depending on years 
of experience as 
Level 1. 

Level 2 Year 1 Translates to 

Level 2 Year 2 Translates to 

Level 2 Year 3 Translates to 

Level 2 Year 4 Translates to 

Level 3 Year 1 Translates to 

Level 3 Year 2 Translates to 

Level 3 Year 3 Translates to 

Level 3 Year 4 Translates to 

(b) Consumer and Carer Consultants 

Existing Consumer and Carer 
Consultant Classification 

Level 1 Year 1 Translates to 

Level 1 Year 2 Translates to 

Level 1 Year 3 Translates to 

Level 1 Year 4 .Translates to 

Level 1 Year 5 Transla1es to 

Level 2 Year 1 Translates to 

Level 2 Year 2 Translates to 

SCHEDULE 11 : LIVED EXPERIENCE WORKER TRANSLATION PROCESS 
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New Lived Experience 
Worker Classification 

Level 1 Year 1 

Level 1 Year 2 

Level 1 Year 3 

Level 1 Year 4 

Level 1 Year 5 

Year 2 Level 1 

Year 2 Level 2 

Year 2 Level 3 

Year 2 Level 4 

Level 3 Year 1 

Level 3 Year 2 

Level 3 Year 3 

Level 3 Year 4 

New Lived Experience 
Worker Classification 

Level 2 Year 1 

Level 2 Year 2 

Level 2 Year 3 

Level 2 Year 4 

Level 2 Year 4 

Level 2 Year 1 

Level 2 Year 2 
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SCHEDULE 11 : LIVED EXPERIENCE WORKER TRANSLATION PROCESS 

Existing Consumer and Carer 
Consultant C lassificatlon 

Level 2 Year 3 Translates to 

Level 2 Year 4 Translates to 

Level 3 Year 1 Translates to 

Level 3 Year 2 Translates to 

Level 3 Year 3 Translates to 

Level 3 Year 4 Translates to 
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New Lived Experience 
Worker Classification 

Level 2 Year 3 

Level 2 Year 4 

Level 3 Year 1 

Level 3 Year 2 

Level 3 Year 3 

Level 3 Year 4 
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. SIGNATURES 

SIGNED for and on behalf of each of the EMPLOYERS referred 
to in Appendix 1 by the authorised representatives of the 
Victorian Hospitals' Industrial Association, 88 Maribymong 
Streat, Footscray In the presence of: 

Q-rv..o,R:( f'1< C-4LL O() G H 

NamJI (print) 

Name of Witness (print) 

SIGNED for and on behalf of AUSTRALIAN NURSING AND / ' I !·: ~ 
MIDWIFERY FEDERATION, 536 Elizabeth Street, Melboume by _0\/'4 __ ~_d.,._.__ _ _J4~---

its authorised officers In the presence of: 

Witness 

Madeleine Harradence 

Name of WHnen (print) 

SIGNED for and on behalfofHEALlH SERVICES UNION, 7 
Grattan Street, Carlton by Its authorised off!cers in the 
presence of: 

~ ---
Witness 

l¼.e,eccA SPde.EkoS 

Name of Witness (print) 

l\344187946.1 

Signature 

Lisa Fitzpatrick - Secretary 

Name (print) 

~ -v 
S!gneture 

f fl\<&- (1~ 
Name (print} 
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VHIA Victorian Hospitals' Industrial Association 
88 Moribyrnong Street, Foot,croy VIC 30·11 ABN n 1,011;<7 

Switchboard 03 98614000 Employment Advice 1800 729 329 
Fax 03 9867 8540 Email 11hia@vhia.com.au www.vhia.tom.au 

IN THE FAIR WORK COMMISSION 

FWC Matter No.: AG2022/1243 

Applicant: VICTORIAN HOSPITALS' INDUSTRIAL ASSOCIATION 

Section 185 - Application for approval of a single enterprise agreement 

Undertaking - Section 190 

I, Timothy Nagle, Manager Workplace Relations Services have the authority given to me by the 
Employers to give the following undertakings with respect to the Victorian Public Mental Health 
Services Enterprise Agreement 2020-2024 ("the Agreement"): 

1. Deductions 
Any deduction carried out by the employer pursuant to clauses 77.3(g), 162.2 or 
208.2 will not deduct from an entitlement that arises under the NES. 

2. Carer's Leave 
An Employee who takes Carer's Leave will be afforded no less than the 
entitlement that arises under section 97 (Taking Paid Personal/Carer's Leave) and 
section 102 (Entitlement to Unpaid Carer's Leave) of the Fair Work Act 2009 {Cth). 

3. Public Holidays 
Despite clauses 104.4, 145.5, 197.5 and 236.4, the substitution of public holidays 
may only occur by agreement between the Employer and individual Employee's 
pursuant to section 115(3) of the Fair Work Act 2009 (Cth) 

4. Welfare Workers Class 2 Year 1 to 4 weekly rates of pay 
A Welfare Worker Class 2 who meets the definition of Health Professional - Level 
2 within the Health Professionals and Support Services Award 2010 will receive no 
less than the corresponding pay point in the following table: 

Award Classification 
Health Professional Employee Level 2 - Pav Point 1 
Health Professional Employee Level 2 - Pay Point 2 
Health Professional Employee Level 2 - Pay Point 3 
Health Professional Employee Level 2 - Pav Point 4 

5. Casual Loading calculation 
The following classifications within Section 3 of the Agreement will be paid 
overtime on a compounded basis (Overtime rate x 1.25) in accordance with the 
Modern Award: 
a) Welfare Worker Class 1 Year 5 
b) Welfare Worker Class 1 Year 6 
c) Welfare Worker Class 2 Year 1 to 4 
d) Youth Worker Class 2 Year 1 to 4 

Our members core for people. VHIA cores for its members. 
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e) Child Psychotherapist Level 4 

6. Span of Hours - Casual Employees 
A casual day worker will not receive any less payment under this Agreement than 
they would under the applicable Modern Award. 

7. Health Professionals Shift Penalties 
The calculation of shift penalties in clause 127 is based on a percentage of the 
applicable weekly rate. 

8. Annualised Salaries (Royal Children's Hospital only) 
Where an Employee is: 
a) employed as a Management and Administrative Officer Grade 1A to Grade 4 

at the Royal Children's Hospital and; 
b) is in receipt of an annualised salary, 

they will be paid no less than what they would receive if they were employed under 
the Health Professionals & Support Services Award. 

9. Casual Minimum Engagement - Section 2 (Registered Nurses/Enrolled 
Nurses & MHO's) or Section 3 (Health Professionals) 
A casual Employee classified under Section 2 (Registered Nurses/Enrolled Nurses 
& MHO's) or Section 3 (Health Professionals) will have a minimum period of 
engagement as follows: 
a) Section 2 - minimum of 2 hours pay for each engagement 
b) Section 3 - minimum of 3 hours pay for each engagement 

10. Nurses and Mental Health Officers - Part Time Hours (excluding RUSON, 
Nursing Indigenous Health Cadet) 
Before commencing part-time employment, the employer and employee will agree 
in writing to the guaranteed minimum number of hours to be worked and the 
rostering arrangement which will apply to those hours. 

11 . Health Professionals and Support Services - Part Time Hours (excluding 
Lived Experience Workers and Management & Administrative Workers Grade 
5 or above) 
Before commencing employment, the Employer and Employee will agree in writing 
on a regular pattern of work including the: 
a) number of hours to be worked each week; 
b) days of the week the employee will work; and 
c) starting and finishing times each day. 

The terms agreed may be varied by agreement and recorded in writing. 

These undertakings are provided on the basis of issues raised by the Fair Work Commission in 
the application before the Fair Work Commission. 

fl}/il 7'( 
Signature 

15 JUNE 2022 

Date 

2 
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