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A, PREAMBLE

The Mid-Western Reglonal Council (hereafter referred to as the “Council") is a New South
Wales Public Sector organisation providing employment and support services to paople with a
disability working in an Australian Disability Enterprise Environment. The activities of the
Council for those employees with a disabllity are partially funded by the Commonwealth
Department of Social Services (hersafter referred to as “DSS") and the Council. The aim of
the Council is to give people with a disability, the opportunity to live and work in a community
that respects and accepts them as individuals and equals.

This agreement has been specifically developed to provide the same terms and condifions of
employment for alt employees. The agreement only contains those terms and conditions which
relate to the empioyee/employer relationship and particulary the determination of a Pro-rata
Award Based Wagse, for the employees.

It is acknowledged, the services provided and the operation of the Council for its emplovees
with a disability are not as a general rule pure employment services in a strictly commercial
sense, rather it operates in an employmentiike environment, in addition to providing
employment in accordance with community expectations, Council also provide the following
support at a higher level than would be usual in an organisation which did not have a similar

purpose:

¢ vocationally-related training;

work experience;

Jjob modification;

assistance with progression to open employment: and

an integrated range of non-vocationally related support services.

* o S0

The primary relationship that exists between the Council and its employees with a disability
extends beyond that which is generally expected in an employer-employee relationship.

Itis further acknowledged this primary relationship has a direct impact on the operational costs
of the service, the terms and conditions of employment and wage rates paid to the employees
with a disability compared fo the rates of pay paid to an employee without a disability and
covered by an industry award.

Through ongaing training and support people with disabilities will be given the opportunity to
work and therefore contribute to the community, increase their self-esteem and to exercise

choice in their way of life.

The agreement through its skills structure, training and support content, promotes commuinity
acceptance and recognition of the rights of employees with a disabillty and focuses on the
abilities of employees not their disability.

The agreement has been written in a plain English version to allow employees, their families,
guardians, and advocates to have a clearer understanding of the provisions contained in the

agreement.

3™ September 2015
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ENTERPRISE AGREEMENT 2015

B.  DEFINITIONS AND GLOSSARY OF KEY TERMS

Agresment
Organisation

Employee(s)

Employee with a disability

Disability Services
Standards (DSS)

Act
Award

Remuneration

Wage Assessment

Mid-Western Regional Council (Supported Employees)
Enterprise Agreement 2015.

Mid-Western Regional Council.

Ail employeas of Mid-Western Regional Council with a disability
employed in the Job Models (Classifications) contained in the
agreement,

An employee with 2 disabifity is an employes who is eligible for
or in receipt of a Disability Support Pension and employed by a
“prescribed service” or “eligible organisation” as defined by the
Disabilizy Service Act 1985 fas amended) and operates a supporied
employment business enterprise  {Australian Disability
Enterprise} (ADE})) which employs able-bodied workers and
pecple with a disabilily in either a workshop, administration,
enclave, work crews, small business enterprise, day program
aclivities or other services operated by the Mid-Western
Regional Council.

Define the Government's (funding body) requirements for
service quality, which are linked {0 core processes and outcomes
for employees with a disability.

The “Act” means the [ndustrial Relasions Act 1996, (NS,

The award means the Local Government (Stare} Award 2014,

The minimum rates of pay far empioyees covered by the
agreement.

The Pro-rata Award Based Wage assessment process
{SkillsMaster® System) in which an employees' rate of pay is
determined.

C. NAME OF AGREEMENT

Mid-Western Regional Council {Supported Employees) Enterprise Agreement 2015

D. DOES THE AGREEMENT REPLACE AN AWARD?

The terms of the Local Government (State) Award 2014 - New South Wales (hereafter referred
to as the Award) or successor award(s), as varied from time to time, are incorporated into this
Agreement. If an incorporated Award term is inconsistent with an express term of this
Agreement the express term in the Agreement prevails over the incorporated Award term to
the extent of the inconsistency.

The agreement rescinds ali previous agreements relating to the terms and conditions of
employment of the employees, written, or by practice, whether certified, approved or by notice.

3™ Sepember 2008
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E.  WHAT IS THE DESIGNATED AWARD

The designated award for the purpose of applying the "No Net Detriment Test” is the Local
Government (State) Award 2014 or any award made in succession thereof,

F. ARE THE RIGHTS OF THE EMPLOYEES PROTECTED?

The rights of empioyees are protected by the provision contained in the Indugtrial Relations Acy

1996 (NSW) the Anti-Discrimination Act 1977 (NSW) and the Disability Services Act 1986 (C'th).

Every employee has the right to seek assistance from an advocacy group or an employes
organisation (Union), of their choice, to deal with matiers ralating o the agreement, their

employment, or their wellbeing.

G. WHAT ARE THE DISABILITY SERVICE STANDARDS

The parties recognize, the Counci! provides employees with a disability a support service to
gain meaningful employment.

Further,
Council reaffirms its commitment to satisfying the Disability Services Act 1986

{C’th) and relevant standards as listed,

Standard 1: Rights

The service promotes individuals rights to freedom of expression, self-determination and
decision-making and actively prevents abuse, harm, neglect and violence.

Standard 2: Participation and Inclusion

The service works with individuals and families, friends and carers to promote opportunities for
meaningful participation and active inclusion in society

Standard 3: Individual Outcomes

Services and supports are assessed, planned, defivered and reviewad to build on individual
strengths and enable individuals to reach their goals.

Standard 4: Feedback and Complaints

Regular feedback is sought and used to inform individual and organisation-wide service
reviews and improvement,

Standard 5: Service Access

The service managers access, commencement and leaving a service in a transparent, fair,
equal and responsive way.

37 Sepiember 2015
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Standard 6: Service Management

The service has effeclive and accountable service management and leadership to maximise
outcomes for individuals.

H. TABLE OF CONTENTS

This agreement is arranged as foliows:

Clause

Neo. Detail Page No.
PART 1 GENERAL INFORMATION ABOUT THE AGREEMENT _

1.1 Communication

12 Duress

1.3 Parties Bound

1.4 Term of Agresement

1.5 No Extra Claims

PART 2 TERMS AND CONBDITIONS OF EMPLOYMENT

2.1 i Managing Challenging Behaviour

2.2 Performance of Work

PART 3 SKILL DEVELOPMENT, EDUCATION AND TRAINING

31 Levels Structure
3.2 Job Mode!

3.3 Skills Matrix

3.4 Skills Assessment
3.5 Skills Development
3.6 Career Planning

3™ September 2015
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3.7 Training

338 Employee Advancement
3.8 Adjustment to a Lower Wage Level
310 Performance Review
PART 4 WAGES AND ALLOWANCES
4.1 | Remuneration
a7z “Wage Determination -
4.3 Wage Increases
PART 5 HOURS OF WORK
5.1 Hours of Work
5.1.1  Hours of work
5.1.2 | Employess start and finish times
"PART 6 ORGANISATION POLICY AND PROCEDURES
6.1 ‘Grievance and Disputes Procedure

37 Sepiember 2015
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ENTERPRISE AGREEMENT 2015

6.1.1 Grievance and Dispute procedures
6.2 Disciplinary Procedure
6.3 Policies and Procedures

PAR] 7 WORKPLACE HEALTH AND SAFETY

74 Workplace Safety

7.2 Tools and Equipment

| PARTB MISCELLANEOUS

8.1 Superannuation

PART 9 SIGNING THE AGREEMENT

SCHEDULE"A" | Wage Struchure/Pro-rata Award Bassd
Wages

"SCHEDULE “B” | Skills Matrix/.job Models

SCHEDULE "C™ | Wage Assessment Too! (SkillsMaster
System)

3™ September 2015
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PART 1 - GENERAL INFORMATION ABOUT THE AGREEMENT

1.1

1.2

1.4

COMMUNICATION

information will be provided to employees to suppert them in making informed
decisions in regard fo their employment, the agreement and the consequences of their

decisions.

Information will be given in any combination of the following;

a) Meetings;

b} Management reports;

¢} Newsletters, posters, notice boards, display and audiofvisuat material;
d} Literature including pictorial format;

e} Plain English written and verbal material: and

f) access to advocacy groups.

Employees will hava the choice to include their parentiguardian, advocate and/or and
independent employee representative to assist them to understand and appreciate the
full significance of discussions and to make informed decisions and choices about their

employment and role.

DURESS
Special arrangements were made to ensure that employees were consulted and

informed in & way they understood the content of the agreement and the implications of
the terms and conditions in the agreement would have on their employment.

PARTIES BOUND

- Mid-Western Regional Council of, 86 Market Strest, MUDGEE NSW 2850 and at other

locations where the Council has a facllity to operate (hereafter referred to as “the
Council™)

. The New South Waies Local Government, Clerical, Administrative, Energy Airlines, and

Utilities Union (United Services Union (USU)) of Level 7/321 Pitt Street, SYDNEY 2000
on behalf of the employees of the Council who are eligible to be member of the (Usu)
and are eligible for andor in receipt of a Disability Support Pension (hereafter referred
to as “the employee(s)") and performing the tasks contained in SCHEDULE “B” Skills

Matrix and Job Models.
TERM OF THE AGREEMENT

This Agreement will regulate the terms and conditions of employment of those employees
nominated who are in receipt of a Disability Support Pension and are performing tasks
contained in Schedule “B” Skills Matrix and job Models. The Agreement shall start from the
date itis approved and will terminate three (3) years from the date of approval.

3* Seplember201S
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1.5 NOEXTRA CLAIMS

No additional claims in addition fo terms and conditions contained in this agreement can be
made by the Council or employees until the agreement finishes.

3% September 2015
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PART 2 - TERMS AND CONDITIONS OF EMPLOYMENT

21 MANAGING CHALLENGING BEHAVIOURS

Where an employees’ behaviour is identified as warranting severe discipline or termination of
the employee, an option of the Council, subject to investigation is to suspend the employee

from duty without pay.
Such suspension shall be regarded as appropriate for the protection of the individual, the

Workplace Safety of other persons and/or the protection of the reputation of the Council. Every
effort will be made to ensure the employee concemed understands the reason for the

suspension.

A program of support and training will be offered on the return to work of the employee. Any
suspension will be seen as a constructive and positive step towards the resolution of the
problem.

The period of suspension shall be determined by the Council in consultation with the employee

and/or their parents/guardian, advocate and/or an independent representative, but in general
shall not exceed four (4) weeks in duration.

2.2 PERFORMANCE OF WORK

Employees will perform all reasonable work as directed within their skill and competence. No
empioyee will be required lo perform work which they have not been frained fo do.

3% Seplember 2015
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PART 3 - SKILL DEVELOPMENT, EDUCATION AND TRAINING
3.1 LEVEL STRUCTURE

In this agreement an employees’ classification is referred to as a “Job Model".

The “Job Model” of each employse is contained in the attachment “Schedule “B” Skills Matrix
and Job Model,

The Councll will allocate each employee the appropriate “Job Model' on the approval of this
agreement or on the commencement of employment. The “Job Model" will be determined on
the skills, performance and oufput of the employee as assessed by the Council inaccordance
with the Wage Assessment Tool contained in “Schedule “C” Wage Assessment Tool

SkilisMaster© System”.
3.2 JOBMODEL

A “Job Model” contains all the indicative tasks (shown as “Units of SEII") relevant to the type
of work being performed by an empioyee at an identified performance ievel within a “Work

Stream”.

Each “Job Model' represents the tasks applicable to the relevant Industry Award and
undertaken by an employee at the minimum award rate of pay corresponding to the Industry
Award Classification and/or Lave! Structure.

(Refer. “Schedule “4”- Pro-Rata Award Based Wages " and “Schedule “B”- Skills Matrix").

NOTE: Each job ("JOB MODEL"} is linked to the Industry Award classification and wage
level for the type of work undertaken By an employee and the Classification, and Wage Level
(Wage Structure) of this agreement.

E.G - if s erfiployee is performing basic Recycling work in the Waste Management Work
Streanr the employee would be graded as a “Band 1 Level 2° (Refer: Local Governmen (State)
Award 20i4) Clause 5 - Skills Descriptors, Part 8 - Jable | } and would be assessediusing the
Pro-rata Award Based Wage Assessment tool contained in Schedile *A”against that grade.,
¥he percentage of the award rate would be applisd 1o the weekly rate of the Award, 45 at
1772015 the Award rateiis $770.50.

3.3 SKILLS MATRIX

A Skills Matrix is a list of identified skills (competencies) and reflects all the tasks undertaken
within the Council for the employees covered by this agreement. Specific skills are grouped
together to establish each “Job Moder.

The “Job Models™ have been developed through consultation and an assessment process with
all stakeholders. Each “Job Model” has been established taking into consideration the relevant
Industry Award Classification and/or Levels Structurs relevant to an employee without a
disability and working in an open employment environment.

3 September2015
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3.4 SKILLS ASSESSMENT

Employees are assessed against all the skills in a particular “Job Model" and contained in
Schedule “B* Skills Matrix to determine if the empioyee is competent in each of the skills.

The employee is placed in the appropriale wage leval contained in Schedule “4” Wage
Structure/Pro-rata Award Based Wage.

The assessment system and process to determine an employees’ wage level (Pro-rate Award
Based Wage) is contained in Schedule “C” Wage Assessment Tool.

3.5 SKILLS DEVELOPMENT

The Coungcil is committed to providing more flexible working arrangements, improving the
quality of working life, enhancing skills and job satisfaction, and assisting positively in employee

development. The commitraent is to:
a) deveiop a more skilled and flexibie workforce;
b} provide employees with career opportunities through appropriate paid training;
c} encourage employees to acquire additional skills;
d} remove barriers to the utilisation of skills acquired; and

e) assistin the training of new empioyees and the training of existing employees to enable
them to gain the skills necessary to carry out their assigned tasks and to progress

through the levels structure.

To this extent every employee will be given the opportunity fo increase their skill levels through
appropriate structured training, subject to;

i the requirements of the Council t6 maintain productivity levels;
(i) the ability of the emplovee to be trained;

(#iiy  the skills needed within the Council;

{iv) the financial constraints of the Council: and

{v) the requirements of the Disability Service Standards.

Training and assessment programs will be structured to meet all current legislative and
Nationat Training framework requirements.

37 September201§
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3.6 CAREER PLANNING

The Council will develop & “Carzer Pian™ for each employee,

The plan will be used to identify employee development and training needs and will consider
such issues as employee neseds, choices and expeciations, objectives of the Council and

quality assurance.

3.7 TRAINING

Where the Council approves the training of an employee, the empioyes will be paid for the
training. If the training is conducted outside the employees’ ordinary hours of work, the training
and the time required to travel to the training venus, if the venue is outside or 3 greater distance
the employee would travel to their normal work tocation, will be paid in accordance with the

Award.
All training not approved by the Council will be without pay.

Any cost associated with standard fees for courses, prescribed textbooks incurred in
connection with the undertaking of a Council approved training course will be paid by the
Council on the presentation of receipts for such payment.

3.8 EMPLOYEE ADVANCEMENT

To progress to a higher "Wage Level”, an employee must obtain additional skills andfor be
assessed to be performing at a higher level of performance and/or output at the employees’

skili level.

Assessment of an employees’ performance will be conducted in accordance with, Clause 3.70
Performance Review - Will the organisation review an employees' performance?

An employee may dispute an adjustment or no adjustment following a performance review by
lodging a grievance in accordance with the Award provision.

3.8 ADJUSTMENT TO A LOWER LEVEL

Some employees may be assessed during their performance review to have lost or not
maintained skills required at their current “Wage Leve/". In this situation the Council may adjust
the employee to a lower “Wage Level” more comparable to the employee's current assessed
skilt, ability and performance.

Any decision to adjust an employee to a Jower “Wage Level” will be determined by the Council
in consultation with the employes andfor their parent/guardian, advocate andior an
independent representative. No adjustments will be made in the first twelve (1 2} months of this

Agreement.

3" September2015
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An employee may dispute an adjustment to a lower “Wage Leve!” by lodging a grievance in
accordance with the Award provision.

3.10 PERFORMANCE REVIEW

A review of an employee's performance will be undertaken in accordance with the Councii
policy and procedures, and the requirements of the Disability Senvice Standards {DSS).

Additional reviews may be conducted on a needs basis.

37 Seplember20i5
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PART 4 - WAGES AND ALLOWANCES

41 REMUNERATION

4.1.1 Employses hourly rate

Nq employee will be paic} an hourly rate of pay, less than the hourly rate of pay they were being
paid before making this agreement provided, following the employees assessment the
employees’ wage rate may decrease in accordance with the provisions of this agreement at

clause 3.8.

4.1.2 How much money are employees paid?

The wages paid to employses are those contained in the attachment Schedule “4” Wage
Structure/Pro-rata Award Based Wages.

Pro-rata Award Based Wages and the psrcentage of the Award wage payable will be
determined based on the following assessment criteria:

a} the skills required and obtained within each “Job Mode!";

b) the output (performance/productivity} benchmarked against a group of employees
with similar skills within each “Job Model:

¢} the level of supervision required for the employee within each “Job Model™;

d} the tralning needs and frequency of training for the employee within each "Job Model™;
and

e} the social and behavioural management affecting the performance of the employea
within each “Job Model”.

4.2 WAGE DETERMINATION

Employees’ wages are based on how much work they da (Ouipur), how well they do the
work (Performance)} and if the employee knows how to do the work (Skifls).

4.2.1 Can employees be paid more money if they are more productive then other
employees?

The Council recognises that some employees may gain additional skills or perform at a higher
level of output than other empioyees at a similar lsvel of skill.

Employees who are recognised by the Council to have obtained additional skills or to be
performing at a higher level of output (performance/productivityy then their current wage level
may be re-assessed in accordance with Clause 3.8 Employee Advancement - How do
employees progress to a higher “Wage Level” and Schedule “C” Wage Assessment Tool.

3% September 2015
Page 14 of 37



MID-WESTERN REGIONAL COUNCIL (SUPPORTED EMPLOYEES)

ENTERPRISE AGREEMENT 2015

Following assessment, a “Score Range” will be determined by the Council in accordance with
the “Wage Level Table” and applied to the relevant wage level contained Schedule “4” Wage

Structure/Pro-rata Award Based Wages.

4.3 WAGE INCREASES

The Council will Increase the rates of pay contained in Schedule “A "' Pro-rata Award Based
Wages, on the 1% July each year, pro rata to, and in accordance with any Annual Wage Increases

as contained in the Award.

3% Seplember 2015
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PART § - HOURS OF WORK

§.1 HOURS OF WORK

The organisation will promote the concept of flexible work arangsment to mest the personal
needs and family responsibllity of employees. The provisions of this clause are designed to
pravide empioyees and the Councit with options to make flexible time a benefit to both parties.

The hours, and days worked by employees will be determined by the Council in consultation
with the employees and shall iake into consideration:

a) the operational needs of the Council, and
b} the special requests and needs of particular employess,

The hours and days of work determined by the Council may be changed by mutual agreement
betwsen the Council and an individual employee or the majarity of employee(s) concerned,

5.1.1 Hours of work

The hours of work, shall be in accordance with the Award provision.

5.1.2 Start and finish times

The starting and finishing times will be set by the Council taking into consideration the trave|
and family commitments of the employees. The working hours will be conveyed to each

employee on commencement.

To meet operational needs the starting and finishing times may be altered by the Council but
only following consultation and by mutual agreement with the employee(s) concermned.

3™ Seplember 2015
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PART 6 — ORGANISATION POLICY AND PROCEDURES

6.1 GREIVANCE AND DISPUTES PROCEDURE

If an employee has a grievance or dispute with the Council regarding their employment, this
agreement or another employee the process contained in this clause shall be followed.

6.1 .i Grievance or Dispute with the Council, or about this agreement -

To ensure the orderly conduct of and speedy resolution of disagreements, disputes, grievances
or occupational health and safety concerns the Award provision shall be followed, provided,
the employee has the right to request the employees’ parent/guardian, carer, Union and/or
advocale fo assist as a support person for the employee in articulating the grievance or

dispute.

6.2 DISCIPLINARY PROCEDURE

Whilst this agreament provides the right of the Council to suspend an employee in a situation
of Managing Challenging Behaviours (Refer. Clause 2.1 - Managing Challenging Behaviours) the
parties agree that disciplinary action by way of a warmning can be imposed where poor
performance or misconduct did not warrant suspension or dismissal. In these circumstances it
is agreed the Award discipiinary procedure shall be foliowed.

6.3 POLICIES AND PROCEDURES
Employees covered by this agreement agree to conform and abide by the Council's pulicies,

procedures, directions and Code of Conduct as issued and amended by the Council from time
to time.

37 September 2015
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PART 7 - WORK, HEALTH AND SAFETY

7.4 WORKPLACE SAFETY

Both the Council and employses are committed to the safe operation of machinery and
equipment, to the observance of sefe working practices, the proper use of all pereonal safety
equipment and to the safety and good health of alf employees and other persons who may
enter the workplace. To facifitate this, the following principles are agreed:

a) it is the Council's obligation as far as is reasonably practicable to provide a safe and
healthy workplace;

b} it is each employes’s obligation to take reasonable care for the health and safety of
other persons in the workplace who may be effected by their act or omissions and to
co-operate with the Councll in ensuring that the workplace is healthy and safe;

c) any worker becoming aware of a situation which Is actually or potentially unsafe will
immediately report the situation to their supervisor or an appropriate management
representative;

d) all issued safety equipment, clothing and footwear must be used and worn in the
manner intended,

g) it is sirictly against the rules of the workplace to misuse, interfere with, or make
inoperative, any safety equipment, guards, or fire prolection equipment;

f) bhorseplay at the workplace is dangerous and can lead to the injury of those involved
or bystanders, and is therefore prohibited; and

g) any damage to safely plant or equipment must be reported to the supervisor or an
appropriate management representative as soon as possible; and

Any breach of workplace safety rules and policies or of the above provisions may lead to
disciplinary action and dismissal.

Employees agree to assist the Council to ensure that increased effort is made to improve the
understanding and awareness of safely issues.

7.2 TOOLS AND EQUIPMENT

Employees required to use hand/power tools or eguipment must only use such teols and/or
equipment under direct supervision unless, the said employee has received direct instruction
from the employees’ supervisor that they may use the lool{s) without supervision.

The supervisor when making the direction must ensure that the employse(s) have heen
appropriately trained and are competent to use the tools and equipment.

31 September 2015
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PART 8 - MISCELLANEOUS

8.1 SUPERANNUATION

The subject of Superannuation is dealt with extensively by legislation including the

Superannuation Guarantee (Administration 4ct 1992, the Superannuation Guarantee Charge

Act 1992, the rugtion Industry Supervision dct 1993, and the Superannuation

Resolution of Complaints Act 1993.

The Council shall provide a superannuation contribution on behalf of each employee as
required by the relevant legisiation,

Contributions shall be paid into each employee’s account of an eligible fund nominated by the
employee. Where an employee fails {o nominate an eligible fund the Council shall make
contributions to the Councils efigible defaultfund.

The Council shall provide, where requested, training and assistance to employees in
understanding the concept and benefits of Superannuation and the completion of an

application form.

39 Seplember2015
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PART 10 - SIGNING THE AGREEMENT

SIGNED FOR AND ON BEHALF OF

Mid-Western Regional Council:

Signature:

Print name and position held: Sfmh) JBaES ﬁ@?f\}ﬁ Gt" RERAL
KTANACER |

The United Services Union

Signature: CAY-@Q./\

Print name and position held: Caieny,  Sieeazns

Datedthis 207" dayof octole_- 2015,

SCHEDULE "A"

Pro-rata Award Based Wages in this agreement are designed to remunerate employees in a
fair and equitable manner and are based on the acquisition of, and the use of competencies
(skills) to a standard of performance linked to cutput (productivity).

The purpose is to provide an unbiased method of reward for all employees with a disability and
particularly those employees who have medium to high level of disability and who require
medium to high level of support and close to medium levels of supervision.

The system recognises individual achievements and facilitates opportunities for progression to
higher wage levels through the development and acquisifion of, tasks competencies, work
associated competencies and performance.

A competency based wage system does not provide as a general rule a mechanism for
determining the output {productivity) of an employee or a group of empioyees. The concept of
competency standard assessment establishes the skill (kmowledge) and the ability of an
employee to apply that knowledge to undertake particular tasks. The wage assessment model
contained in this agreement provides a mechanism for determining wages based on both

competency and performance.

In determining a Pro-rata Award Based Wage it is important to compare the skill, or indicative
tasks required to be undertaken by an employes without a disabiiity and covered by an Industry
Award and remunerated accordingly, against the ability of a person with a disability to
undertake the same fasks at the same leve! of performance. Additional to this comparison is

37 September 2015
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the reqmrement ofihe argamsstmn ta take Info consideration the provision of adadional support
to people with a disability that would not be required to an employee without a disability in an
open employment snvironment. Those additional considerations include:

Consistency in the completion of the a task;

Leveis of supervision to complete a task;

Frequency of fraining to remain competent to perform the task;

Levels of performance and output (individua! measured productivity), and
Behavioural management issues- that affect performance and productivity.

* 2w & 0

Within the Pro-rala Award Based Wage system there are three distinct areas of work
performance and assessment {o be undertaken

(Refer; SCHEDULE “C” Wage 4ssessment Toal). They are:

1. Task Competencies — Specific set of skills underiaken, to directly complete a “Whole Job",
A “Whole Job" in this agreement is referred lo as a "Job Model”

2. Work Assoclated Competencies — General vocational skills (referred to as “CORE
SKILLS”) necessary to maintain successful employment. These skills for people with a
disability include punctuality, working consistently and team work. Although Work
Associated Competencies are included in the employees allocated “Job Model” they are
not an assessable fask for determining an employee's wages unless it has been
determined by the Council that the Work Assaciated Competency is an integral part of the

employees allocated “Job Model".
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Itis also a key factor for employees with a disability fo have a mix of soclal, work behaviour
and vocational skills to successfully proceed to open andior self-employment

opportunities,

3. Performance - For people with a disability this is generally measured against levels of
outputs generated by peers undertaking similar tasks, opposed to the more traditional
measures of performance for people without a disability, which are measured against pre-
determined outputs (productivity) established by management. In this agreement the

~ measure of performance is a combination of both processes.

Performance is measured on those specific assessable tasks which an employee has
been determined as competent, and have measurable levels of output on which,
employees can have a direct impact on the outcomes.

The competencies rsquired by an employee to complete a task at the required leve! of
performance are contained in SCHEDULE “B” Job Models/Skills Matrix,

The percentage of Award wages contained in the table below represents the average output
levels benchmarked by a group of employses with similar skills and performance. i is
calculated by the measurement of the performance of those employees with the skills at the
respective levels, against the performance measures set by Council and able to be achieved

by an employee without a disability.

The Pro-rata Award Based Wage Structure in this agreement is the basis for the provision of
minimum rates of pay and is determined by a comparison of individual competencies {skills)
contained in SCHEDULE “B” Skills Matrix/Job Models, and the skills required by an employes
covered by an Industry Award relevant {o the type of work undertaken,

This structure is the first stage of a three-step wages continuum towards open andlor self-
employment. The three stagss are:

+ Pro-rata Award Based Wages (Working in an Australian Disability Enterprise);
» Supported Wage System (SWS) (Working with host employers); and
» Award Wages (Open and/or self-employment)

The three step process enables effective goals for all participants to be set in conjunctionwith
the Individual Performance Plan (IPP) process and facilitates clear career paths available and
identifies training deficiencies and needs for all employees.
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SUPPORTED EMPLOYEE'S PRO RATA AWARD BASED WAGES

The minimum wage rates contained in the example table below refer to the wage rates for a
week comprising thirty eight (38) hours work. The Pro-rata Award Weekly Rate is calculated
as follows: Award Classification Wage Level x psrformance percentage (% of Award Rate) =
Pro-rata Award Weekly Rate + 38 = Hourly Rate,

“The “Award Classification Wage Level” contained in the table is the relevant classification and
the minimum wage rates contained in the Local Government (State) Award 2014, Clause 5 — Skill
Descriptors, and Part “B"” Monitory Rates, Table 1, Band I, Level 2 for the type of work undertaken
by the employee.

EXAMPLE . WAGE LEVEL STRUCTURE FOR JOB MODEL

Recyeling Emplioyee Level 1
Award Classification — Operational Band 1 Level 2 and Monitory Rates - Part “B”, Table 1, Band

1, Level 2.

Z - i —
5 Award %ol | Prorata
Wage Skill Leve! Classlfication Awar fwerd Hourly
Leval | Conipatenciss Required  Wagelevel  dRate Veskiy Rate
$ j $ , Rate [
$
W R ’ 202
1| ot g 770.50 10% 38.52
Entry eeltasiin ot oiing ssiaie minfmuy )
Level Refor (o Wags level isbis - ScareRange m
\. payment ]
2| Referto Wagelevel table - ScorsRsngs 770.50 : 30% 77.05 202
3 Rofor 1o Wags love table - ScorsRange 77050 i 15% 115.57 34
4 Refer (o: Wags levet [able - ScoreRangs 77050 iﬂ 20% 154.10 4.05
5 Reler 1o Wope Ievel lsbils - Ssorafisngy 770.50 25% . tgasz . 506
: \ fo o TN
qw Refer 1o: Wage Iavel labis - Scoraitange 770,50 i W% < 231,15 . 6;{38
7 frefes to: Wage level table  SeoraRmnge | ?7650 ) 35% 268.76 7.09
B Reforic:Wgalevalisnie - ScomRenge 77050 . 40% 308.20 8141
g Rofer lo: Wege fevel tasic - ScoreRangs 770.50 ) 50% _ 385.25 10.18
10 Refar to: Wage level 1s2ie - ScarsRangs 770.50 ; 0% __ 48230 12.18
A1 ReferisWagelevel abls - SeorsRange 77050 70% 538,35 14.19
12 Refar 1o Wage ovel sl - Scorefange | 770,50 80% 61640 18.22
13 Relef 1o Wage svel tsble - ScorsRange 770.50 80% . 89345 18.24
14 Retor to: Wage leval tabls - ScarsRangs 770.50 180% 770.50 .27
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NOTE: The Award Classification Wage Level and the calculation of the pro-rata weekly and
hourly rates in the above table is an example only, and may be changed depending on the type
of work undertaken by the employee and ihe relevant award classification andfor wage level
Jor the work being performed.
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SCHEDULE “B”
SKILLS MATRIX/ JOB MODELS

The Skills Matrix document is a working document and may be reviewad to meet changes in
the way work is done and/or the introduction of new or altered work processes, or Work

Streams.

The “COMPETENCY STANDARDS" contained in the Skills Matrix are a mixture of National
Industry and Enterprise spacific standards and represent the “UNITS" of skill (tasks) required
to be undertaken by an employee within the nominated ‘WORK STREAM" to complste a
“WHOLE JOB". A whole job is defined as a “JOB MODEL". A "JOB MODEL" is structured fo

contain both core and task skills.

Each unit of skill has individual “ELEMENTS" and "PERFORMANGE CRITERIA", which must
be referred to when assessing if an employee is competent in the skill. The elements and
performance criteria of each unit of skili are documented using the *SkillsMaster®” system,

B1 What are Competency Standards?

Competency Standards are statements of outcomes indicating the knowledge and skill, and
application of that knowledge and skill, to the standard of performance reguired in the

workplace.

The process of defining and developing standards may be undertaken on an industry or
enterprise basis.

There are four (4) components of a competency standard. They ara:

Unit of competency

Eiement of competency

Performance criteria

Range of variables statement — this is used more in National standards where the
performance criteria are more global in noture and where a range of equipment and
aperational environments are available.

* o & 9

The concept of competency includes all aspects of work performancas, which is:

performing at an acceptabie level of skill;

organising one's tasks;

responding and reacting appropriately when things go wrong;
fulfilling & role in the scheme of things at work; and

transfer of skill and knowledge to new situations.

¢ ¢ o o o

NOTE: The process of confirming that a person has achieved competency is “Assessment”,

Employees will have access to the “SkillsMaster®” system to identify skill deficiencies, training
needs and career paths. The competency standards contained in the system may be expanded
and further defined during the life of the agreement to enable all parties to have 2 clearer
understanding of the skill requirements, employee performance (output/productivity) levels of

each “JOB MODEL".
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The aim of the process is to create a wage assessment model which rewards an employes
according to the acquisition and utilisation of individual tasks, relevant to all of the tasks
required to complete a whole job with components directly related to performance and output

(productivity).
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(Employees’ With a Disabliity)

EXAMPLE ~ JOB MODEL -~ Recycling Employee Level 1
WORK STREAM - Waste Management

" WASTE MANAGEMENT - RECYCLING EMPLOYEE LEVEL1

CORE SKILLS TASK SKILLS
O82F ~ Undersiang Personal Health and Hyglenerequiremants
of thejob Reter io the Job Mode! contalned in the SkillsMasie@Systern
CS13 ~ Uslng ownworkspace. WMWM-EQ1 — Basic Recyclables Sorting
C812 - Coniribute to Hesltly and Safety of thheWorkplace WM-EG2 ~ Recycling Housekesping
€510 — Maintain Personal Health and Hyalene. WM-E03 ~ Recydling Safaty
€508 - Implement Emergency Procedures. Wivi-£04 - Hazard Idsntification
CS05 -~ Making cholces atwork WS « Indenardont Bickuns
€504 - Staying on the Job. WM-ED? ~ Cauy oul mingy mainlenance of oulprent
£503 -~ Work Co-oporaiivey with pthers, WM-E08 - Work on a compactor truck
CS02 - Workplace Communication. WM-EQQ ~ Operate a container baler
CS501 ~ Basic Communication Skills. WM-E10 - Operale g plastic press
CS25 ~ Cleaning Tasks, WW-E11 - Op=rale plastic and paper conveyor
C508 - Participate in a Team. WM-E12 — Operate paper shredder
CS07 ~ Follow an established schedufe WM-ET3S — Safsty inthe community
CS14 - Respond to Enquiries WM-E14 — Operate cardboard press
CS16 ~ Basic workplage literagy. WM-E15 ~ Sorling recydiables
CS15 - Basic workplace numeracy, WM-E16 Strap bales and pallets
C511 ~ Take responsibility for ownwork WM-E17 - idenitly metals
C822 - Assist in training others at Wark 1
£S18 ~ Plan and organise own work.
€818 ~ Workplace litecacy,
C517 - Workplace numeracy.
CS08 ~ Basie problem solving
€520 - Plan and organise others' Work
CS528 ~ Cantribute to Quallly Control,
C826 ~ Padicipate in a team 1o achieve givenltasks.
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SCHEDULE "¢"

in order fo comply with legislative and the Commeonwealth Depariment of Social Services (DSS}
quality assurance requirements, and to improve wage cutcomes for supporied employess the
following mode! for wage determination and assessment (SkillsMaster®) system has been
developed having regard to the disability services standards and the following principles.

Principle 1
Each person with a disability enjoys working conditions comparable to those of the general
workforce.

Pringiple 2

The organisation ensures that people with a disability, placed in open or supported
employment, receive wages according to the relevant award, order or industrial agreement (if’
any) consistent with legislation. A wage must not have been reduced, or be reduced, because
of award exceptions or incapacity to pay or similar reasons and if a person is unable to work
at full productive capacity due to a disability.

Brincipic 3

The organisation is to ensure that g pro-rata wage must be determined through a transparent
assessment tool or process, such as the SkillsMaster® system, or another toal that complies
with the criteria referred to in the Guide to Good Praciice Wage Determination including:

Compliance with relevant legislation;

L ]

e Validity,

o Reliability,

s Wage outcome; and

s Practical application of the tool,
Principle 4

The organisation ensures that when people with a disability are placed in employment, their
terms and conditions of employment are consistent with general workplace norms, and relevant
Commonwealth and State legislation.

Principle 5

The organisation ensures that when persons with a disability are placed and supported in
employment that they and where appropriate their guardians and/or advocates, are informed
of how wages and conditions are determined and the consequences of this.
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€1 How does the Assessment Tool operata?

Competency, performance and productivity assessment are completed for each emplovee with
a disability and a percentage of the award wage is determined based on those rasuits.

Each employee with a disability is assessed according to their ability to undertake the tasks
contained in the Skills MatriwJob Mads! relevant to the employess Work Stream.

There are two stages of the assessment procéss:

1. Competency Assessment — Assessment of an employees’ ability 1o underiake each
task within the Skills Matrix/Job Model. The oufcome of the assessment will determine
if the employes is competent or not competent to perform the assessed task. This
process is calied a skills audit.

2. Performance and Oufput Assessment - Assessment is made of employees'’
performance and output against pre-determined criteria established by the organisation
having regard to the performance and output of a non-disabled employee covered by
an Industry Award and doing similar work. Such eriterig, is benchmarked against the
performance and output of a group of disabled employees with similar skilis and
undertaking similar tasks

When an emiployee has been assessed as competent (Refer: (1) above) a further assessment
is undertaken (Refer: (2} above) to establish the level of performance and oulput of the

employee.

To establish the level of performance and output “Table (1) - Assessment Guide” is used with
the employee being rated against only those tasks determined by the compsetency assessment,
as establishing competence of the employee.

The assessment categorises employees info ratings of performance which attracis a
performance score between:

“Excellent’” scere (6)
(. thle to perform ar the same level of ontput as a non-disabled employee); and

“Not Competent” score (0)
(1 he emplos ee has heen assessed as not competent in the wuit of skitf)

The performance rating is applied to each "Task Skill” contained in the Skills Matrix/Job Model,

Each rating has a corresponding score which is applied to each of all the tasks the employee
has been delermined as being competent. All the scores for each task are totaled and

compared to “Table (2} - Wage Level Table™ with the employee being placed at the appropriate
wage level relevant fo the employees score range.

The overall process enables effective goals to be set for all participants in conjunction with the
Individual Performance Plan {IPP) process and facilitates clear career paths available and
identifies skills gaps and training requirements for all employees.
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C2 Transitional Arrangements

Employees prior o formal assessment being conducted will be placed into the most
appropriate iransitional level pending the outcome of the assessment. The employees’
transitional level will be delermined taking into considsration the employees’ pre-employment
skills assessment or the employse's current wage against the wage levels contained in
Schedule “A” Wage Structure/Pro-rata Award Based Wages. The assessment should be
conducted during the first six months of the introduction of the system.
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Table (1) -~ EXAMPLE - PRODUCTIVITY ASSESSMENT GUIDE

ASSESSMENT GUIDE

Aszessmert Criterla

Ratings

Score

Employee can set up a job or perform the task with minimum
? supervision to a very high standard with oulput at the same
i or above the average level of a non-disabled employee,
Generally an employee achieving this level would be
. performing at the same level as a non-disabled employee and
able {o work from simple specifications, carry out routine
maintenance of plant and equipment and use all plant,
eguipment and hand todls necessary to complete the task.

E = Excellent

Empioyee can set up a job or perform the task with minimum
supervision {o a very high standard following training. The
‘employes has well above sverags levels of cutput,

VG = Very Good

Employee can use raguired plant, eguidbment and hand tools
or perform required tasks under minimum supervision
following training. The employee has above average levels of
E output. Plant and equipment would be set up by a support
! worker

G = Good

Empioyee can use required plant equipment and hand tools

. with supervision or can perform the required task consistently
| with supervision and irregular frequency of fraining. The
employee is achieving average levels of output and minor
behavioural problems.

F = Fair

} Emplcyee can use required plant, equipment and hand tools
with supervision, or can perform the required task
consistently with supervision and medium frequency of
{raining. The employee achieves below average levels of
outout and behavioural problems

P = Poor

Employee can use required plant. equxpment and hand tools
with high level of supervision or can perform required task
consistently with high level of supervision angd regular
frequency of training. The employee has very low levels of
“output and behavioural problems effantzng performance,

VP = Very Poor

Emp!oyess has nol been irained or is unable 100, or cannot !

carry out the required task consistently without high levels of

. supervision and frequent training. The employee has no é
X = Not Competent

measurable levels of output and has severe behavioural
problems.
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2) - EXANMPLE - PRO-RAT 3D WAGE CALCULATOR

WAGE LEVEL TABLE
o %OF
SKILL LEVEL SCORE RANGE 1 ___ AWARD RATE
Entry Leve! (Minimum Payment) 1-11 5%
Leval 1 12-17 10%
Level 2 18-23 16%
Level 3 24-29 20%
Level 4 30-35 28%
Level 5 3641 ] ‘ 30%
Level 6 42 — 47 35%
Level 7 48 - 83 40%
Levet 8 54 - 59 45%
Level 8 80 -71 50%
Level 10 72~ 83 80%
Level 11 84 —98 70%
Level 12 96 - 107 80%
Lavel 13 108 ~ 119 90%
Level 14 120 100%

The score ranges contained in the above example table are those determined for a “Job
Model” containing twenty (20) assessable tasks. If there is a change to the number of tasks
contained in each assessed “Job Model” the table is re-calibrated using the following formula.

Each level of the tables score range is established by multiplying the percentage of the Award
Rate by the totai number of score point available. The fotal number of score points available is
established by multiplying the maximum number of score points available per task being six
(6) by the number of assessable tasks contained in the “Job Model” to be assessed.

Example: If the "Job Model" being assessed contained twenty nine (29) tasks the maximum
score available to achieve a one hundred percent 100% of the award wage would be one

hundred and seventy four (174) points.

Therefore:  Level I “Score Range” would be 17 — 25
Level 2 “Score Range " would be 26 - 34
Level 3 “Score Range” would be 35 - 43
Level 4 “Score Range” would be 44 51
Level 5 “Score Range” would be 52 - 60 et....

The percentage of the Award rate will always remain constant.
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Assessmentin a compatency-based system is the assessment of a person’s competency {skif))
against prescribed standards of perfortmance. The key concepts are competency and
assessment. Both competency and assessment have the standard meanings as those

described by the National Training Board.

€3 What is the definition of competency?

Competency comprises the specification of knowledge and skill and the application of that
knowledge and skill to the standard of performance required in empioyment. The concept of
competency includes all aspects of work performance. This inciudes:

Performance at an acceptabis level of technical skili;
Performance to an acceptable level of oulput (productivily);
Organising one’s fasks;

Responding and reacling appropriately when things go wrong:
Fulfitling a role in the scheme of things at work; and

Transfer of skilis and knowledge to new situations.

» ¢ o 9 o9

C4 Whatis the definition of assessment?

Assessment is the process of collecting evidence and making judgement on the extent and
nature of progress towards the performance requirements set out in a standard or learning
outcome. Assessment in a competency-based system is the process determining whether an
employee meets the prescribed standard of performance, i.e. whether they demonstrate the
competency level required at each level within the competency structure.

C5 Whatis the definition of evidence?
Evidence comprises a wide range of measurable aspects of performance. These include:

Measurements of products made or services delivered;
Observations of processes carried out;

Measurement of knowledge and understanding; and
Cbservation of attitudes demonstrated.

Evidence can be collected in many ways. Some evidence may be obtained through physical
measurement of product, (productivity).

Evidence can be:

s Diract;
s [ndirect or alternative; or
= Supplementary.

Direct evidence is observation of the actual performance of an employee carrying out normal
work tasks,
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Indirect or alternative evidence of performance is used in situations where the assessment
of the performance of an employee carrying out actual workplace tasks elther is not possible
or is undesirable. E.g. Special projects simulation and proficiency tests.

Supplementary evidence of performance may be necessary to check that an employee can
perform compstently in various environments, unusual circumstances or in situations that only

occur rarely and are difficult to simulate.

A combination of direct, indirect and supplementary forms of evidence will be used when
making an assessment.

C & Whatls the definition of judgment?

Judgment is the process of comparing sufficient evidence of an employee's achievements
with the required performance criteria and making a decision as to whether the necassary
campetence has been demonstrated or not.

Judgment should be kept as cbjective as possible by detalling the type and form of the
evidence to be used, the criteria to be applied and the rules by which decisions will be made.
However, all assessment is inevitably dependent upon a degree of informed subjective

judgment.

C7 Whatis the Purpose of Assessment and of Assessment Systems?

Assessment is “the process of collecting evidence and making judgements on the nature and
extent of progress towards the performance requirements set out in a standard, or a learning
outcome, and, at the appropriate point, making the judgement as to whether competency has

been achieved'.
Assessments are conducted to;

» Assist and support an employee’s gaining of competency in the workplace by
maonitoring the quality of their work performance and the rate of progress towards the
achievement of the competency standard;

¢ Enable supervisors and training personnel to identify what skills or individual or a
number of employees working in a related area holds competencies. This process will
assist to identdying the education and training needs of an smployee or group of
employees with the objective of avoiding unnecessary training;

« Determine whether an employee has achieved a particutar unit of competency, or set
of competencies, for the purpose of:

a) Confirmation of quality and level of performance:;
b) Formal recognition of the employee's skills;
¢} Placement within Levels Structure; and

d) Readiness for progression to a higher level within the structure.
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C 8 Whatis the role of the assessment system?

The roie of the assessment system is to:

1. Determine the benchmarks against which assessment decisions will be made;
Gather evidence in relation o the established benchmarks:
Make the assessment decision;

Record the results; and

U S

if relevant, issue the appropriate certification when the benchmark requirements
have been met.

A person qualified as a “Workplace Assessor” internal or external to the organisation should be
consulted and/or oversee the conduct of all assessments.

C9 Whatis the role and responsibility of an assessor?
The primary rols of the assessor is to judge the available evidence against the pre-determined

standards. Assessors must, therefors, have knowledge of the areas in which they are
assessing and the judgmenial role may be combined with the colfiection of evidence. The

assessor is required to:
s Interpret the criteria;
# Use expertise to make judgements;
» Ensure that standards have been met; and
« Ensure that evidence of competency is sufficient.

Assessors should be aware of the importance for assessments being unbiased, fair and
flexible. The results of assessments should be reviewed by the organisations Workplace

Assessment Panel.

A mechanism must be in place to aliow employees to appeal a decision of the Warkplace
Assessment Panel regarding the assessment or the assessment process.

Such appeal should be in accordance with Clause 7./ Grievance and Disputes Procedure -
What do employees do if they have a grievance or a dispute with the organisation or another

employee? Of this agreement,
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