
 
 

 
Vol. 337, Part 1 15 November 2002 Pages 1 - 64 
 

 
 

 
 
 

 
 

 
 
 

 
 

 
 
 

 
 

 NEW SOUTH WALES 

INDUSTRIAL GAZETTE 
 

 
 

 
 
 

 
 

Printed by the authority of the 

Industrial Registrar 
50 Phillip Street, Sydney, N.S.W. 

 
 

 
 

 
 
 

 
ISSN 0028-677X 



CONTENTS 
 

Vol. 337, Part 1 15 November 2002 

 

Pages 1 - 64 

 

Page 

 

Awards and Determinations  

 

Awards Made or Varied  

 

Coachmakers, &c., Road and Perambulator Manufacturers (State) (VSW) 58 

Crown Employees (Operational Staff - NSW Agriculture) (AIRC) 1 

Crown Employees (Safe Food Production NSW - Food Safety Officers) (AIRC) 16 

Engine Packing Manufacture (State) (VSW) 54 

Ice Cream Cold Storage (State) (VSW) 52 

Independent Commission Against Corruption  (AIRC) 28 

Pasminco Broken Hill Mine Redundancy Award 2001 (AIRC) 50 

Plastic Moulding, &c., (State) (VSW) 60 

 (VIRC) 62 

Staedtler (Pacific) Pty Ltd Award 1999 (VSW) 56 

 

 

 

 

 



N.S.W. INDUSTRIAL GAZETTE — Vol. 337 15 November 2002 

 - i - 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

NEW SOUTH WALES 
 

 

 

 

INDUSTRIAL GAZETTE 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Printed by the authority of the Industrial Registrar 

 

 



N.S.W. INDUSTRIAL GAZETTE — Vol. 337 15 November 2002 

 - ii - 

 

 

 



N.S.W. INDUSTRIAL GAZETTE — Vol. 337 15 November 2002 

 - iii - 

 

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES 

 

PRESIDENT 

 

The Honourable Justice F. L. WRIGHT† 

 

VICE-PRESIDENT 

 

The Honourable Justice M. J. WALTON† 

 

MEMBERS 

 

The Honourable Justice L. C. GLYNN† 

The Honourable Mr Justice R. J. PETERSON† 

The Honourable Justice F. MARKS† 

The Honourable Justice M. SCHMIDT† 

The Honourable Mr Deputy President R. W. HARRISON 

The Honourable Justice T. M. KAVANAGH† 

Mr Deputy President P. J. SAMS 

The Honourable Justice R. P. BOLAND† 

Mr Deputy President J. P. GRAYSON 

The Honourable Justice W. R. HAYLEN† 

The Honourable Justice P. J. STAUNTON† 

 

 

Commissioner Mr R. J. PATTERSON 

Commissioner Mr P. J. CONNOR 

Commissioner Mr B. W. O'NEILL 

Commissioner Mr J. N. REDMAN 

Commissioner Ms I. TABBAA 

Commissioner Ms D. S. McKENNA 

Commissioner Mr J. P. MURPHY 

Commissioner Mr I. R. NEAL 

Commissioner Mr I. W. CAMBRIDGE 

Commissioner Ms E. A. R. BISHOP 

Commissioner Ms J. McLEAY 

Commissioner Mr A. W. MACDONALD 

Commissioner Mr D. RITCHIE 

 

 
†
These Presidential members are also Judicial members of the Industrial Relations Commission of New South Wales in Court Session, 

established as a superior court of record pursuant to section 152 of the Industrial Relations Act 1996.  

 

 

 

_______________________________________ 

 

 

 

INDUSTRIAL REGISTRAR 

 

Mr M. GRIMSON 

 

DEPUTY INDUSTRIAL REGISTRAR 

 

Mr A. G. MUSGRAVE 



N.S.W. INDUSTRIAL GAZETTE — Vol. 337 15 November 2002 

 - iv - 

 

 

 



N.S.W. INDUSTRIAL GAZETTE — Vol. 337 15 November 2002 

 - 1 - 

(1327) SERIAL C1263 
 

CROWN EMPLOYEES (OPERATIONAL STAFF - NSW 

AGRICULTURE) AWARD 
 

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES 

 

Application by NSW Agriculture. 

 
(No. IRC 2473 of 2002) 

 

Before The Honourable Justice Schmidt 9 May 2002 

 

AWARD 

 

PART A 
 

Arrangement 

 

PART A 

 

Clause No. Subject Matter 

 

1. Title 

2. Definition  

3. Salaries  

4. Saving of Rights  

5. Minimum Qualification Requirements and 

Commencing Rates  

6. Promotional Criteria  

7. Allowances  

8. Review of Allowances Payable in Terms of this Award 

9. Hours of Work - Day Work  

10. Hours of Work - Shift Work  

11. Overtime  

12. Public Service Holiday 

13. Job Evaluation 

14. Appeals Mechanism 

15. Dispute Handling Procedure 

16. Deduction of Union Membership Fees 

17. Anti-Discrimination 

18. Public Holidays 

19. Transitional Arrangements 

20. Area Incidence and Duration 

 

PART B 

 

MONETARY RATES 

 

Table 1 - Salaries 

Table 2 - Allowances 

 

1.  Title of the Award 

 

(i) This Award shall be known as the Crown Employees (Operational Staff - NSW Agriculture) Award. 

 

 

2.  Definitions 
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(i) "Act" means the Public Sector Management Act 1988. 

 

(ii) "Apprentice" means an Apprentice employed in a trade covered by the Crown Employees (Skilled 

Tradesmen) Award and Dairy Industry Employees (State) Award. 

 

(iii) "Association" means the Public Service Association and the Professional Officers’ Association 

Amalgamated Union of New South Wales. 

 

(iv) "Department" means the Department of Agriculture, as specified in Schedule  1 of the Public Sector 

Management Act, 1988. 

 

(v) "Farm Assistant", Livestock Attendant", "Senior Livestock Attendant", "Laboratory Craftsman" and 

"Senior Laboratory Craftsman" means a member of staff who is appointed to a position designated as 

such. 

 

(vi) "Farm Supervisor" means a member of staff who is appointed to a position designated as such. 

 

(vii) "Foreman-Special Grade" means an officer employed as a foreman who, in the opinion of the Public 

Employment Office/Department, has special responsibilities involving supervision of another foreman 

and more than one major field of activity. 

 

(viii) "Gardener-Tradesman" means an employee who has satisfactorily completed indentures in the industry 

of horticulture and gardening and holds the Horticulture Certificate of the Department of Technical and 

Further Education or a certificate of equal or higher status and is engaged as a tradesman in horticulture, 

gardening, green keeping, floral decoration and all phases of allied works, such as rockery building, 

paving, landscaping and the like. Provided that an officer who at the time of the making of this Award 

has been appointed as a "gardener" under the Crown Employees (Gardening Staff) Award 66211 (212 

I.G. 8) or as a "gardener" under the General Division Staff Agreement No. 2153 of 1975 and who 

through ongoing experience described, shall for the purpose of the Award be deemed to be a gardener 

tradesman.  

 

(ix) "Gardener-experienced" means an officer, not being a gardener-tradesman, as defined, who is appointed 

to act as gardener in the absence of or unavailability of a gardener- tradesman and who, by experience, 

is capable of performing gardening work to a satisfactory level. 

 

(x) "Gardener-labourer" means an officer who is appointed to assist a  gardener or to assist generally in 

gardening work and may be required to carry out under the supervision of a gardener any of the work set 

out in the definition of "gardener-tradesman' and includes the operation of small petrol or electricity 

driven hand mowers and the like. 

 

(xi) "Gardener-labourer 1st class" means a garden labourer who is capable of and required from time to time 

to drive and/or operates motorised tractor hauled or mechanical equipment used in gardening, tree 

lopping, paving, kerb making, rockery building and landscaping. 

 

(xii) "Handyperson" means a member of staff who is appointed to a position designated as such and who 

carries out minor repairs and maintenance of farm buildings, structures and equipment. 

 

(xiii) "Job Evaluation" means a methodology agreed to between the parties to grade Operational Staff 

positions under this Award. 

 

(xiv) "Leading Hand" means a member of staff who is appointed to a position designated as such and who 

supervises a particular operation(s). 

 

(xv) "Prior Learning" means recognising formal skills and experience. 

 

(xvi) "Maintenance Operator" means a member of staff who is appointed to a position designated as such and 

who carries out repairs and maintenance of farm buildings, structures and equipment and is appointed to 

a position that requires possession of a trade qualification as a condition of employment.  
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(xvii) "Maintenance Supervisor" means a member of staff who is appointed to a position of Building Foreman 

that requires possession of a trade qualification as a condition of employment. 

 

(xviii) "Member of Staff" for the purposes of this Award, means a person employed as an officer on probation, 

or officer, employed in any capacity under the provisions of Part 2 of the Act, or a temporary employee 

employed under S.38 of the Act, who are classified under this Award, and employed in either a part time 

of full time capacity. 

 

(xix) "Normal Work" normal work as defined in subclause (h) of Clause 15, Dispute Handing Procedures is 

defined as the duties and responsibilities relevant to the Statement of Duties, or Position Description of a 

member, or members of staff at the time of a Grievance, Dispute or Difficulty, 

 

(xx) "PEO" means the Public Employment Office. 

 

(xxi) "Position" means a position as dealt with in Section 8 of the Public Sector Management Act, 1988. 

 

(xxii) "Public Service" means the Public Service of New South Wales as defined in the Public Sector 

Management Act, 1988. 

 

(xxiii) "Regulation" means the Public Sector Management (General) Regulation, 1996.  

 

(xxiv) "Service" means continuous service for salary purposes. 

 

(xxv) "Salary Rates" means the ordinary time of pay for the member of staff's grading, excluding shift 

allowances, weekend penalties and all other allowances not regarded as salary. 

 

(xxvi) "Unions" means The Australian Workers Union, New South Wales Branch, Australian Manufacturing 

Workers Union, New South Wales Branch, the Electrical Trades Union of Australia, New South Wales 

Branch, Communications, Electrical & Plumbing Union, Plumbing Division (NSW Branch); and the 

Construction, Forestry, Mining and Energy Union, New South Wales Branch. 

 

3.  Salaries 

 

(i) Subject to the provisions of the NSW Public Sector Management Act  1988, and the Regulations 

thereunder, the rates of salary as set out in Table 1 - Salaries, of Part B, Monetary Rates, shall be paid to 

members of staff appointed to the positions specified. 

 

(ii) Existing allowances payable for passing prescribed annual technical college examinations shall continue 

to be paid to apprentices in accordance with the Crown Employees (Skilled Tradesmen) Award and 

Dairy Industry (State) Award. 

 

4.  Saving of Rights 

 

(i) No member of staff employed in the Department under another award, agreement, or determination on 

27 March 1997, or thereafter, who is re-classified under this award shall receive a salary which is less 

than the salary received under the member of staff's former award, agreement or determination. 

 

5.  Minimum Qualification Requirements & Commencing Rates 

 

(i) The commencing rate of pay for a member of staff who is appointed to a position of Farm Assistant 

shall be the rate of pay prescribed for Grade 1, Step 1. 

 

(ii) The commencing rate of pay for a member of staff who is appointed to a position of Operator (Prickly 

Pear) shall be the rate of pay prescribed for Grade 1, Step 1. 

(iii) The commencing rate of pay for a member of staff who is appointed to a position of Garden Labourer 

shall be the rate of pay prescribed for Grade 1, Step 1. 
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(iv) The commencing rate of pay for a member of staff who is appointed to a position of Handyperson shall 

be the rate of pay prescribed for Grade 1, Step 3. 

 

(v) The commencing rate of pay for a member of staff who is appointed to a position of Garden Labourer 

1st Class shall be the rate of pay prescribed for Grade 1, Step 3. 

 

(vi) Except as provided by Clause 19 (iii) of this Award the commencing rate of pay for a member of staff 

who is appointed to a position of Leading Hand shall be the rate of pay prescribed for Grade 2, Step 1.  

 

(vii) The commencing rate of pay for a member of staff who is appointed to a position of Gardener-

Experienced shall be the rate of pay prescribed for Grade 2, Step 1. 

 

(viii) The commencing rate of pay for a member of staff who is appointed to a position of Maintenance 

Operator and who possesses a trade qualification, other than plumbing or electrical, shall be the rate of 

pay prescribed for Grade 2, Step 2. 

 

(ix) The commencing rate of pay for a member of staff who is appointed to a position of Supervisor (Prickly 

Pear) shall be the rate of pay prescribed for the second year of service for Grade 2, Step 2.  

 

(x) The commencing rate of pay for a member of staff who is appointed to a position of Maintenance 

Operator and who possesses a plumbing trade qualification, shall be the rate of pay prescribed for Grade 

2, Step 3. 

 

(xi) The commencing rate of pay for a member who is appointed to a position of Gardener-tradesman shall 

be the rate of pay prescribed for Grade 2, Step 3.  

 

(xii) The commencing rate of pay for a member of staff who is appointed to a position of Maintenance 

Operator and who possesses an electrical trade qualification shall be the rate of pay prescribed for Grade 

3, Step 1. 

 

(xiii) The commencing rate of pay for a member of staff who is appointed to a position of Fitter Op erator shall 

be the rate of pay prescribed for Grade 3, Step 3 (however, this rate must not fall below the prescribed 

rate under the General Division Staff Salaries Agreement 2368 of 1982). 

 

(xiv) The commencing rate of pay for a member of staff who is appointed to a position of Farm Foreman of a 

B Grade Research Station shall be the rate of pay prescribed for Grade 4, Step 1. 

 

(xv) The commencing rate of pay for a member of staff who is appointed to a position of Farm Foreman of 

an A Grade Research Station shall be the rate of pay prescribed for Grade 5, Step 1. 

 

(xvi) The commencing rate of pay for a member of staff who is appointed to a position of Gardener Foreman 

shall be the rate of pay prescribed for Grade 5, Step 2. 

 

(xvii) The commencing rate of pay for a member of staff who is appointed to a position of Gardener Foreman 

Special Grade shall be the rate of pay prescribed for Grade 5, Step 3. 

 

(xviii) The commencing rate of pay for a member of staff who is appointed to a position of Maintenance 

Supervisor shall be the rate of pay prescribed for Grade 6, Step 1. 

 

6.  Promotional Criteria 

 

(i) Promotion between grades shall be by appointment subject to the occurrence of a vacancy and by a 

competitive selection process.  

 

(ii) Movement within the incremental range of a grade shall be subject to the acquisition of relevant 

National Competency Points at the required Australian Qualification Framework (AQF) Level necessary 

to justify progression to that higher salary level.  The specific progression requiremen ts are set out in the 

NSW Agriculture Operational Staff Workplace Assessment and Progression Handbook.  
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7.  Allowances 

 

(i) A member of staff employed upon any chokage and who is required to open up any soil pipe, waste 

pipe, drain pipe or pump conveying offensive material or a scupper containing sewerage or if the 

member of staff is required to work in a septic tank in operation, shall be paid an additional amount per 

day or part of a day as set out in Item 1 of Table 2 - Allowances, of Part B, Monetary Rates. 

 

(ii) A Maintenance Supervisor or a Maintenance Operator who, as a condition of their employment, is 

required to possess and use a trade licence shall, in additional to the rate of pay prescribed in Clause 3, 

Salaries, be paid any of the allowances as set out in Item 2 of Table 2 as is deemed appropriate. 

 

(iii) A Maintenance Supervisor, Maintenance Operator or an Apprentice who, as a condition of their 

employment, is required to provide their normal tools of trade shall, in addition to the rate of pa y 

prescribed in Clause 3, Salaries, be paid the allowance as set out in Item 3 of Table 2 as is deemed 

appropriate. 

 

Part-time and casual employees shall be paid the hourly equivalent of the abovementioned rates 

respectively, calculated as follows: 

 

Appropriate annual allowance x  1  

52.17857143  38 

 

(iv) Any Operational Staff member Grade2 or above who retains the Leading Hand Allowance as a result of 

operation of the transitional arrangements prescribed by Clause 19(i) of this Award shall, in addition t o 

the appropriate rate of pay prescribed in Clause 3, Salaries, be paid an allowance as set out in Item 4 of 

Table 2 - Allowances, of Part B, Monetary Rates. That allowance is to be superable and is to be 

regarded as salary for all purposes.  

 

(v) Staff who are required to work a broken shift shall be paid an amount per day extra as set out in Item 5 

of Table 2 - Allowances, of Part B, Monetary Rates. 

 

(vi) An Operational Staff member shall be paid the appropriate working dog allowance as set out in Item 6 

of Table 2 - Allowances, of Part B Monetary Rates where the relevant Research Station Manager 

certifies that the use of staff member’s working dog(s) is/are necessary for the efficient conduct of the 

station’s operations. 

 

(vii) 

 

(a) A Staff member appointed as a First Aid Officer shall be paid a first aid allowance at the rate 

appropriate to the qualifications held by such Staff member as specified in Item 7 of Table 2 - 

Allowances, of Part B Monetary Rates. 

 

(b) The First Aid Allowance shall not be paid during extended leave or any other continuous period 

of leave which exceeds four weeks. 

 

(c) When the First Aid Officer is absent on leave for one week or more and another qualified Staff 

member is selected to relieve in the First Aid Officer’s position, such Staff member shall be paid 

a pro rata first aid allowance for assuming the duties of a First Aid Officer. 

 

(viii) An employee required to work more than one and one half hours after the ordinary ceasing time shall be 

provided with a meal or be paid the appropriate Overtime Meal Allowance as set out Item 8 of Table 2 - 

Allowances, of Part B Monetary Rates for such a meal and after the completion of each four hours of 

continuous overtime thereafter shall be paid the appropriate rate as set out in Item 8 of Table 2 - 

Allowances, of Part B Monetary Rates for each subsequent meal in addition to his overtime payment.  

 

(ix) A Maintenance Operator required to hold and act upon a First Class Refrigeration Certification issued 

by the Department of Industrial Relations shall be paid the rate as set out in Item 9 of Table 2 - 

Allowances, of Part B Monetary Rates. 
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8.  Review of Allowances Payable in Terms of This Award 

 

(i) Adjustment of Allowances - Allowances contained in this award shall be reviewed as follows:  

 

(a) Allowances payable in terms of Clauses listed in this paragraph shall be reviewed in accordance 

with variations to the Crown Employees (Public Sector Salaries - January 2000) Award or an 

Award replacing: 

 

Clause 7 (i), Chokage Allowances; 

 

Clause 7 (ii), Licence and Registration Allowances; 

 

Clause 7 (iv), Leading Hand Allowance; 

 

Clause 7 (vii), First Aid Allowances; 

 

Clause 7 (ix), Refrigeration Allowance. 

 

(b) Allowances payable in terms of Clauses listed in this paragraph shall be reviewed in accordance 

with variations to the Crown Employees (Wages Staff Rates of Pay) Award:  

 

Clause 7 (iii), Tool Allowances; 

 

Clause 7 (v), Broken Shift Allowances; 

 

(c) Overtime Meal Allowances payable in terms of Clause 7 (viii) shall be reviewed in accordance 

with variations to Meal Allowances prescribed by the Crown Employees (Public Service 

Conditions of Employment 1997) Award. 

 

(d) Dog Allowances payable in terms of Clause 7 (vi) shall be adjusted on 1 January each year in 

line with the increases in the Consumer Price Index for Sydney during the preceding calendar 

year. 

 

9.  Hours of Work - Day Work 

 

(i) The ordinary working hours shall be thirty-eight per week and shall be worked in accordance with the 

following provisions for a four-week work cycle: 

 

(a) Except in the case of staff engaged in attending livestock, the ordinary working hours shall be 

worked as a twenty-day four-week cycle Monday to Friday, inclusive, with nineteen working 

days of eight hours each between the hours of 6:00 am and 6:00 pm, with 0.4 of one hour on each 

day worked accruing as an entitlement to take one rostered day off in each work cycle as a day 

off paid for as though worked. 

 

(b) The ordinary working hours of staff engaged in attending livestock shall be worked as a twenty 

day, four week cycle of five days per week during the period Monday to Saturday inclusive 

within nineteen working days of eight hours each between the hours of 6:00 am and 6:00 pm, 

with 0.4 of one hour on each day worked accruing as an entitlement to take one rostered day off 

in each work cycle as a day off paid for as though worked. 

 

(c) The rostered day off shall be a Monday or a Friday within the working cycle provided that by 

agreement of the Department and the member of staff, the rostered day off may be taken on an y 

other day within the work cycle or accrued as an entitlement for a day off to be taken in a 

subsequent work cycle. 

 

Provided further that no member of staff shall be entitled to accrue more than six rostered days 

off under the terms of this subsection. All rostered days off shall be taken by the member of staff 

as leisure days off, and except as provided for in this subsection, no work shall be performed by a 

member of staff on their rostered off day or days. 
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(d) A roster of days off (provided for under this subsection) for each member of staff shall be 

notified to staff prior to the commencement of each working cycle. Unless otherwise decided by 

mutual agreement staff shall be provided with seven (7) working days notice of a change in 

roster, provided that, in the case of an emergency situation, forty -eight (48) hours notice of a 

change in roster may be given by the Department. 

 

(e) Where such rostered day off prescribed by this sub-Clause falls on a public holiday as prescribed 

in the Crown Employees (Public Service Conditions of Employment 1997) Award, the next 

working day shall be taken in lieu of the rostered day off unless an alternative day in that four-

week cycle (or the next four-week cycle) is agreed in writing between the Department and the 

member of staff. 

 

(f) Each day of paid leave taken and any public holidays occurring during any cycle of four weeks 

shall be regarded as a day worked for accrual purposes. 

 

(g) A member of staff who has not worked a complete four-week cycle, shall receive pro-rata 

accrued entitlements for each day worked (or each fraction of a day worked) or regarded as 

having been worked in such cycle, payable for the rostered day off or, in the case of termination 

of employment, on termination. 

 

(h) Staff shall commence and cease work at their headquarters or other usual or constant location or 

as otherwise reasonably directed by the Department. 

 

(i) Staff shall be entitled to a meal break each day of not less than half an hour in duration provided 

that the said meal break shall be taken between 11:30 am and 1:30 pm at a time convenient to the 

Department. 

 

(j) A tea break during the morning period of not more than twenty minutes duration shall be allowed 

to each individual member of staff, at a  time to be arranged by the Department without deduction 

from their salaries.  The Department may grant a tea break of not more than ten minutes duration 

during both the morning and afternoon periods of the working day in lieu of 20 minute morning 

tea break. 

 

10.  Hours of Work - Shift Work 

 

(i) The ordinary working hours for shift work shall be thirty -eight per week and shall be worked in 

accordance with the following provisions for a four-week work cycle: 

 

(a) The ordinary working hours for shift work shall be worked as twenty-day four-week cycle of five 

days per week during the period Monday to Sunday inclusive (except broken shifts) with 

nineteen working days of eight hours each, with 0.4 of one hour on each shift accruing as an 

entitlement to take one rostered shift off in each work cycle as a shift off paid for as though 

worked. 

 

(b) The rostered shift off shall be Monday or a Friday within the working cycle provided that by 

agreement of the Department and the member of staff the rostered shift off may be taken on any 

other day within the work cycle or accrued as an entitlement for a shift off to be taken in a 

subsequent work cycle. Provided further, that no member of staff shall be entitled to accrue more 

than six shifts off under the terms of this subsection. All rostered shifts off sha ll be taken by the 

member of staff as a leisure day off, and except as provided for in this subsection no work shall 

be performed by a member of staff on their rostered off shift or shifts. 

(c) A roster of shifts off (provided for under this subsection) for each member of staff shall be 

notified to employees prior to the commencement of each working cycle. Unless otherwise 

decided by mutual agreement staff shall be provided with seven (7) working shifts notice of 

change in roster provided that in the case of an emergency situation, forty-eight (48) hours notice 

of change in roster may be given by the Department. 
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(d) Where such rostered shift off prescribed by this sub Clause falls on a public holiday as defined in 

the Crown Employees (Public Service Conditions of Employment 1997) Award, the next 

working day shall be taken in lieu of the rostered shift off unless an alternative day in that four-

week cycle (or the next four-week cycle) is agreed in writing between the employer and the 

member of staff. 

 

(e) Each shift of paid leave taken and any public holidays occurring during any cycle of four weeks 

shall be regarded as a shift worked for accrual purposes. 

 

(f) A member of staff who has not worked a complete four-week cycle, shall receive pro-rata 

accrued entitlements for each shift worked (or each fraction of a shift worked) or regarded as 

having been worked in such cycle, payable for the rostered shift off or, in the case of termination 

of employment, on termination.  

 

(g) Shift workers shall be allowed a mea l break of at least twenty minutes which shall be counted as 

time worked at a  time convenient to the Department. 

 

(ii) Shift Allowances 

 

Shift workers shall be paid the following shift allowances: 

 

Shift Commencing Time Allowance in Addition 

  to Ordinary Rate 

Day at or after 6am Nil 

Afternoon at or after 10am and before 1pm 10% 

Afternoon at or after 1pm and before 4pm 12½% 

Night at or after 4pm and before 4am 15% 

Night at or after 4am and before 6am 10% 

 

Provided that shift allowances shall not be paid in respect of work done at weekends or on public 

holidays. 

 

(iii) Penalty Rates 

 

Shift workers shall be paid the following rates in respect of work done at weekends or on public 

holidays. 

 

(a) Weekends 

 

The rate payable to shift workers for work done between midnight Friday and midnight Saturday 

shall be ordinary time and a half. The rate payable to shift workers for work done between 

midnight Saturday and midnight Sunday shall be ordinary time and three quarters. 

 

(b) Public Holidays 

 

The rate payable to shift workers for work done on a public holiday shall be double time and a 

half. 

 

(iv) Staff, other than Operational Staff involved in Dairy Operations, shall not be required to work shift work 

without the prior agreement of the Association or the appropriate Union. 

 

 

11.  Overtime 

 

(i) For the purposes of this award, the Department Head or a person authorised by the appropriate 

Department Head, may require a public servant to perform duty beyond the hours determined under 

Clause 9 and 10 Hours of Work - Shift Work of this award, but only if it is not unreasonable for the 

public servant to be required to do so. 
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(ii) Except as hereinafter provided, overtime at the rate of time and one half for the first two hours and 

double time thereafter shall be paid for all time worked.  

 

(a) in excess of the daily number of rostered hours in one day; or  

 

(b) outside the limits of Clauses 9 and 10, Hours of Work. 

 

(iii) Except as provided for in Clause 10, all work performed on Sundays and Public Holidays shall be paid 

for at the rate of double time and double time and a half respectively. A member of staff required to 

work on a Sunday or Public Holiday shall receive a minimum payment of 4 hours pay at the rate of 

double time or double time and a half respectively. 

 

(iv) In calculating overtime rates, the allowances referred to in Clause 10, of the award shall be disregarded. 

 

(v) A member of staff recalled to work overtime after 6:00 pm on any day other than a Sunday or Public 

Holiday shall receive a minimum payment of  4 hours pay at the appropriate overtime rate. On each 

recall the member of staff may be required to work 4 hours. 

 

(vi) A member of staff who works so much overtime- 

 

(a) between the termination of their ordinary work day or shift, and the commencement of their 

ordinary work in the next day or shift, that the member of staff has not had at least ten 

consecutive hours off duty between these times; 

 

(b) or on Saturdays, Sundays and Holidays, not being ordinary working days or on a rostered day 

off, without having had ten consecutive hours off duty in the twenty-four hours preceding their 

ordinary commencing time on their next ordinary day or shift, shall, subject to this sub -Clause, 

be released after completion of such overtime until the member of staff has had ten hours off 

duty without loss of pay for ordinary working time occurring during such absence. 

 

Provided that, if on the instructions of the Department, such a member of staff resumes, or 

continues to work, without having had such ten consecutive hours off duty the member of staff 

shall be paid at double rates until released from duty for the ten hour period and shall then be 

entitled to be absent until the member of staff has had ten consecutive hours off duty without loss 

of pay for ordinary working time occurring during such absence. 

 

(c) The provisions of this Subclause shall apply in the case of shift workers as if eight hours were 

substituted for ten hours when overtime is worked- 

 

(1) For the purpose of changing shift rosters, or 

 

(2) Where a shift worker does not report for duty and a day worker of a shift worker is 

required to replace such shift worker, or  

 

(3) Where a shift is worked by arrangement between the staff themselves.  

 

(vii) A member of staff who is required to work overtime for two hours or more after the normal ceasing time 

shall be allowed, at the expiration of the said two hours, 30 minutes for a meal or crib and thereafter a 

similar time allowance after every four hours of overtime worked. Time for meals or crib through 

overtime periods shall be allowed without loss of pay, provided that overtime work continues after such 

break. 

(viii) Where overtime is worked on a Saturday, if work continues after 12 noon, a break for a meal of 30 

minutes shall be allowed between 12 noon and 1pm which meal break shall be taken without loss of 

pay. 

 

(ix) Saturday Work - Day Workers All ordinary time worked on Saturdays in accordance with Clause 10 (ii) 

of this Award shall be paid for at the rate of time and a half. 
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(x) Leave in Lieu of Payment A member of staff approved to work overtime may, within two working days 

following such work, elect to take leave in lieu of payment for all or part of the entitlement in respect of 

the time so worked. Such leave in lieu shall accrue at the rates specified for overtime in this Award i.e., 

such leave in lieu shall accrue at the equivalent computed overtime rate. 

 

Provided that: 

 

(a) Where the member of staff elects to receive leave in lieu of payment such leave in lieu shall be 

taken at the convenience of the Department. 

 

(b) Such leave in lieu shall be taken in multiples of quarter day only. 

 

(c) Subject to the convenience of the Department, leave in lieu shall be taken within three months of 

the date accrual, except in the case of leave in lieu in respect of work performed on a public 

holiday, in which case an officer may elect to have such leave in lieu added to annual leave 

credits. 

 

(d) A member of staff shall be entitled to payment for the balance of any overtime entitlement not 

taken as leave in lieu. 

 

(xi) Wherever practicable, overtime at each Station/Centre/Institute will be equitably shared between 

members of staff on the classification required to work such overtime. 

 

12.  Public Service Holiday 

 

(i) The Public Service holiday as prescribed by Clause 14 part 3 of the Public Sector Management 

(General) Regulation of 1996, shall be a Public Service Holiday/Union Picnic Day for staff covered by 

this Award and shall be in lieu of any other Picnic Day. 

 

(ii) All staff shall, as far as practicable, be given a nd shall take this day as the Public Service Holiday/Union 

Picnic Day and shall be paid therefore as for eight hours' work at the rate prescribed in Clause 3, 

Salaries, of this Award. Any staff required to work on such day shall be paid at the rate of double time 

and a half for not less than four hours' work. Provided that a member of staff who is required to work on 

the Public Service Holiday/Union Picnic Day and who fails to comply with such requirement shall not 

be entitled to payment for the day. 

 

13.  Job Evaluation 

 

(i) Positions classified as Operational Staff shall be graded in accordance with the accredited Job 

Evaluation methodology agreed by the Department, PEO and Associations/Unions, or any other 

methodology agreed between the parties during the operation of this Award to grade Operational Staff 

positions.  

 

(ii) The grading of Operational Staff positions shall be carried out in consultation between the Department 

and Associations/Unions using the Department's Joint Consultative Committee. This Committee shall be 

the forum for negotiation and consultation on the operation of the Department's Job Evaluation 

methodology during the operation of this Award. 

 

(iii) Positions will be evaluated and graded from time to time in the following circumstances:  

 

(a) where the nature of a position is significantly changed, or a new position is created. 

 

(b) where a position falls vacant, the Department can determine whether it is necessary to evaluate 

and grade the position prior to advertising the vacancy. 

 

(c) at the request of any party to this Award provided that the position occupied by the member of 

staff has not been evaluated and graded for a minimum of twelve (12) months. 
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Where a member of staff's position is evaluated as falling within a lower or higher grading than that to 

which the member of staff is presently appointed, then the Department:  

 

(a) will examine the feasibility of initiating work redesign changes to the position in order to seek to 

justify the position's salary range at it's existing grading level, or; 

 

(b) adhere to existing statutory and related Public Service policies on filling regraded positions if 

initiating action under sub-Clause (a) is determined to be inconsistent with maintaining 

Department efficiency, or otherwise impracticable. 

 

14.  Appeals Mechanism 

 

(i) A member of staff of the Department shall have the right to appeal any decision made by the 

Department in relation to their performance assessment review. 

 

(ii) Officers shall submit a written submission outlining their case to the Human Resources Manager within 

28 days of the decision being appealed. 

 

(iii) The Human Resources Manager shall constitute an appeals committee made up of one Management 

representative (who shall not be the appellant's immediate supervisor), one relevant Association/Union 

representative and one peer that is acceptable to both Management and the Association/Union.  

 

(iv) The appeal shall be heard within 28 days of it being lodged and the recommendation of the committee 

shall be forwarded to the Director-General or nominee for decision. 

 

(v) The decision of the Director-General or nominee shall be forwarded to the member of staff concerned 

within 7 working days of the appeal being heard. 

 

15.  Dispute Handling Procedures 

 

(i) All grievances, disputes, or difficulties relating to the provisions of this Award shall initially be dealt 

with as close to the source as possible, with graduated steps for further attempts at resolution at higher 

levels of authority within the Department, if required.  

 

(a) A member of staff is required to notify (in writing or otherwise) their immediate supervisor or 

manager, as to the substance of the grievance, dispute or difficulty, request a meeting to discuss 

the matter, and if possible state the remedy sought. 

 

(b) The immediate supervisor or manager shall convene a meeting in order to resolve the grievance, 

dispute or difficulty within two (2) days, or as soon as practicable, of the matter being brought to 

attention. 

 

(c) If the matter remains unresolved with the immediate supervisor or manager, the member of staff 

may request to meet with the appropriate person at the next level of management in order to 

resolve the matter. This manager shall respond within two (2) days, or as soon as practicable. 

This sequence of reference to successive levels of management may be pursued by the member 

of staff until the matter is referred to the Director-General. 

 

(d) In the event that the matter remains unresolved, the Director-General or his nominee shall 

provide a written response to the member of staff and any other party involved in the grievance, 

dispute or difficulty, concerning action to be taken, or the reasons for not taking action, in 

relation to the matter. 

(e) A member of staff may request to be represented by an Association/Union representative. 

 

(f) The member of staff or Association/Union on their behalf, or the Director-General may refer the 

matter to the New South Wales Industrial Relations Commission if the matter is unresolved 

following the use of these procedures. 

 



N.S.W. INDUSTRIAL GAZETTE — Vol. 337 15 November 2002 

 - 12 - 

(g) The member of staff, Association/Union, Department and PEO shall agree to be bound by any 

lawful recommendation, order or determination by the New South Wales Industrial Relations 

Commission in relation to the grievance, dispute or difficulty.  

 

(h) Whilst the procedures are being followed, normal work undertaken prior to notification of the 

grievance or dispute shall continue unless otherwise agreed between the parties, or, in the case of 

a dispute involving Occupational Health and Safety. If practicable, normal work shall proceed in 

such a manner to avoid any risk to the health and safety of any officer, or member of the public.  

 

16.  Deduction of Union Membership Fees 

 

(i) The union shall provide the employer with a schedule setting out union fortnightly membership fees 

payable by members of the union in accordance with the union's rules. 

 

(ii) The union shall advise the employer of any change to the amount of fortnightly membership fees made 

under its rules. Any variation to the schedule of union fortnightly membership fees payable shall be 

provided to the employer at least one month in advance of the variation taking effect.  

 

(iii) Subject to (i) and (ii) above, the employer shall deduct union fortnightly membership fees from the pay 

of any employee who is a member of the union in accordance with the union's rules, provided that the 

employee has authorised the employer to make such deductions. 

 

(iv) Monies so deducted from employee's pay shall be forwarded regularly to the union together with all 

necessary information to enable the union to reconcile and credit subscriptions to employees' union 

membership accounts. 

 

(v) Unless other arrangements are agreed to by the employer and the union, all union membership fees shall 

be deducted on a fortnightly basis. 

 

(vi) Where an employee has already authorised the deduction of union membership fees from his or her pay 

prior to this clause taking effect, nothing in this clause shall be read as requiring the employee to make a 

fresh authorisation in order for such deductions to continue." 

 

17.  Anti-Discrimination 

 

(i) It is the intention of the parties bound by this award to seek to achieve the object in section 3(f) of the 

Industrial Relations Act 1996 to prevent and eliminate discrimination in the workplace.  This includes 

discrimination on the grounds of race, sex, marital status, disability, homosexuality, transgender 

identity, age and responsibilities as a carer. 

 

(ii) It follows that in fulfilling their obligations under the dispute resolution procedure prescribed by this 

award the parties have obligations to take all reasonable steps to ensure that the operation of the 

provisions of this award are not directly or indirectly discriminatory in their effects.  It will be consistent 

with the fulfilment of these obligations for the parties to make application to vary any provision of the 

award which, by its terms or operation, has a direct or indirect discriminatory effect. 

 

(iii) Under the Anti-Discrimination Act 1977, it is unlawful to victimise an employee because the employee 

has made or may make or has been involved in a complaint of unlawful discrimination or harassment.  

 

(iv) Nothing in this Clause is to be taken to affect: 

 

(a) any conduct or act which is specifically exempted from anti-discrimination legislation; 

(b) offering or providing junior rates of pay to persons under 21 years of age;  

 

(c) any act or practice of a body established to propagate religion which is exempted under section 

56(d) of the Anti-Discrimination Act 1977; 

 

(d) a party to this award from pursuing matters of unlawful discrimination in any State or federal 

jurisdiction. 
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(v) This Clause does not create legal rights or obligations in addition to those imposed upon the parties by 

the legislation referred to in this Clause. 

 

(a) Employers and employees may also be subject to Commonwealth anti-discrimination legislation. 

 

(b) Section 56(d) of the Anti-Discrimination Act 1977 provides: 

 

"Nothing in the Act affects ... any other act or practice of a body established to propagate religion that 

conforms to the doctrines of that religion or is necessary to avoid injury to the religious susceptibilities 

of the adherents of that religion." 

 

18.  Public Holidays 

 

Operational Staff shall be entitled to the following public holidays without loss of salary:  

 

New Year's Day/Australia Day;  

 

Christmas Day/Day Boxing Day;  

 

Good Friday/Anzac Day;  

 

Easter Monday/Queen's Birthday;  

 

Labour Day Public Service holiday (i.e. a  day between Boxing Day and New Years Day to be 

determined by the Department Head);  

 

and any other proclaimed or gazetted holiday for the State of New South Wales. 

 

19. Transitional Arrangements 

 

(i) Any Operational Staff member Grade 2 or above who receives the Leading Hand Allowance as at the 

date of the first advertisement of the substantive positions of Leading Hand established by this Award 

will not be financially disadvantaged in the following circumstances:  

 

(a) where successful in their application for a position of Leading Hand;  

 

(b) where unsuccessful in the application for a position of Leading Hand; or 

 

(c) where no application is made for a position of Leading Hand. 

 

Such staff shall retain their existing allowance until they retire, resign or are promoted.  The Leading 

Hand allowance payable to such staff will continue to be adjusted as prescribed by Clause 8, Review of 

Allowances.  Such staff who do not occupy a substantive position of Leading Hand, but who retain the 

Leading Hand Allowance can be called upon to perform Leading Hand duties as the need arises whilst 

in receipt of this allowance.  In all other situations payment of the Leading Hand Allowance will cease 

with the substantive appointment of Leading Hands at the respective locations. 

 

(ii) Trade based Operational Staff who are appointed to substantive Leading Hand positions can be required 

to perform duties associated with the trade(s) they possess in addition to their Leading Hand duties.  

 

(iii) Any Operational Staff member Grade 1 who received a Leading Hand Allowance immediately prior to 

being appointed to a substantive position of Leading Hand would commence on Grade 2, Step 2 to avoid 

any salary reduction arising from the cessation of the Leading Hand Allowance and progress thereafter 

subject to the agreed competency based progression criteria. 

 

 

20.  Area, Incidence and Duration 
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This Award rescinds and replaces the Crown Employees (Operational Staff - Department of Agriculture) 

Award published 18 August 2000 (317 I.G. 1062), as varied. 

 

This award shall apply to each member of staff described as Operational Staff memb ers in Clause 2, 

Definitions, and shall take effect from 9 May 2002 and shall remain in force thereafter for a period of 12 

months.  This award may be rescinded by mutual consent, or the Industrial Relations Commission of New 

South Wales may rescind the award after the period specified in its nominal term. 

 

 

PART B 
 

MONETARY RATES 

 

Table 1 - Salaries 

 

(A) Full time (Annual Rate) Per Annum 

 $ 

Junior Under 17  20,481 

 at 17 years 24,870 

Grade 1 Step 1 29,259 

 Step 2 30,340 

 Step 3 31,161 

 Step 4 32,242 

Grade 2 Step 1 33,141 

 Step 2 34,086 

 Step 3 35,373 

 Step 4 36,259 

Grade 3 Step 1 36,259 

 Step 2 37,686 

 Step 3 38,694 

Grade 4 Step 1 39,788 

 Step 2 41,338 

 Step 3 42,646 

Grade 5 Step 1 42,646 

 Step 2 43,936 

 Step 3 45,667 

Grade 6 Step 1 47,000 

 Step 2 48,376 

 Step 3 50,294 

(B) Apprentices Full-time (Weekly Rate)  Per Week 

 $ 

Year 1 292.92 

Year 2 386.42 

Year 3 492.62 

Year 4 559.69 

 

 

 

 

Table 2 - Allowances 

 

Item No. Clause No. Brief Description Amount 

   $ 

1 7 (i) Chokage Allowance 5.47 per day 

   or part thereof 

2 7 (ii) Maintenance Operator - Licence & Registration Per annum 

  Allowances  

  Electricians Licence  A Grade 1,524 
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   B Grade 819 

  Registration Allowance 1,148 

  (a) Plumber’s Licence 1,508 

  (b) Gasfitter’s Licence 1,508 

  (c) Drainer’s Licence 1,298 

  (d) Plumber’s/Gasfitter’s Licence 2,010 

  (e) Gasfitter’s/Drainer’s Licence 2,010 

  (f) Plumber’s/Drainer’s Licence 2,010 

  (g) Plumber’s/Gasfitter’s/Drainer’s Licence 2,775 

3 7 (iii) Maintenance Operator & Apprentice Tool Per annum 

  Allowances  

  Carpenter 1,091 

  Electrician 610 

  Plumber 1,091 

  Motor Mechanic 1,091 

  Fitter & Turner 1,091 

  Welder 1,091 

4 7 (iv) Leading Hand Allowance Per annum 1,328 

5 7 (v) Broken Shift Allowance 8.49 per day 

6 7 (vi) Dog Allowance Not Found - 1 Dog * 2.50 per week 

  Dog Allowance Not Found - 2 Dogs * 5.00 per week 

  Dog Allowance - 1 Dog 7.20 per week 

  Dog Allowance - 2 Dogs 14.40 per week 

7 7 (vii) Occupational First Aid Allowance 15.03 per week 

  First Aid Allowance 9.97 per week 

8 7 (viii) Overtime Meal Allowance  

  First Meal 8.70 

  Subsequent Meals 7.30 

9 7 (ix) Refrigeration Allowance Per annum 402 

 

 

* Where dog is fed meat supplied by the Department 

 

 

 
M. SCHMIDT  J. 

 

 

____________________ 

 

 

 

Printed by the authority of the Industrial Registrar. 

 

 

 

 

 

(1647) SERIAL C1389 
 

CROWN EMPLOYEES (SAFE FOOD PRODUCTION NSW - FOOD 

SAFETY OFFICERS) AWARD 
 

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES 

 

Application by Public Service Association and Professional Officers' Association Amalgamated Union of New 

South Wales, industrial organisation of employees. 
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(No. IRC 3534 of 2002) 

 

Before The Honourable Justice Schmidt 21 June 2002 

 

 

AWARD 

 

PART A 
 

Arrangement 

 

PART A 

 

Clause No. Subject Matter 

 

1. Title 

2. Parties to the Award 

3. Definitions  

4. Coverage 

5. Statement of Intent 

6. Grading and Evaluation of Positions  

7. Scope of Employment 

8. Savings of Rights  

9. Salaries 

10. Conditions of Employment - General 

11. Appointment  

12. Salary Progression 

13. Transitional Provisions 

14. Performance and Competency Standard Development 

15. Competency Assessment Panel 

16. Appeals 

17. Higher Duties Allowance 

18. Home Office Allowance 

19. Garage and Carport Allowance 

20. Hours of Duty 

21. Overtime 

22. Travelling Allowances 

23. On-Call Allowance 

24. Consultative Arrangements 

25. Multi-Skilling 

26. Grievance and Dispute Settling Procedures 

27. Anti-Discrimination 

28. Area, Incidence and Duration 

 

 

 

 

PART B 

 

MONETARY RATES 

 

Table 1 - Salaries 

Table 2 - Allowances 

 

Schedule 1 - Food Safety Officer - Progression Requirements 

Schedule 2 - Food Safety Officer - Transitional Provisions 

 

1.  Title 
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This award shall be known as the Crown Employees (Safe Food Production NSW - Food Safety Officers) 

Award. 

 

2.  Parties to the Award 

 

The parties to this award are the Public Employment Office and the Public Service Association and 

Professional Officers’ Association Amalgamated Union of New South Wales. 

 

3.  Definitions 

 

(a) "Act" means the Public Sector Management Act 1988. 

 

(b) "Association" means the Public Service Association and the Professional Officers’ Association 

Amalgamated Union of New South Wales. 

 

(c) "CEO" means Chief Executive Officer. 

 

(d) "Code of Practice" means requirements and guidelines to ensure a premises or activity complies with 

statutory requirements. 

 

(e) "Employee" means a person employed on a temporary basis. 

 

(f) "HACCP" means Hazard Analysis and Critical Control Point System - an international food safety 

management system. 

 

(g) "ISO" means the Internationa l Standards Organisation. 

 

(h) "Job Evaluation" means an accredited job evaluation system used to grade positions in SafeFood.  

 

(i) "National Food Safety Standards" means uniform food hygiene and safety regulations set out in the 

Food Standard Code to ensure a nationally consistent approach to food safety. 

 

(j) "Normal Work", in respect of Clause 26, Grievance and Dispute Settling Procedures, means the duties 

and responsibilities contained in the position description of an officer, or officers, at the time a 

grievance, dispute or difficulty is notified within the Operations Branch or within Safe Food. 

 

(k) "Officer" means a person employed on a permanent full-time or permanent part-time basis. 

 

(l) "Operations Branch" means a Branch of Safe Food consisting of the Enforcement, Compliance, 

Technical, and Environmental Units. 

 

(m) "PEO" means the Public Employment Office. 

 

(n) "Position" means a staff position as defined in Section 8 of the Act. 

 

(o) "SafeFood" means Safe Food Production NSW, a statutory body established under the Food Production 

(Safety) Act 1998 to ensure that food safety standards for all primary produce and seafood for human 

consumption from the paddock or ocean to the back door of the retail shop, with additional coverage of 

retail butcher shops and supermarket meat departments, are implemented in an integrated and consistent 

way. 

 

(p) "Staff member" means an officer or employee of SafeFood Operations Branch employed in the capacity 

of Food Safety Officer. 

 

(q) "Union" means the Public Service Association and the Professional Officers’ Association Amalgamated 

Union of New South Wales. 

 

4.  Coverage 
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The provisions of this award shall apply to staff employed in the Operations Branch of SafeFood in the 

capacity of Food Safety Officer.  

 

5.  Statement of Intent 

 

This award aims to achieve equity in salary and conditions between field staff of the former Meat, Dairy, and 

Seafood Branches of SafeFood and facilitate future recruitment and retention of Food Safety Officers.  

 

6.  Grading and Evaluation of Positions 

 

(a) The grading of positions will be carried out in accordance with the SafeFood job evaluation policy.  

 

(b) Positions will be graded and evaluated from time to time in the following circumstances:  

 

(i) Where the nature of the position is significantly changed or where a new position is created. 

 

(ii) Where a position falls vacant, the CEO can determine whether it is necessary to evaluate the 

position prior to advertising the vacancy. 

 

(iii) At the request of any party to this award, or an of ficer under the award, provided that the 

position(s) have not been reviewed for grading for at least (12) twelve months prior to the 

request. 

 

7.  Scope of Employment 

 

(a) Employment will be either on a permanent full time or permanent part time basis.  

 

(b) Temporary employees may be employed from time to time should the need arise. 

 

8.  Savings of Rights 

 

No officer or employee of SafeFood at the time of the making of this award will suffer a reduction in his or her 

salary or any loss or diminution in his or her conditions of employment as a consequence of the making of this 

award. 

 

9.  Salaries 

 

(a) Staff will be appointed to one of the grades outlined in Table 1 of Part B, Monetary Rates of this award  

 

(b) The rates of pay set out in Table 1 do not include payment for annual leave loading. 

 

(c) The salary rates set out in Table 1 will move in accordance with the Crown Employees (Public Sector - 

Salaries January 2002) Award (the 2002 Award) or any variation or replacement award.  

 

(d) Salary rates are to be increased by four per cent (4%) with effect from the beginning of the first pay 

period (FPP) to commence on or after 1 January 2003, with a further increase of five per cent (5%) with 

effect from the beginning of the first pay period to commence on or after 1 July 2003, in line with the 

2002 Award. 

 

 

10.  Conditions of Employment - General 

 

(a) This award applies in lieu of the following awards, agreements and determinations in full:  

 

(i) Scientific Officers (Various Departments) Agreement No. 2433 of 1982. 

 

(ii) General Division (Trade Based Groups) Agreement No. 2301 of 1980: Amending Agreement 

No. 2317 of 1981; Determination No. 764 of 1982. 
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(b) Except as otherwise provided in this award, the provisions of the Crown Employees (Public Service 

Conditions of Employment 1997) Award will apply. 

 

(c) The following awards, agreements and determinations apply to staff covered by this award:  

 

(i) Crown Employees (Transferred Officers Compensation) Award. 

 

(ii) Transferred Officers (Excess Rent Assistance) Agreement No 2354 of 1981. 

 

(d) Conditions of employment other than those fixed by this award are determined by the Public Sector 

Management Act 1988, the Public Sector Management (General) Regulation 1996 and the New South 

Wales Government Personnel Handbook. 

 

 

11.  Appointment 

 

(a) Positions will be graded using an accredited job evaluation system. 

 

(b) Except as provided in subclause (c), staff will be appointed to the first salary point in the grade of the 

position to which they are appointed. 

 

(c) The Chief Executive Officer may appoint a person at a  higher salary level within the grade. In 

determining commencing salary, regard will be had to: 

 

(i) The person’s skills, experience and qualifications. 

 

(ii) The rate required to attract the person, and 

 

(iii) The remuneration of existing staff performing similar work. 

 

(d) Except as provided in the transitional provisions of this award, the essential qualifications for 

appointment to positions covered by this award will be:  

 

(i) A degree in Food Science or equiva lent qualification (as determined by the CEO) in respect of 

the Enforcement, Compliance and Technical Units; or  

 

(ii) A degree in Environmental Health, Aquatic or Animal Health or equivalent qualification (as 

determined by the CEO) in respect of the Environmental Unit. 

 

(e) Except as provided in the transitional provisions of this award, the essential qualification requirement 

will commence on and from the date of operation of this award. 

 

 

12.  Salary Progression 

 

There shall be 6 levels of Food Safety Officer, with salary levels as prescribed in Table 1. 

 

(a) Progression within each grade will be by annual increment, provided the supervisor is satisfied with the 

conduct and manner of performance of duties of the person concerned. 

 

(b) Incremental progression for all officers will be subject to a satisfactory performance report 

recommending progression. 

 

(c) The Chief Executive Officer may approve the accelerated progression of an officer through the 

incremental scale for the position occupied by the officer, in accordance with assessments made through 

a performance management system. 
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(d) There will be competency barriers for progression from Trainee Food Safety Officer (Food Safety 

Officer Grade 1) to Food Safety Officer (Food Safety Officer Grade 2), and from Food Safety Officer to 

Senior Food Safety Officer (Food Safety Officer Grade 3) in the Compliance and Environmental Units.  

 

(e) Appointment to a position above Food Safety Officer Grade 3 in Compliance and Environmental Units 

will be by way of competitive selection to an advertised vacancy. 

 

(f) Appointment to a position above Food Safety Officer Grade 2 in Enforcement and Technical Units will 

be by way of competitive selection to an advertised vacancy. 

 

13.  Transitional Provisions 

 

Employees will be transferred to the new scale in accordance with Schedule 2, Food Safety Officer - 

Transitional Provisions. 

 

14.  Performance and Competency Standard Development 

 

(a) The parties to this award will participate in ongoing discussions to further develop the s taff covered by 

the award and the performance of SafeFood. The CEO will provide training and work opportunities for 

staff development. 

 

(b) The parties will participate in: 

 

(i) Development and review of the SafeFood Performance Management and Development System. 

 

(ii) Discussion and review of the qualifications, requirements and competencies detailed variously in 

clause 11, Appointment, clause 12, Salary Progression and Schedule 1 to this award to ensure 

that they conform with national food safety standards as they change and develop from time to 

time. These discussions will continue as a matter of priority. 

 

15.  Competency Assessment Panel 

 

A Competency Assessment Panel will be formed consisting of the officers occupying the positions of Director, 

Operations Branch, and a Regional Operations Manager of the Compliance Unit, and a Principal Officer of the 

Technical Unit. The Panel will assess competency criteria of officers seeking progression from Trainee Food 

Safety Officer to Food Safety Officer or Food Safety Officer to Senior Food Safety Officer.  

 

16.  Appeals 

 

(a) An officer, who fails to satisfy the requirements of the competencies for progression from Trainee Food 

Safety Officer to Food Safety Officer or Food Safety Officer to Senior Food Safety Officer, as 

determined by the Competency Assessment Panel, may appeal the decision of that panel.  

 

(b) The officer, following the decision of the competency assessment panel, may lodge an appeal in writing 

with the CEO within ten (10) working days of the panel advising the officer of its decision. The appeal 

must set out the grounds for the appeal. 

 

(c) The CEO shall convene an Assessment Appeals Panel within ten (10) working days of an appeal being 

lodged and advise the officer of the members of the panel. 

 

(d) The Assessment Appeals Panel shall allow the appellant to appear before it during its determination of 

the appeal if so requested by the appellant. 

 

(e) The CEO shall advise the officer of the decision of the Assessment Appeals Panel within five (5) days  

of the appeal being heard. 

 

17.  Higher Duties Allowance 
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(a) Staff directed to perform the duties of a higher position for more than five consecutive working days 

will be paid an allowance. 

 

(b) The allowance will be agreed following discussion with the staff member and will be a proportion of the 

difference between the staff member’s salary and the salary for the minimum rate of the higher position 

depending on the range of duties undertaken and the level of responsibility accepted. 

 

18.  Home Office Allowance 

 

The provisions of Clause 44 of the Crown Employees (Public Service Conditions of Employment 1997) Award 

shall apply and monetary rates, as set out in Item 1 of Table 2 of Part B, Monetary Rates, shall be adjusted in 

line with variations to that award. 

 

19.  Garage and Carport Allowance 

 

The provisions of Clause 51 of the Crown Employees (Public Service Conditions of Employment 1997) Award 

shall apply and monetary rates, as set out in Item 2 of Table 2 of Part B, Monetary Rates, shall be adjusted in 

line with variations to that award. 

 

20.  Hours of Duty 

 

The provisions of Clause 11 of the Crown Employees (Public Service Conditions of Employment 1997) Award 

shall apply. 

 

21.  Overtime 

 

(a) A staff member may be directed by the Chief Executive Officer to work overtime, provided it is 

reasonable for the staff member to be required to do so. In determining what is reasonable, the staff 

member’s prior commitments outside the workplace, particularly their family responsibilities, 

community obligations or study arrangements shall be taken into account, together with the flexibility of 

working hour arrangements having regard to the unusual requirements of this occupation and the clients 

of SafeFood. Consideration shall be given also to the urgency of the work to be performed during 

overtime, the impact on the operational commitments of the organisation and the effect on client 

services. 

 

(b) Payment for overtime shall be made only where the staff member works directed overtime. 

 

(c) The provisions of Clause 92 "Overtime - General" of the Crown Employees (Public Service Conditions 

of Employment 1997) Award shall apply. 

 

 

 

 

22.  Travelling Allowances 

 

The provisions of Clauses 27 to 34 of the Crown Employees (Public Service Conditions of Employment 1997) 

Award shall apply and monetary rates shall be adjusted in line with variations to that award. 

 

23.  On-Call Allowance 

 

(a) A staff member shall be: 

 

(i) Entitled to be paid the on-call allowance set out in Item 3 of Table 2 of Part B Monetary Rates 

when directed by SafeFood to be on call outside the staff member’s working hours;  

 

(ii) If a  staff member who is on call and is called out by SafeFood, the overtime provisions of the 

Crown Employees (Public Service Conditions of Employment 1997) Award shall apply to the 

time worked; 
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(iii) Where work problems are resolved without travel to the place of work whether on a weekday, 

weekend or public holiday, work performed shall be compensated at ordinary time for the time 

actually worked, calculated to the next 15 minutes. 

 

(b) The provisions of Clause 46 of the Crown Employees (Public Service Conditions of Employment 1997) 

shall apply and monetary rates shall be adjusted in line with variations to that award. 

 

24.  Consultative Arrangements 

 

SafeFood and the Association agree to continue consultation to ensure that the implementation of this award 

realises improvements in service delivery, productivity, efficiency and job satisfaction. The parties will consult 

on such issues as training and development, work environment, rest ructuring, job evaluation, performance 

management, succession planning, multi-skilling, and cross training in different food commodities.  

 

25.  Multi-Skilling 

 

The parties to the award recognise that multi-skilling is a condition of this award. The parties agree that Food 

Safety Officers will undertake training and development activities as provided by SafeFood from time to time.  

 

26.  Grievance and Dispute Settling Procedures 

 

(a) All grievances and disputes shall initially be dealt with as close to the source as possible, with graduated 

steps for further attempts at resolution at higher levels of authority within SafeFood, if required. 

 

(b) When a grievance or dispute arises at the workplace, the staff member(s) must attempt to resolve the 

issue with the person concerned in the first instance. 

 

(c) If this is not possible, the staff member refers the matter to their immediate supervisor or manager. The 

supervisor is to be given the opportunity to fully investigate the matter and must provide a written 

response to the matter. The supervisor will advise the staff members(s) concerned of the time by which 

an answer will be provided. Issues should be resolved within forty-eight hours (48) hours. 

 

(d) If the matter is not resolved between the staff member(s) and their immediate supervisor, or where the 

matter is of such a nature that direct discussion between the staff member(s) and their supervisor would 

not be appropriate, the staff member(s) shall notify the manager. The manager will attempt to resolve 

the matter. This sequence of reference to successive levels of management may be pursued by the staff 

member until the matter is referred to the Chief Executive Officer. 

 

(e) The Chief Executive Officer may refer the matter to the PEO for consideration. 

 

(f) If the matter remains unresolved, the Chief Executive Officer shall provide a written response to the 

staff member and any other party involved in the grievance, dispute or difficulty, concerning action to 

be taken, or the reason for not taking action, in rela tion to the matter. 

 

(g) A staff member may, at any stage, request to be represented by their union. 

 

(h) If the matter remains unresolved, SafeFood and the Association agree that it may be referred to an 

appropriate independent arbitrator or mediator. 

 

(i) The staff member or the union on their behalf, or the Chief Executive Officer may refer the matter to the 

Industrial Relations Commission of New South Wales if the matter is unresolved following the use of 

these procedures. 

 

(j) Nothing contained in these procedures will preclude SafeFood and the Association from entering into 

direct negotiations on any matter. 

 

(k) Each stage is to be handled expeditiously. 
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(l) Whilst these procedures or negotiations are continuing, no stoppage of work or any other form of 

limitation of work shall be applied. 

 

(m) SafeFood and the Association reserve the right to vary this procedure where it is considered that a safety 

factor is involved. 

 

27.  Anti-Discrimination 

 

(a) It is the intention of the parties bound by this awa rd to seek to achieve the object in section 3(f) of the 

Industrial Relations Act 1996 to prevent and eliminate discrimination in the workplace. This includes 

discrimination on the grounds of race, sex, marital status, disability, homosexuality, transgender 

identity, age and responsibilities as a carer. 

 

(b) It follows that in fulfilling their obligations under the dispute resolution procedure prescribed by this 

Award the parties have obligations to take all reasonable steps to ensure that the operation of t he 

provisions of this Award are not directly or indirectly discriminatory in their effects. It will be consistent 

with the fulfilment of these obligations for the parties to make application to vary any provision of the 

Award, which, by its terms or operation, has a direct or indirect discriminatory effect. 

 

(c) Under the Anti-Discrimination Act 1977, it is unlawful to victimise an employee because the employee 

has made or may make or has been involved in a complaint of unlawful discrimination or harassment . 

 

(d) Nothing in this clause is to be taken to affect: 

 

(i) Any conduct or act which is specifically exempted from anti-discrimination legislation; 

 

(ii) Offering or providing junior rates of pay to persons under 21 years of age;  

 

(iii) Any act or practice of a body established to propagate religion which is exempted under section 

56(d) of the Anti-Discrimination Act 1977; 

 

(iv) A party to this Award from pursuing matters of unlawful discrimination in any State or federal 

jurisdiction. 

 

(e) This clause does not create legal rights or obligations in addition to those imposed upon the parties by 

the legislation referred to in this clause. 

 

NOTES - 

 

(a) Employers and employees may also be subject to Commonwealth anti-discrimination legislation. 

(b) Section 56(d) of the Anti-Discrimination Act 1977 provides: 

 

“Nothing in this Act affects … any other act or practice of a body established to propagate religion that 

conforms to the doctrines of that religion or is necessary to avoid injury to the religious susceptibilities 

of the adherents of that religion.” 

 

 

28.  Area, Incidence and Duration 

 

(a) This Award applies to staff as defined in clause 3, "Definitions" of Part A of this award. 

 

(b) This award shall take effect on and from 21 June 2002 and shall remain in force for a nominal term of 

three years or until varied or rescinded. 

 

PART B 
 

MONETARY RATES 

 

Table 1 - Salaries 
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Food Safety Officer Year of Service FPP 1.1.02 FPP 1.1.03 FPP 1.7.03 

Grade  Salary Salary Salary 

  $ $ $ 

Grade 1 Year 1 36,792 38,264 40,177 

 Year 2 37,845 39,359 41,327 

 Year 3 39,417 40,994 43,044 

Grade 2 Year 1 41,799 43,471 45,645 

 Year 2 45,456 47,274 49,638 

 Year 3 51,294 53,346 56,013 

Grade 3 Year 1 55,192 57,400 60,270 

 Year 2 57,172 59,459 62,432 

 Year 3 60,193 62,601 65,731 

Grade 4 Year 1 62,858 65,372 68,641 

 Year 2 65,031 67,632 71,014 

 Year 3 68,309 71,041 74,593 

Grade 5 Year 1 71,694 74,562 78,290 

 Year 2 74,735 77,724 81,610 

Grade 6 Year 1 79,416 82,593 86,723 

 Year 2 82,914 86,231 90,543 

 

 

Table 2 - Allowances 

 

Item No. Clause No. Brief Description Amount 

   $ 

1 18 Home Office Allowance 628.00 per annum 

2 19 Garage Allowance 444.00 per annum 

  Carport Allowance 99.00 per annum 

3 23 On-Call Allowance 0.55 cents per hour 

 

 

 

 

 

 

 

SCHEDULE 1 
 

Food Safety Officer - Progression Requirements 

 

The current SafeFood International Standards Organisation (ISO) system assesses and documents staff 

competencies. A Competency Assessment Panel will consider the following progression criteria in the 

Compliance and Environmental Units. 

 

The provisions of Clauses 15 and 16 of this award will apply in relation to progression requirements.  

 

Progression from Trainee Food Safety Officer (FSO 1) to Food Safety Officer (FSO 2). 

 

(a) Degree in Food Science or equivalent qualification (as determined by the CEO) in respect of 

Compliance Unit, except as provided in the transitional provisions of this award. 

 

(b) Degree in Environmental Health, Aquatic or Animal Health or equivalent qualification (as determined 

by the CEO) in respect of Environmental Unit, except as provided in the transitional provisions of this 

award. 
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(c) Demonstrated knowledge of industry and technology and two or more years experience in one or more 

of the following areas: dairy farms, dairy processing, meat slaughter and boning, meat processing, 

shellfish harvest depuration and shucking, and seafood processing. 

 

(d) Working knowledge of relevant Codes of Practice, Acts and Regulations, and Procedure Manuals.  

 

(e) Demonstrated knowledge of SafeFood licensing system. 

 

(f) Good written and verbal communication skills and ability to communicate at various levels to advise, 

guide, explain and motivate industry personnel. 

 

(g) Driver’s Licence. 

 

(h) Competence in the use of computers for preparation of reports and for electronic communication (word 

processing, Excel, Internet, e-mail, and, in respect of Environmental Unit, Access). 

 

(i) Demonstrated ability to conduct Food Safety and Quality System Audits and Inspections in respect of 

Compliance Unit. 

 

(j) Demonstrated ability to design and implement environmental monitoring programs in shellfish 

harvesting areas in respect of Environmental Unit. 

 

(k) Completed Food Safety Auditor’s Course and meets auditor certification criteria in respect of 

Compliance Unit. 

 

(l) Completed recognised training in one or more of the following areas in respect of the Environmental 

Unit: geographic information systems (GIS), hydrology, depuration systems, epidemiology, marine algal 

biotoxins, virology or related disciplines. 

 

(m) Demonstrated capacity to organise time and work with minimal supervision. 

 

(n) Satisfactory completion of HACCP based training. 

 

Progression from Food Safety Officer (FSO 2) to Senior Food Safety Officer (FSO 3). 

 

(a) High level of technical understanding of food safety issues. 

 

 

(b) Demonstrated knowledge of commodities in two or more food industries. 

 

(c) Detailed knowledge of Codes of Practice, Acts and Regulations and the intent of legislation. 

 

(d) Capacity to provide advice, training and education to industry and applicants. 

 

(e) High level of verbal and written communication skills. 

 

(f) Proven ability to provide comment or advice to SafeFood on topical food safety issues. 

 

(g) Demonstrated ability to conduct investigations, collect evidence, conduct prosecutions, and gather 

information for reports. 

 

(h) Capacity to act as Lead Auditor in audits and make decisions on a range of technical matters in respect 

of Compliance Unit. 

 

(i) Capacity to interpret results of environmental monitoring programs (microbiological, phyto plankton, 

heavy metal and pesticide) and make decisions on related technical issues in respect of Environmental 

Unit. 
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(j) Ability to provide constructive advice and guidance to Trainee Food Safety Officers and Food Safety 

Officers in a team environment. 

 

 

SCHEDULE 2 
 

Food Safety Officer - Transitional Provisions 

 

(a) These transitional arrangements will come into place on and from the date this award is made. 

 

(b) It is the intention of SafeFood to ensure no detriment in terms of salary or conditions accru es to any 

officer employed at the time of the making of this award. 

 

(c) Staff members of the former Meat, Dairy and Seafood Branches of SafeFood shall be placed onto the 

their current salary level or the next highest level nearest to their current salary. If an officer or 

employee has reached twelve months service on a particular salary level and a report from the 

supervisor indicates that service is satisfactory, the officer or employee shall be placed on the next 

highest level where such incremental progression is available. 

 

(d) For the purposes of these transitional provisions, officers of the former Dairy Branch employed at the 

time of the making of this award with educational qualifications acceptable for appointment as Food 

Safety Auditors or more senior positions by the former NSW Dairy Corporation will be deemed 

equivalent to the essential qualification requirements of this award specified at Clause 11 (d). 

 

(e) For the purposes of these transitional provisions, officers of the former Meat Branch em ployed at the 

time of the making of this award with educational qualifications acceptable for appointment as Auditors 

or more senior positions by the former Meat Industry Authority of New South Wales will be deemed 

equivalent to the essential qualification requirements of this award specified at Clause 11 (d).  

 

(f) For the purposes of these transitional provisions, officers of the former Seafood Branch employed at the 

time of the making of this award with educational qualifications acceptable for appointme nt by 

SafeFood will be deemed equivalent to the essential qualification requirements of this award specified at 

Clause 11 (d). 

 

 

(g) All officers employed by SafeFood at the time of the making of this award will be deemed eligible to 

apply for promotional positions within SafeFood as they arise from time to time in respect of Clause 11 

(d) of this award. 

 

 

 
M. SCHMIDT  J. 

 

 

____________________ 

 

 

 

Printed by the authority of the Industrial Registrar. 
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(1420) SERIAL C1435 
 

INDEPENDENT COMMISSION AGAINST CORRUPTION AWARD 
 

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES 

 

Application by Independent Commission Against Corruption. 

 
(No. IRC 4421 of 2002) 

 

Before The Honourable Justice Schmidt 8 August 2002 

 

AWARD 

 

Clause No. Subject Matter 

 

1. The Name of This Award 

2. Dictionary of Terms used in This Award 

3. The Aims of This Award 

4. Communication and Consultation 

5. ICAC Officer Classification and Salary Structure 

6. Basis of Employment in the ICAC 

7. Performance Management and Salary Increments 

8. Training and Development 

9. Redundancy and Redeployment 
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10. Conditions of Employment 

10.1 Hours of Employment - Flexible Working 

Hours Scheme (FWH) 

10.2 Flexible Work Arrangements (FWA) 

10.3 Leave 

10.4 Travelling Time Compensation 

10.5 Overtime 

10.6 Performing Higher Duties 

10.7 Allowances and Loadings 

11. Child Care 

12. Grievance and Dispute Resolution 

13. Variations to This Award and No Further Claims 

14. Area, Incidence and Duration of This Award 

15. Negotiating the Next Industrial Instrument 

16. Anti-Discrimination  

17. Salary Packaging 

 

Schedule 1 - ICAC Officer Classification Salary Rates as at   

4 January 2002 

Schedule 2 - Allowance Rates as at 5 January 2002 

 

1.  The Name of This Award 

 

This Award will be known as the Independent Commission Against Corruption Award. 

 

2.  Dictionary of Terms Used in This Award 

 

Commission - the Independent Commission Against Corruption 

 

ICAC - the Independent Commission Against Corruption 

 

PSA - the Public Service Association and Professional Officers' Association Amalgamated Union of New 

South Wales 

 

Executive - the ICAC's statutory officers and Executive Directors. 

 

Commissioner - the Commissioner of the ICAC. 

 

 

3.  The Aims of This Award 

 

The Commission is a statutory body set up under the ICAC Act 1988 to expose and minimise corruption in the 

NSW public sector.  This Award documents the conditions of employment and the rights and obligations of 

management and staff that will help to achieve this objective. 

 

This Award was negotiated by the ICAC Enterprise Bargaining Committee comprised of three staff, a  Public 

Service Association officer and two management representatives.  Staff were consulted throughout the 

development of the Award and have agreed to this Award. 

 

The Award aims to achieve the following outcomes: 

 

to improve the efficiency and productivity of the ICAC 

 

to enhance our culture of consultation  

 

to provide equitable remuneration and conditions of employment  

 

to provide information on conditions of employment in plain English 
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to improve the development and utilisation of staff  

 

We are committed to certain fundamental values in all our interactions with public sector agencies, other 

organisations, individuals and our staff.  We will: 

 

advance the public interest at all times 

 

always act ethically and with integrity 

 

be fair, impartial and accountable in all our work 

 

strive for excellence in everything we do 

 

be tenacious and professional in pursuing our aim  

 

respect each other and work collaboratively 

 

preserve the ICAC’s independence. 

 

This Award rescinds and replaces all other industrial instruments except as referred to in this document.  

 

 

4.  Communication and Consultation 

 

The Commission Consultative Group (CCG) is the formal mechanism for consultation and communication 

between staff) and management on matters of policy and procedure. 

 

Purpose - to improve performance through consultation leading to informed decision making. 

 

Role - to consider issues of policy or procedure, with Commission-wide significance, as referred by staff and 

management. Generally, the CCG provides a consultative forum for developing or reviewing policies, 

procedures, and/or recommendations as to final policy or procedure to the Commissioner or manager with 

delegated authority.  Delegation to the CCG of decision-making power in suitable matters will also be an 

option for the Executive. 

 

PSA representation - a PSA industrial staff representative. 

 

Staff representation - there are five staff representatives, at least one of whom is a delegate of the PSA. 

Representatives are elected by secret ballot and are appointed for a period of two years. 

 

The Executive representation - three Executive representatives are appointed by the Commissioner for a period 

of two years. 

 

Principles 

 

1. As the peak consultative body of the ICAC, it is the main body through which communication and 

consultation shall occur on any issue affecting conditions of employment, including policy and 

procedures.  

 

2. The CCG is the forum for overseeing the implementation of the Award and considering the need for any 

variations to it. All Award negotiations will be conducted with the PSA. 

 

3. The CCG will focus on policies and procedures which have a Commission wide impact.  Therefore the 

CCG will not be involved in making operational decisions about the conduct of investigations but it can 

make strategic suggestions for investigations, corruption prevention or education work. 

 

4. The CCG is not the forum for addressing individual issues.  Therefore the CCG must avoid duplication 

of matters appropriately handled by other consultative forums and internal structures. 
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5. The CCG will develop a Memorandum of Understanding relating to general principles of operation and 

meeting procedures of the CCG. 

 

6. CCG's decision making will operate by consensus not by vote.  Where negotiation and discussion can 

not reach an agreed position, the Commissioner or relevant Manager will be presented with alternatives 

for consideration. 

 

7. The CCG will maximise staff participation and consultation in decision making.  The CCG will provide 

appropriate opportunities for staff to participate by using sub-committees, focus groups, presentations 

and seminars in its consideration of matters. 

 

8. CCG meeting procedures will foster full and frank discussions such that staff and management 

representatives are free to express opinions prior to forming concluded views. 

 

Operation - The CCG determines its own meeting procedure, time for meeting and requirements for 

administrative support. 

 

Meetings - will be held regula rly.  All staff will generally have the right to attend and contribute to the 

discussion under the rules of debate.  In camera meetings are available to discuss confidential matters.  The 

agenda will be publicised before each meeting. 

 

Other committees - The Access and Equity Committee, the Occupational Health & Safety Committee and the 

Classification Committee report to the Commissioner through the CCG.  The CCG will ensure that these 

committees are appropriately structured and operate in accordance with relevant legislation, that election 

procedures are appropriate, and that membership is balanced by gender and is representative of the staff.  

 

 

 

5.  ICAC Officer Classification and Salary Structure 

 

The ICAC Officer classification Grades 1 - 8 have regard to the following principles: 

 

work of equal value attracts equal remuneration a structure reflecting a composite weighting of the 

markets from which the Commission recruits its employees 

 

a  structure which supports improved performance. 

 

The ICAC Officer sa lary rates appear in Schedule 1. 

 

Commencing in 2002, the job evaluation methodology as offered by Cullen Egan Dell (commonly referred to 

as the CED job evaluation methodology) will be used to determine the work value of positions within the 

classification Grades. 

 

The salary structure has regard for equivalent work value and salaries in the following markets:  

 

NSW public sector (Administrative and Clerical and Legal). 

 

Police/Investigator (NSW, Federal, National Crime Authority). 

 

Private sector (Information Technology). 

 

Staff on personal salaries arising from the ICAC Enterprise Agreement 1994 will have their salary rate 

maintained while they continue to perform the same or similar duties until their maintained rate equals the work 

value rate for the position they occupy. 

 

The CCG will examine the ICAC Officer classification system in order to consider the benefits of reducing the 

number of grades and salary points, improve opportunities for progression to positions at higher grades through 

the introduction of "soft barriers" or other measures, and other changes suggested by the Executive or staff.  
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The review of the classification system will also examine gender equity issues in the distribution of staff at the 

various grades.  This shall be done with a view to implementation in the next Award. 

 

The CCG will also review Commission wide delegations to ensure that they are in line with best practice and 

provide the most efficient and effective operating systems for the Commission.  An appropriate set of 

delegations will be recommended to the Commissioner within six months of the making of this Award. 

 

ICAC staff covered by this Award will receive a 3% salary increase from the first pay period in January 2002.  

 

6.  Basis of Employment in the ICAC 

 

The basis of employment in the Commission is permanent (either full-time or part-time), that is, continuing 

employment subject to satisfactory work performance and conduct. 

 

The Commission may engage employees other than permanent employees.  These employees may be part-time, 

casual, fixed term, or secondees and will be engaged when: 

 

(a) specialist skills, expertise or experience that do not exist in the current workforce are required and the 

position will not be required on an ongoing basis. 

 

(b) a position is vacant because an employee is on approved leave of absence. 

 

It is the intention of the parties that the Commission’s recruitment policy will indicate the steps to be taken to 

determine the availability of specialist skills, expertise or experience within the Com mission prior to the 

initiation of any external action. 

 

 

 

Satisfactory performance encompasses, but is not limited to:  

 

satisfactory discharge of duties as incorporated in the individual performance agreement . 

 

participation in corporate activities. 

 

commitment to and participation in training and development opportunities. 

 

Satisfactory conduct encompasses, but is not limited to:  

 

observing the law 

 

observing Commission policies and procedures 

 

observing ethical standards of behaviour as set out in the Commission's Code of Conduct. 

 

S.104 of ICAC Act 1988 removes staff's right of appeal against termination and dismissal to the Government 

and Related Employees Appeal Tribunal and the NSW industrial courts.  However staff may have appeal rights 

under Federal legislation. 

 

The Commission will, wherever possible, follow the management practices relating to termination and 

dismissal prescribed in legislation that affects NSW employers. 

 

Secondments - Recruits may decide to be seconded or come to the Commission on Leave Without Pay from 

their substantive employer.  Where a recruit decides to do this, the Commission requires a minimum period of 

employment of two years.  Further extensions of no less than one year, provided performance and conduct are 

satisfactory, will be considered.  Staff currently on secondment or leave without pay may apply to resign from 

their substantive employment and join the Commission as a permanent member of staff in their current job, 

provided performance and conduct are satisfactory and, where possible, three months’ notice is given.  This 

opportunity is not available to temporary employees. 
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Resignation - 4 weeks notice in writing is required unless the Commission agrees to a lesser period of notice. 

 

Termination of employment - 4 weeks notice shall be given by staff; or in lieu of notice, the Commission may 

grant payment in lieu. 

 

7.  Performance Management and Salary Increments 

 

The aims of the Commission's performance management system are:  

 

to establish a climate of continuous improvement within the Commission 

 

to match individual staff performance objectives with Commission performance objectives and 

Corporate and Strategic Plans. 

 

to provide a process that ensures honest communication between staff and supervisors about the work 

they do, how it is done and how performance is measured 

 

to ensure the identification of training and development needs in line with requirements of the individual 

and the Commission. 

 

The Commission’s performance management system is based on an annual perf ormance agreement between 

staff and their supervisor.  The annual performance agreement sets out the agreed outcomes to be measured and 

how these outcomes will be measured (i.e. performance measures). 

 

 

 

There are stages to be completed each year for the Commission’s performance management system, which will 

occur at a  common time for all employees, are: 

 

1. establishment of a performance agreement - May/June 

 

2. 6-Monthly Review - December 

 

3. Annual review - May/June 

 

Progression through the salary points in the ICAC Officer range is based on performance under the 

Commission’s performance management system.  The Annual Review includes an overall assessment of 

performance using the following five point scale: 

 

Outstanding - where performance has consistently and substantially far exceeded the expectations and 

results previously agreed upon. The staff member has made significant contributions toward meeting 

corporate goals and priorities. 

 

Creditable - where performance has fully met the requirements agreed to, and exceeded requirements on 

major projects/tasks. 

 

Competent - where the requirements of the performance agreement are fully met. 

 

Marginal - where fundamental requirements of the performance agreement have been met but results are 

not as agreed and included in the performance agreement. 

 

Unacceptable - where performance has not met the requirements of the performance agreement. 

 

By agreement, all staff have moved to a common increment date.  The transition arrangements are:  

 

(A) Staff whose increment falls due between 1 July and 31 December 1997 will have their increment 

date bought forward to the first pay period commencing on or after 1 July 1997, subject to 

satisfactory performance under the Commission’s performance management system.  From then 
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on their increment review date will be the first pay period commencing on or after 1 July each 

year. 

 

(B) Staff whose increment falls due between 1 January and 30 June 1998 will be paid their increment 

in July 1998 instead of earlier.  In recognition of this, two incremental steps will be paid from the 

first pay period commencing on or after 1 July 1998, instead of the usual single step, subject to 

satisfactory performance under the Commission’s performance management system..  Staff in 

this group who are on the fourth step of the five step increment scale will receive back payment 

of their increment for the period from the current due date to the first pay period commencing on 

or after 1 July 1998 in lieu of a two step increment.  From then on their increment review date 

will be on the first pay period commencing on or after 1 July each year.  Staff in this group who 

leave the ICAC before the first pay period commencing on or after 1 July 1998 will be back paid 

their increment to its former date. 

 

For staff commencing employment or promoted after 1 July 1997, their increment will be eligible for payment 

in the first pay period commencing on or after 1 July each year, not on the anniversary of their appointment.  

For example, someone starting work or promoted on 2  September 1997 would be eligible for payment of their 

increment in July 1998, subject to satisfactory performance. 

 

Where someone started work or was promoted on, for example 2 April 1998, they would also be eligible for 

payment of an increment in July 1998.  Where it is found that the period between appointment or promotion 

and July is too short to determine if their performance warrants payment of an increment, the next increment 

date would be July 1999. 

 

 

 

8.  Training and Development 

 

The Commission is committed to providing training and development activities that aim to increase the skills, 

knowledge and experience of staff.  The activities provided include:  

 

job relevant training  

 

refresher courses 

 

new skills training 

 

participation in corporate activities 

 

opportunities to do work at a  similar or higher grade within the Commission, or on secondment to other 

agencies. 

transfer, promotion or secondment opportunities. 

 

training where performance has been identified as inadequate. 

 

other career development opportunities relevant to the work of the Commission. 

 

The CCG will oversee the implementation of the Commission's Training and Development Policy, taking into 

account: 

 

the needs of all employees. 

 

access is fair and in line with EEO principles. 

 

corporate or Unit planning or training arising out of the Commission’s performance management 

program.  

 

the level of resources needed in implementing the program and the most effective way of using those 

resources. 
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9.  Redundancy and Redeployment 

 

Staff and management are covered by the provisions of the NSW Premier's Department's 'Managing Excess 

Employees' Policy’ for redundancy and redeployment. 

 

 

10.  Conditions of Employment 

 

The ICAC's conditions of employment are based on NSW public service conditions at the date of the making of 

this Award.  Changes in public service Awards and/or conditions of employment that occur after the making of 

this Award will be referred to the CCG for consideration and possible recommendation to the Commissioner.  

If it is decided they should apply, this Award will be varied in accordance with the Industrial Relations Act 

1996. 

 

In setting conditions of service for staff of the Commission regard will be given to the provisions of the Crown 

Employees (Public Service Conditions of Employment 1997) Award. 

 

Conditions of service for staff of the Commission will not be less than those set out in the above Award, 

however the ways in which these benefits are calculated and/or delivered may vary to suit the operational and 

other needs of the Commission.  Any changes to conditions of service will be made in consultation with the 

CCG.  Where they differ, Field Officer conditions are defined in policy documents held at the ICAC. 

 

 

The conditions of employment described in this Clause are established under this Award.  The description is 

however a summary and must be read in conjunction with the relevant ICAC policy.  References to the 

Personnel Handbook in ICAC Policies will be replaced by references to this Award.  Until that replacement  

process is finalised, the provisions of the current policies will continue to apply.  The update of policies will 

involve the CCG and will be completed within six months of the making of this Award. 

 

Staff transferring to the Commission from other NSW public sector agencies may be able to transfer some of 

their existing entitlements to the Commission consistent with NSW public sector mobility provisions. 

 

10.1 Hours of Employment - Flexible Working Hours Scheme (FWHS) 

 

Effective from 1 November 1998 the Flexible Working Hours Scheme within the Commission will 

operate as follows.  For any period prior to this date the provisions of the former ICAC Enterprise 

Agreement 1994 prevail. 

 

Purpose - to improve organisational performance and to provide the Executive and employees with 

flexibility in arranging working hours. 

 

Principles - In order that staffing levels are sufficient to meet operational requirements, the Guarantee of 

Service and performance standards, management and staff are committed to ensuring that : 

 

decisions regarding working hours will be made taking into account the requirements of the 

particular Section, Unit or team and the Commission 

 

decisions regarding working hours will be made between an employee and their direct supervisor 

based on consultation and negotiation 

 

supervisors will notify staff of the need to change hours as soon as practicable  

 

staff will give reasonable notice of request for flex leave. 

 

Field Officers - Management recognises the need for greater flexibility in managing the flexible working 

hours scheme for field officers and allows for variations in recognition of the employment situation of 

field staff. 
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Hours of work - 7 hours/day, 35 hours/week, Monday to Friday. 

 

Commission's daily hours of business - 9 am to 5 pm. 

 

Daily period in which work is to be performed (bandwidth) - 7.30 am to 7.00 pm.  This period may be 

varied with the agreement of staff and their supervisor to meet Commission or staff needs.  If the 

bandwidth is altered, flex is accrued after 7 hours work (excluding meal breaks) and overtime after 11.5 

hours from the start of the altered bandwidth. 

 

Minimum hours to be worked each day - 5 hours. 

 

Maximum hours to be worked each day - 10, unless approved otherwise. 

 

Meal break - Minimum of 30 minutes every 5 hours. Field Officer meal breaks are defined in a policy 

document held at the ICAC. 

 

Flex Period - 140 hours (4 weeks). 

 

Maximum Flex Leave that can be taken in any financial year - 26 days. This includes both flex and 

banked flex leave. 

 

 

 

Carry over credit at end of Flex Period - up to 21 hours. 

 

Carry over debit at end of Flex Period - up to 10 hours.  Debits in excess of 10 hours must be offset by 

an application for Annual Leave. 

 

Flex Leave (FL) and Banked Flex Leave (BFL) that can be taken in a Flex Period - 21 hours.  The 

minimum amount of FL that can be used is 1 hour.  FL may be taken at the beginning and/or end of a 

period of other leave. Only two days flex and/or banked flex leave can be taken consecutively in any one 

flex period.  A maximum of one other single day flex or banked flex leave may also be taken in the 

same flex period.  Flex and/or banked flex leave of three or more consecutive days must be taken in 

conjunction with a minimum of seven days annual leave. 

 

Banked Flex Leave - Working hours in excess of the 21 hour carry over credit may be banked.  The 

maximum hours to be banked is up to 21 hours.  The minimum amount of BFL that can be used is 1 

hour.  BFL may be taken in conjunction with Flex leave and at the beginning and/or end of a period of 

other leave.  

 

Flex Record - Staff must maintain current and accurate records of their working hours on the 

Commission's Flex Record.  Data from the Record will be analysed from time to time. 

 

Review - The adjustments made in this flex scheme as compared with that in the former ICAC 

Enterprise Agreement 1994 will be reviewed by the CCG no later than twelve months after this Award 

comes into effect. 

 

10.2 Flexible Work Arrangements (FWA) 

 

This Award aims to provide assistance to staff in balancing their personal and work commitments.  This 

enables the Commission to be more flexible in the delivery of its services and to improve the 

satisfaction of staff.  FWA will only be available with the agreement of management.  All conditions of 

employment in this Award apply on a pro-rata basis. 

 

The following FWA are available: 

 

Permanent Part-time Employment - enables staff to permanently work hours which are less than 

the full-time weekly hours of their position. 
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Part-time Leave Without Pay - enables staff to work on a part-time basis for a period of time, 

either by cutting hours in their current position or by doing other duties.  At the end of the period 

they return to full-time work. 

 

Part Year Employment - enables staff to work for an agreed number of weeks per year, with an 

agreed number of unpaid weeks. 

 

Job Sharing - enables a job to be shared by two or more staff. They may be employed on a part -

time basis or may be full-time employees taking part-time leave without pay.  

 

Working at home - Staff may work at home from time to time if it is an efficient and effective 

way of working and the outcomes to be achieved are agreed to by their supervisor.  The 

documented security policies and procedures relating to this provision must be adhered to at all 

times.  The CCG will examine the feasibility of WAH on a long-term basis before the expiration 

of this Award. 

 

A permanent member of staff, originally employed on a full-time basis and currently working in a FWA 

has the right to return to full-time employment. In such a case they will be paid at their substantive 

salary level but may not be able return to the work carried out before entering the FWA in accordance 

with the ICAC Policy. 

 

 

10.3 Leave 

 

10.3.1 Annual Leave  

 

Staff are entitled to 20 working days/140 hours annual leave per year.  Annual leave accrues at 

the rate of 1.67 working days/11.62 hours per month and may be taken in periods of not less than 

1/4 day.  At least 2 weeks annual leave must be taken each financial year.  To enable better 

planning of annua l leave and flex and banked flex leave, and to ensure better availability of staff 

throughout the year, staff undertake to manage their annual leave to give the Commission 

maximum notice of their wishes.  The Commission, will, wherever possible, meet the leave 

requirements of staff, however, the taking of annual leave is subject to Commission convenience. 

 

An annual leave entitlement does not accrue during any periods of unpaid leave except for 

periods of sick leave without pay. 

 

Staff annual leave balances at 30 June each year must be less than or equal to 40 working 

days/280 hours unless approved otherwise or leave in excess of 40 days/280 hours will be 

forfeited. 

 

10.3.2 Concessional Leave  

 

At Christmas, where the Premier grants concessional leave, the Commissioner may make a 

similar grant to Commission staff provided that adequate service to the public is maintained.  

Advice to staff on whether the leave is available, as well as the relevant conditions, will be 

provided at least two weeks prior to Christmas each year. 

 

10.3.3 Easter Thursday 

 

The Commissioner may grant access to an additional ½ day flex leave on the afternoon of Easter 

Thursday in the flex period in which Easter Thursday falls, provided that adequate service to the 

public is maintained. 

 

10.3.4 Long Service Leave (Extended Leave)  

 

The ICAC long service leave entitlements are:  
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LSL entitlement after 10 years service - 2 months (44 working days) on full pay and 11 

working days for every year of service thereafter.  LSL may be taken at ½ pa y. 

 

LSL entitlement after five years service but less than 10 years service - If the ICAC 

terminates employment for reasons other than serious and intentional misconduct, or, staff 

leave on account of illness, incapacity or domestic or other pressing necessity, staff are 

entitled to one months LSL for five years service plus a pro-rata rate for service of 

between six and 10 years. 

 

Service for LSL purposes - The following service with public sector agencies may count 

for LSL purposes, depending on the agency: 

 

permanent and temporary work periods of employment with the ICAC under the 

ICAC Act. 

 

continuous service with agencies under the Transferred Officers Extended Leave 

Act 1961.  This generally includes service with the NSW public sector, some 

agencies in the Commonwealth and other states.  Where the break in service 

between a public sector agency and starting work with the ICAC is less than two 

months, this previous employment may be able to be recognised for LSL purposes 

providing that the offer of employment with the Commission was accepted with 

the Commission prior to resignation. 

10.3.5 Family and Community Service Leave and Carer's Leave 

 

Family and Community Service Leave (FACSL) - staff may be granted FACSL for reasons 

relating to: 

 

their family responsibilities 

 

their performance of community service duties 

 

pressing necessity 

 

A family and relative of a staff member for these purposes is:  

 

Your child 

 

The child of your current or former husband, wife, de facto opposite or same sex partner, 

 

Any adult who you are the legal guardian of, 

 

Any immediate family member’. This means any of the following:  

 

Your current or former husband, wife, de facto opposite or same sex partner, 

 

Your grandchild or the grandchild of your current or former husband, wife, de 

facto opposite or same sex partner, 

 

Your parent or the parent of your current or former husband, wife, de facto 

opposite or same sex partner, 

 

Your grandparent or the grandparent of your current or former husband, wife, de 

facto opposite or same sex pa rtner, 

 

Your brother or sister or the brother or sister of your current or former husband, 

wife, de facto opposite or same sex partner. 

 

The maximum period of FACSL on full pay that may be granted is:  
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two and a half working days for the first year of service and five working days in any 

period of two years after this, or, 

 

after two years of continuous service, one working day for every year of service, less any 

FACSL already taken, whichever is the greater period.  

 

Where FACSL is exhausted, two additiona l working days FACSL may be granted on a 

discrete per occasion basis on the death of a person defined above. 

 

Carer's Leave (CL) - Where FACSL is exhausted, unused sick leave may be granted to 

staff responsible for the care of a family member using the above definition. 

 

The sick leave that can be accessed is: 

 

unused sick leave from the current year's entitlement, 

 

then, unused sick leave from the previous 3 years. 

 

access to additional sick leave may be granted in special cases. 

 

 

When applying for CL sta ff must supply: 

 

a  medical certificate or Statutory Declaration for periods greater than 3 working days. 

 

details of the name of the person being cared for, their relationship with that person, the 

reason for that period of leave. 

 

the exact nature of the illness does not need to be disclosed. 

 

The use of CL will be managed in the same way as sick leave. 

 

Where FACSL and CL are exhausted, time off in lieu of overtime or travelling compensation or 

flex time, annual, LSL and leave without pay may be granted. 

 

10.3.6 Holy Days and Essential Religious Duties  

 

Staff of any religious faith who need leave for the purpose of observing holy days of that faith 

may be granted available paid or unpaid leave provided that adequate notice is given. 

 

Staff of any religious faith who need time off during daily working hours to attend to essential 

religious duties of that faith may use the provisions of the Flexible Working Hours Scheme. 

 

10.3.7 Leave Without Pay  

 

Staff may be granted periods of leave without pay in excess of 2 months after 2 years 

employment with the Commission.  The maximum period that may granted in this case is 12 

months.  Staff taking 12 months LWOP must return to work for the Commission for a minimum 

of 2 years before further LWOP is granted.   

 

10.3.8 Military Leave  

 

Staff who are volunteer part-time members of the Defence Forces may be granted military leave 

on full pay to attend training, education, instruction and compulsory parades.  The grant each 

financial year is: 

 

Navy Reserve 26 calendar days 

Army Reserve 28 calendar days 

Air Force Reserve 32 calendar days 
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10.3.9 Parental Leave 

 

Maternity Leave - Female staff who have been employed at the Commission for more than 40 

weeks before the expected date of confinement are entitled to:  

 

9 weeks full pay or 18 weeks half-pay that may be taken up to 9 weeks before the 

expected date of confinement; and 

 

up to 12 months maternity leave without pay after the birth of the child or up to 2 years 

part-time, less the period of paid maternity leave. 

 

Female staff with less than 40 weeks service are entitled to up to 12 months maternity leave 

without pay. 

 

Parental Leave - Staff who are parents may be granted parental leave without pay for a period of 

up to 12 months within 2 years of the date of birth.  Alternatively up to 2 years part -time may be 

granted. 

 

Adoption Leave - Staff may be granted adoption leave of up to 12 months without pay, or up to 2 

years part-time without pay if the child has not commenced school at the time custody is taken.  

Where the staff have worked for 40 weeks, 3 weeks adoption leave may be paid leave. 

 

Staff resuming work at the end of these types of leave are entitled to return to their substantive or 

comparable position. 

 

10.3.10 Public Holidays  

 

The provisions of the Banks & Banks Holidays Act 1912 apply and provide for the following 

public holidays: New Years Day, Australia Day, Good Friday, Easter Saturday, Easter Monday, 

Anzac Day, Christmas Day, Boxing Day or such other public holidays that are proclaimed.  The 

August Bank Holiday is replaced by the Public Service Holiday, to be taken on a day determined 

by the Commissioner between Christmas Day and New Year’s Day. 

 

10.3.11 Sick Leave  

 

Staff may be granted up to 15 working days sick leave on full pay per calendar year and any 

leave not taken is accumulated.  The entitlement for new staff starting after January is on a pro -

rata basis.  Once sick leave with pay is exhausted, sick leave without pay may be granted.  

Medical certificates must be provided for periods of sick leave in  excess of 3 working days, taken 

on a strike day, consecutively with a public holiday and any time after giving notice of 

resignation or termination.  Staff sick leave records will be reviewed after they have taken 8 days 

sick leave that are not supported by a medical certificate in any period of 12 months. 

 

10.3.12 Special Leave  

 

Special leave is paid leave, which applies, to activities regarded as for Commission purposes and 

which are not covered by other forms of leave.  Examples of when special leave m ay be granted 

are: 

 

for jury service, subject to the provision of a certificate of attendance, 

 

where staff are subpoenaed or called as a witness by the State, Territory or 

Commonwealth, 

 

some trade union activities with the prior approval of the Commissioner, 

 

other instances determined by the Commissioner. 
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10.3.13 Study Time and Examination Leave  

 

The Commission encourages staff to undertake further study to enhance their skills and provides 

assistance in the form of study time and examination leave for approved part-time courses of 

study.  An approved course is one that develops or enhances a staff member's skills and assists 

them to carry out their duties in the Commission and/or elsewhere in the public sector. 

 

Study Time - Is available for: attendance at lectures, tutorials, residential schools, field days etc, 

where these are held during working hours; necessary travel during working hours to attend 

lectures, tutorials etc., held during or outside working hours; and private study. 

 

30 minutes study time is granted for each hour of lecture and/or tutorial attendance, up to a 

maximum of four hours per week (inclusive of travel time).   The grant is the same for 

correspondence courses for which time granted will be calculated on the basis of the equivalent 

face-to-face course. 

 

Block periods of study time may be granted for the research and thesis component of higher 

degrees, qualifying studies for admission to higher degrees, or honours studies on the following 

basis: 

 

where a course at any level involves a thesis or major project as well as course work, the 

usual study time would be granted for the course work, and ten days study time for the 

thesis/major project component; 

 

for qualifying studies entirely by thesis the grant is 10 days;  

 

for masters degree studies by research and thesis only, the total grant is:  

 

(i) 25 days for courses of 2 years minimum duration;  

 

(ii) 35 days for courses of 3 years minimum duration. 

 

for doctoral studies, the total grant for the full duration of the course is 45 days. 

 

Examination Leave - Up to 5 days per year is available for the time actually involved in attending 

an examination as well as necessary travelling time during working hours.  It is not available 

where an examination is conducted within normal class timetables during the term/semester and 

study time has already been granted. 

 

 

10.4 Travelling Time Compensation 

 

Staff, except Field Officers, who undertake approved travel to a location other than the Commission's 

head office to perform their work, may be compensated for the travelling time involved if is additional 

to their normal travel time to and/or from head office:  

 

Travel during bandwidth: is regarded as normal working hours, less normal travelling time. 

 

Travel outside bandwidth: is paid at the normal hourly rate, less normal travelling time. 

 

Waiting time: will be paid, less one hour, unless overnight accommodation is involved. 

 

Periods of travelling time of less than 15 minutes; where sleeping facilities are provided; and where staff 

stop travelling for meal breaks, are not eligible for compensation.  Travelling Time Compensation is 

paid at staff's current rate of pay with a maximum rate of the 1st Year Rate of ICAC Officer Grade 3.  

Time in lieu may be granted instead of payment.  Time in lieu is calculated at the same rate as payment.  

 

 

10.5 Overtime 
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ICAC Officers Grade 1-6 - who are directed to work outside of the Flex Bandwidth shall be paid 

overtime at the rate of: 

 

1. Monday to Saturday 

 

150% (time and a half) for the first 2 hours and  

 

200% every hour thereafter. 

 

2. Sunday 

 

200% (double time) 

 

 

3. Public Holidays 

 

(a) Monday to Friday: 

 

250% (double time and a half - includes normal salary rate) during bandwidth 

 

250% (double time and a half) after bandwidth 

 

(b) Saturday & Sunday: 

 

250% (double time and a half) 

 

Overtime is paid at staff's current rate of pay up to the maximum rate of the Grade 6, Level 5.  A minimum of 3 

hours payment will be paid for overtime worked on weekends and public holidays or when staff are called back 

to duty.  Time in lieu may be granted instead of payment.  Time in lieu is calculated at the same rate as 

payment. 

 

A Meal Allowance may be paid when an expense is actually incurred in obtaining a meal and staff ceased work 

for at least 30 minutes before or during the period of overtime (meal breaks during overtime are not to be 

counted as overtime). The Meal Allowances rates are those set from time to time by the Australian Taxation 

Office as the reasonable limits for the payment of overtime meal allowances. 

 

Breakfast, when required to start work at or before 6 am 

 

Lunch, on any Saturday, Sunday or Public Holiday when required to start before or at 8.30 am and until 

1.30 pm or later; or, at or after 8.30 am and until 2 pm or later 

 

Dinner, when required to work beyond 7.30 pm 

 

ICAC Officers Grade 7-8 - are not entitled to the payment of overtime.  However, where, in the opinion of the 

staff member's manager, ICAC Officers Grade 7-8 work excessive additional hours, their manager may 

approve compensation of not more than 7 hours leave in lieu per Flex Period. 

 

Investigations staff Overtime Allowance - Investigators, Senior Investigators, Field Officers and Senior Field 

Officers are paid an Overtime Allowance in lieu of overtime payments for overtime worked on weekdays. 

Overtime will be paid as per this clause for work on weekends and public holidays (including those which fall 

on weekdays).  The allowance forms part of overall remuneration and is:  

 

Investigators/Field Officers - 9.1% 

 

Senior Investigators/Field Officers - 8.7% 

 

10.6 Performing Higher Duties 
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Where staff are directed to perform the duties of a higher grade position, in addition to the experience 

gained performing those duties, an allowance will be paid in the circumstances described here.  

 

The allowance will be calculated by the difference between staff member's current salary and the nearest 

salary point of the ICAC Officer Grade of the position being acted in.   Payment of the allowance will be 

as follows: 

 

20 working days or less - No payment 

 

21 and 50 or less working days - 60% difference for the full period 

 

51 or more working days - 100% difference for the full period 

 

All instances of higher duties, whether paid or unpaid, are to be recorded and reviewed regularly by the 

CCG from the making of this Award. 

 

10.7 Allowances and Loadings 

 

10.7.1 Annual Leave Loading (ALL)  

 

Each year, in the first pay period in December, staff will be eligible to be paid an ALL of 17.5% 

of the monetary value of up to four weeks Annual Leave accrued in the prior period of 1 

December to 30 November.  New staff will be paid a pro-rata allowance based on Annual Leave 

accrued from their entry on duty to 30 November. 

 

The maximum rate at which ALL is calculated is the 5th Year rate of ICAC Officer Grade 7.  

ALL is not paid on resignation or dismissal but is paid on retirement and redundancy. 

 

10.7.2 Associate's Allowance  

 

Staff trained to be Associates will receive the allowance referred to in Schedule 2.  The 

allowance will be paid fortnightly to Associates for recognition of annual training and being 

available to work as an Associate.  A daily sitting fee will also be paid for each day of hearings.  

The allowance will be increased in line with the salary increases prescribed in this Award. 

 

10.7.3 Community Language Allowance  

 

Staff appointed as language aides under the Community Language Allowance Scheme (CLAS) 

will be paid the allowance referred to in Schedule 2.  The allowance will be increased in line with 

the salary increases prescribed in this Award. 

 

10.7.4 First Aid Allowance  

 

Staff appointed as First Aid Officers will be paid the allowances appearing in Schedule 2.  These 

allowances will increase in line with the salary increases prescribed in this Award. 

 

10.7.5 Incidents Allowance  

 

A 12.2% Incidents Allowance is payable to Field and Senior Field Officers in compensation for 

change of shift; alteration of bandwidth; shift allowance; on-call allowance for days rostered off; 

and, on-call allowance for days rostered days on.  This Award sees a consolidation of the Senior 

Field Officer's rate.  The salary level of the current Senior Field Officer will be maintained for 

the occupant of the position as at the making of this Award until the new rate of 12.2% catches 

up. 

 

10.7.6 Travel Allowances - Accommodation, Meals & Incidentals 

 

The parties agree that the arrangements for travel and meal allowances provided in this clause are 

to apply to ICAC staff only and do not constitute a precedent for any other department or agency.  
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(a) Staff who undertake approved travel to perform their work are entitled to payment of a 

Travel Allowance to cover costs of accommodation, meals and incidentals, where such 

expenses are reasonably and necessarily incurred.  Field Officer conditions are defined in 

a policy document held at the ICAC.  The Allowance rates are those set from time to time 

by the Australian Taxation Office as the reasonable limits for the payment of these 

allowances. 

 

(b) Travel involving an overnight stay when accommodation is provided free of charge, a 

daily allowance as set by the Australian Taxation Office will be paid. 

 

(c) Travel involving no overnight stay, meals only may be paid at the rate set from time to 

time by the Australian Taxation Office, or if there is no set rate, then reimbursement as 

per the current policy will be made. 

 

Breakfast, when required to commence travel at or before 6.00 am  

 

Lunch, when staff are unavoidably put to additional expense or the additional expense, 

whichever is the lesser. 

 

Dinner, when required to travel after 7.30 pm 

 

(d) Overseas Travel will be at the rate specified from time to time by the Australian Taxation 

Office as the reasonable limit.  

 

10.7.7 Motor Car allowances  

 

Where ICAC motor cars are not available, there is no convenient public transport and a car is 

necessary, approval may be given to staff to use their own motor car for official business.  The 

allowance rate appears in Schedule 2. 

 

Where other transport is available but staff elect and the ICAC authorises, staff may use their 

own car.  The specified journey rate applies up to the cost of the public transport alternative. 

 

11.  Child Care 

 

The following support mechanisms for staff with childcare responsibilities will be developed within 6 months 

of the making of this Award: 

 

 

a  Parental Leave Information Package that contains information on entitlements in a readily accessible, 

plain English format; 

 

information to assist staff find childcare for children up to 16 years of age. The information is to be 

updated every 6 months.  

 

12.  Grievance and Dispute Resolution 

 

These procedures are separate to the ICAC Grievance Policy for matters not related to this Award. 

 

(i) All grievances and disputes relating to the provisions of this award shall initially be dealt with as close 

to the source as possible, with graduated steps for further attempts at resolution at higher levels of 

authority within the appropriate department, if required. 

 

(ii) A staff member may notify verbally or in writing their immediate supervisor, manager, grievance officer 

or union, as to the substance of the grievance, dispute or difficulty, request a meeting to discuss the 

matter, and if possible, state the remedy sought. 
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(iii) The immediate manager shall convene a meeting in order to resolve the grievance, dispute or difficulty, 

within two (2) working days, or as soon as practicable, of the matter being brought to attention. 

 

(iv) If the matter remains unresolved with the immediate manager, the staff member may request to meet the 

appropriate person at the next level of management in order to resolve the ma tter.  This manager shall 

respond within two (2) working days, or as soon as practicable.  This sequence of reference to 

successive levels of management may be pursued by the staff member until the matter is referred to the 

Commissioner. 

 

(v) If the matter remains unresolved, the Commissioner shall provide a written response to the staff member 

and any other party involved in the grievance, dispute or difficulty, concerning action to be taken, or the 

reason for not taking action, in relation to the matter. 

 

(vi) A staff member, at any stage, may request to be represented by their union. 

 

(vii) The staff member or the union on their behalf, or the Commission may refer the matter to the New 

South Wales Industrial Relations Commission or another appropriate external agency if the matter is 

unresolved following the use of these procedures. 

 

(viii) The staff member, union, and the Independent Commission Against Corruption shall agree to be bound 

by any order or determination by the New South Wales Industrial Relat ions Commission in relation to 

the dispute. 

 

 

13.  Variations to This Award and No Further Claims 

 

This Award may be varied as provided for in the Award and the provisions of the Industrial Relations Act 

1996. 

 

There will be no further claims in relation to the issues covered by the Award during its operation.  Subject to 

the Industrial Relations Act 1996 there shall be no industrial action relating to issues covered by this Award 

during its operation. 

 

 

14.  Area, Incidence and Duration of This Award 

 

This Award applies to all employees permanently or temporarily employed under the ICAC Act.  The Award 

does not apply to the ICAC Executive. 

 

This Award rescinds and replaces the Independent Commission Against Corruption (Reviewed) Award 1998 

published 7 December 2001 (330 I.G. 7), as varied.  It commences to operate on and from 8 August 2002 and 

remains in force thereafter for a period of 12 months. 

 

 

15.  Negotiating the Next Industrial Instrument 

 

Work on the industrial instrument will start immediately and the parties agree that the basis for discussion, 

while not limited to, will include: 

 

Hours of work (including flexible work arrangements), 

 

Allowances for investigators and surveillance officers, 

 

Family leave provisions, 

 

Link with Crown Employees Award, 

 

Annual leave loading,  
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Sick leave,  

 

the job evaluation process (including the role of a Classification Committee), and  

 

the proposed public sector salary increases (as set out in the MOU between the NSW Government, the 

PSA and the Labor Council) of 4% from the first pay date of January 2003 and 5% from the first pay 

date after 30 June 2003. 

 

 

16.  Anti-Discrimination 

 

(1) It is the intention of the parties bound by this award to seek to achieve the object in section 3(f) of the 

Industrial Relations Act 1996 to prevent and eliminate discrimination in the workplace. This includes 

discrimination on the grounds of race, sex, marital status, disability, homosexuality, transgender 

identity, age and responsibilities as a carer. 

 

(2) It follows that in fulfilling their obligations under the dispute resolution procedure prescribed by this 

award the parties have obligations to take all reasonable steps to ensure that the operation of the 

provisions of this award are not directly or indirectly discriminatory in their effects. It will be consistent 

with the fulfilment of these obligations for the parties to make application to vary any provision of the 

award that, by its terms or operation, has a direct or indirect discriminatory effect. 

 

(3) Under the Anti-Discrimination Act 1977, it is unlawful to victimise an employee because the employee 

has made or may make or has been involved in a complaint of unlawful discrimination or harassment.  

 

(4) Nothing in this clause is to be taken to affect: 

 

(a) any conduct or act which is specifically exempted from anti- discrimination legislation; 

 

(b) offering or providing junior rates of pay to persons under 21 years of age;  

 

(c) any act or practice of a body established to propagate religion which is exempted under section 

56(d) of the Anti-Discrimination Act 1977; 

 

(d) a party to this award from pursuing matters of unlawful discrimination in any State or federal 

jurisdiction. 

 

NOTES 

 

(5) This clause does not create legal rights or obligations in addition to those imposed upon the parties by 

the legislation referred to in this clause. 

 

(a) Employers and employees may also be subject to Commonwealth anti-discrimination legislation. 

 

(b) Section 56(d) of the Anti-Discrimination Act 1977 provides: 

 

"Nothing in the Act affects any other act or practice of a body established to propagate religion 

that conforms to the doctrines of that religion or is necessary to avoid injury to the religious 

susceptibilities of the adherents of that religion." 

 

17.  Salary Packaging 

 

The Commission supports the provision of salary packaging for all staff. During 2001 -02 the Commission will 

endeavour to provide superannuation salary packaging for all staff members who wish to take up this provision.  

 

(a) Salary sacrifice to superannuation 

 

(I) An employee may elect, subject to the agreement of the Independent Commission Against 

Corruption, to sacrifice a portion of the salary payable under Clause 5 to additional employer 
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superannuation contributions.  Such election must be made prior to the commencement of the 

period of service to which the earnings relate.  The amount sacrificed must not exceed thirty (30) 

percent of the salary payable under Clause 5 or thirty (30) percent of the currently applicable 

superannuable salary, whichever is the lesser.  In this clause, "superannuable salary" means the 

employee’s salary as notified from time to time to the New South Wales public sector 

superannuation trustee corporations. 

 

(II) Where the employee has elected to sacrifice a portion of that payable salary to additional 

employer superannuation contributions: 

 

(a) subject to Australian Taxation law, the sacrificed portion of salary will reduce the salary 

subject to appropriate PAYE taxation deductions by the amount of that sacrificed portion; 

and  

 

(b) any allowance, penalty rate, payment for unused leave entitlements, weekly worker’s 

compensation or other payment, other than any payments for leave taken in service, to 

which an employee is entitled under this Award or any applicable Award, Act, or statute 

which is expressed to be determined by reference to an employee’s salary, shall be 

calculated by reference to the salary which would have applied to the employee under 

Clause 4 of this Award in the absence of any salary sacrifice to superannuation made 

under this Award. 

 

(III) The employee may elect to have the portion of payable salary which is sacrificed to additional 

employer superannuation contributions: 

 

(a) paid into the superannuation scheme established under the First State Superannuation Act 

1992 as optional employer contributions; or 

 

(b) subject to the Independent Commission Against Corruption’s agreement, paid into a 

private sector complying superannuation scheme as employer superannuation 

contributions. 

 

(IV) Where an employee elects to salary sacrifice in terms of Clause III above, the ICAC will pay the 

sacrificed amount into the relevant superannuation fund. 

 

(V) Where the employee is a member of a superannuation scheme established under:  

 

(a) the Police Regulation (Superannuation) Act  1906; 

 

(b) the Superannuation Act, 1916; 

 

(c) the State Authorities Superannuation Act  1987; 

 

(d) the State Authorities Non-contributory Superannuation Act 1987; or 

 

(e) the First State Superannuation Act 1992 

 

The Independent Commission Against Corruption must ensure that the a mount of any additional 

employer superannuation contributions specified in subclause (I) above is included in the 

employee’s superannuable salary which is notified to the New South Wales public sector 

superannuation trustee corporations. 

 

(VI) Where, prior to electing to sacrifice a portion of his/her salary to superannuation, an employee 

had entered into an agreement with the ICAC to have superannuation contribution made to a 

superannuation fund other than a fund established under legislation listed in sub -clause (IV) 

above, the ICAC will continue to base contributions to that fund on the salary payable under 

Clause 5 to the same extent as applied before the employee sacrificed portion of that salary to 

superannuation.  This clause applies even though the superannuation contributions made by the 
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ICAC may be in excess of superannuation guarantee requirements after the salary sacrifice is 

implemented. 

 

(b) Extension of salary packaging beyond superannuation 

 

Extension of salary packaging beyond superannuation will be subject to the ability of the Commission to 

deliver these arrangements through its payroll system and approval by the NSW Government for items, 

other than superannuation, to be included in salary packaging. Each staff member who wishes to access 

salary packaging will be required to seek, at their own expense, financial and taxation advice. 

 

 

SCHEDULE 1  
 

ICAC Officer Classification Salary Rates as at 4 January 2002 

 

1A 1st Yr $31,133 4 1st Yr $57,053 

 2nd Yr $31,818  2nd Yr $58,425 

 3rd Yr $32,916  3rd Yr $60,209 

 4th Yr $33,739  4th Yr $61,852 

 5th Yr $34,561  5th Yr $63,501 

1B 1st Yr $35,111 5 1st Yr $64,731 

 2nd Yr $36,070  2nd Yr $66,240 

 3rd Yr $37,167  3rd Yr $68,162 

 4th Yr $38,128  4th Yr $70,355 

 5th Yr $39,087  5th Yr $72,002 

1C 1st Yr $38,949 6 1st Yr $72,413 

 2nd Yr $39,908  2nd Yr $74,605 

 3rd Yr $41,007  3rd Yr $76,117 

 4th Yr $41,966  4th Yr $78,036 

 5th Yr $43,337  5th Yr $80,506 

2 1st Yr $44,161 7 1st Yr $79,048 

 2nd Yr $45,121  2nd Yr $80,642 

 3rd Yr $46,353  3rd Yr $82,013 

 4th Yr $47,863  4th Yr $83,248 

 5th Yr $48,962  5th Yr $86,402 

3 1st Yr $50,332 8 1st Yr $84,620 

 2nd Yr $51,703  2nd Yr $86,950 

 3rd Yr $52,801  3rd Yr $89,145 

 4th Yr $54,448  4th Yr $91,340 

 5th Yr $55,819  5th Yr $93,669 

 

 

SCHEDULE 2 
 

Allowance Rates as at 5 January 2002 

 

1. Associate’s Allowance (subclause 10.7.2) 

 

Total allowance payable in 12 month financial year period not to exceed $3,729 pa  

 

Allowance payable as follows: 

 

50% allowance payable to approved staff members on basis of  training and availability $1,865 pa  

 

Daily rate $45.25 pd 

 

2. Community Language Allowance Scheme (subclause 10.7.3) $812 pa  
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3. First Aid Officer Allowance (subclause 10.7.4) $520 pa  

 

4. Overtime Meal Allowances (subclause 10.5) Allowances will equal the ATO reasonable limits as set 

from time to time and as adopted by the ICAC. 

 

 

5. Travel Allowances (subclause 10.7.6) 

 

Involving an overnight stay 

 

Allowances will equal the ATO reasonable limits as set from time to time and as adopted by the 

ICAC. 

 

Travel of at least 100 kms from head office & involving no overnight stay. 

 

Meals only may be paid at the rate set by the ATO from time to time and as adopted by the 

ICAC, provided that if there is no set rate, then payment of actuals as per the current policy will 

be made. 

 

6. Motor Car Allowances: 

 

(A) Official business rate.  Engine capacity: 

 

over 2700 cc 71.6 cpk 

1600 to 2700 cc  66.6 cpk 

under 1600 cc  47.7 cpk 

 

(B) Specified journey rate.  Engine capacity: 

 

over 2700 cc 25.5 cpk 

1600 to 2700 cc 23.6 cpk 

under 1600 cc  19.9 cpk 

 

 

 
M. SCHMIDT  J. 

 

 

____________________ 

 

 

 

Printed by the authority of the Industrial Registrar. 
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(1649) SERIAL C1417 
 

PASMINCO BROKEN HILL MINE REDUNDANCY AWARD 2001 
 

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES 

 

Applications by Construction, Forestry, Mining and Energy Union (New South Wales Branch), industrial 

organisation of employees. 

 
(Nos. IRC 2772 of 2000 and 742 of 2001) 

 

Before Mr Deputy President Sams 11 September 2001 

 

 

AWARD 

 

1.  Arrangement 

 

Clause No. Subject Matter 

 

1. Arrangement 

2. Title 

3. Incidence and Application 

4. Definitions 

5. Redundancy Benefit 

6. Dispute Settling Procedure 

 

2.  Title 

 

This award shall be known as the "Pasminco Broken Hill Mine Redundancy Award 2001". 

 

3.  Incidence and Application 

 

This Award shall take effect on and from 11 September 2001 and shall remain in force for a period of three 

years thereafter.  

 

In addition to the above, this Award shall also apply in relation to employees whose employment with the 

employer has been terminated by reason of redundancy since 14 February 2001. 

 

This Award applies in respect of the employer’s operations at its mining leases in and around the vicinity of 

Broken Hill, including Potosi. 

 

4.  Definitions 

 

In this Award, unless otherwise stated or implied, the following words shall have the following meanings:  

 

"Employee" means a mineworker, mill operator, tradesman and/or apprentice employed by the employer in 

connection with the employer’s operations at its mining leases in a nd around the vicinity of Broken Hill 

including Potosi, but does not include single status employees and/or salaried staff. 

 

"The employer" means any or all of the following: 

 

Pasminco Limited (ACN 004 368 674) 
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Pasminco Australia Limited (ACN 004 074 962) and Pasminco Broken Hill Mine Pty Ltd (ACN 000 

005 774) both trading as Pasminco Broken Hill Mine. 

 

Pasminco Cockle Creek Smelter Pty Ltd (ACN 000 083 670) 

 

"The union" means the Construction, Forestry, Mining and Energy Union (New South Wales Branch).  

 

5.  Redundancy Benefit 

 

5.1 The benefits provided herein are in addition to all other redundancy benefits payable under any act, 

agreement, award, trust deed or custom and practice, including but not limited to benefits on redundancy 

contained in the Broken Hill Mine’s Pension Fund Trust Deed and the current redundancy/retrenchment 

notice period benefit. 

 

5.2 An employee whose employment is terminated as a result of redundancy, whether voluntary or 

compulsory, and whether because of economic, technological, structural or other like reasons, shall 

receive from the employer a redundancy benefit calculated as follows:  

 

(a) One week’s pay for each completed year of service, provided that the employer shall not be 

required to pay any employee an amount greater than the equivalent of twenty weeks pay in total.  

 

(b) For employees over the age of 45 years at the date of termination, 1.25 weeks’ pay for each 

completed year of service, provided that the employer shall not be required to pay any employee 

an amount greater than the equivalent of twenty weeks pay in total. 

 

5.3 For the purposes of this clause, "Weeks pay" shall mean the sum of one week’s Ordinary Time Earnings 

applicable to an employee’s classification and the Lead Bonus payable in respect of one week’s work.  

 

6.  Dispute Settling Procedure 

 

In the event of any dispute between the parties as to the application or operation of this Award, the following 

procedure shall apply: 

 

6.1 In the first instance, the employer and union shall attempt to settle the matter through discussions at site 

level. If the matter remains unresolved: 

 

6.2 The parties may convene discussions between national level officers of the employer and union. If the 

matter remains unresolved: 

 

6.3 The matter may be referred by either party to the New South Wales Industrial Relations Commission for 

resolution of the matter either by conciliation or, if necessary, by arbitration. 

 

 

 
P. J. SAMS  D.P. 

 

 

 

____________________ 

 

 

Printed by the authority of the Industrial Registrar. 
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(388) SERIAL C1545 
 

ICE CREAM COLD STORAGE (STATE) AWARD 
 

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES 

 

Application by The Australasian Meat Industry Employees' Union, New South Wales Branch, industrial 

organisation of employees. 

 
(No. IRC 4632 of 2002) 

 

Before Commissioner McLeay 29 August 2002 

 

 

VARIATION 

 

1. Delete subclause (iv) of clause 4, Wage Rates of the award published 7 September 2001 (327 I.G. 507), 

and insert in lieu thereof the following: 

 

(iv) The rates of pay in this award include the adjustments payable under the State Wage Cases 2001 

and 2002. These adjustments may be offset against:  

 

(a) any equivalent overaward payments; and/or 

 

(b) award wage increase since 29 May 1991 other than safety net, State Wage Case, and 

minimum rates adjustments 

 

 

2. Delete Part B, Monetary Rates and insert in lieu thereof the following:  

 

 

PART B 
 

MONETARY RATES 

 

Table 1 - Wage Rates 

 

Grade  Minimum Weekly Minimum Weekly 

  Wage Rate 2001 Wage Rate 2002 

 Current Minimum State Wage Case State Wage Case 

Applicable from Weekly Wage Rate 29 August 2002 29 August 2003 

 $ $ $ 

Grade 1 Trainee 445.30 458.30 476.30 

Grade 2 General Hand, Order Picker,    

Packer/ Forklift Driver 456.60 469.60 487.60 

Grade 3 Turret Truck/Crane Driver 470.40 483.40 501.40 

Grade 4 Leading Hand 484.80 497.80 515.80 

Grade 5 Senior Leading Hand 486.20 499.20 517.20 
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Table 2 - Other Rates and Allowances 

 

Item Clause Brief Description Rate as at Rate as at 

No No  29 August 2002 29 August 2003 

   Amount ($) Amount ($) 

1 3(iii)(d) Afternoon Shift 12.92 per shift 13.37 per shift 

 5(ii) Working in Freezing Room with a    

  Temperature -   

2  between 0 and minus 18 degrees C 0.97 per hour 1.00 per hour 

3  between minus 19 and minus 25 degrees C 1.05 per hour 1.09 per hour 

4  below minus 25 degrees C 1.48 per hour 1.53 per hour 

5 8(vi) Meal Allowance 5.10 5.10 

 

 

3. This variation shall take effect from the first full pay period to commence on or after 29 August 2002.  

 

 

 
J. McLEAY, Commissioner. 

 

 

____________________ 

 

 

Printed by the authority of the Industrial Registrar. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

(306) SERIAL C1544 
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ENGINE PACKING MANUFACTURE (STATE) AWARD 
 

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES 

 

Application by the Australian Liquor, Hospitality and Miscellaneous Workers Union, New South Wales Branch, 

industrial organisation of employees. 

 
(No. IRC 4135 of 2002) 

 

Before The Honourable Justice Kavanagh 8 August 2002 

 

VARIATION 

 

1. Delete paragraph (b) of subclause (i) of clause 2, Wages, of the award published 16 February 2001 (322 

I.G. 354), as varied and insert in lieu thereof the following: 

 

(b) The rates of pay in this award include the adjustments payable under the State Wage Case 2002. 

These adjustments may be offset against: 

 

(i) any equivalent over award payments; and/or 

 

(ii) award wage increases since 29 May 1991 other than safety net, State Wage Case, and 

minimum rates adjustments. 

 

2. Delete Part B, Monetary Rates, and insert in lieu thereof the following:  

 

PART B 
 

MONETARY RATES 

 

Table 1 - Wages 

 

 Former Rate SWC 2002 Total Rate 

Classification per week $18.00 per week 

 $ $ $ 

Machinist 431.70 18.00 449.70 

Trainee Machinist (First 3 months) 423.50 18.00 441.50 

Labourer 426.60 18.00 444.60 

Light Machinist (as defined) 424.90 18.00 442.90 

Trainee Light Machinist (First 3 months) 416.80 18.00 434.80 

Tablehand/Trimmer/Finisher/Packager 421.80 18.00 439.80 

 

Table 2 - Other Rates and Allowances 

 

Item No Clause No. Brief Description Amount 

   Payable 

   $ 

1 9(ii) Meal Allowance 7.75 per meal 

2 9(iii)(a) Leading Hand - Up to 10 employees 20.40 per week 

3 9(iii)(b) Leading Hand - Over 10 employees 27.20 per week 

4 9(iv) First Aid Allowance 1.82 per day 

5 9(v)(a) Dirt Money: Squaring Machine or Cleaning Tanks 1.05 per day 

6 9(v)(b) Dirt Money: Twisting Machine or Hemp and/or 0.95 per day 

  Asbestos Plaiters  

3. This variation shall take effect from the first full pay period to commence on or after 21 September 

2002. 
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T. M. KAVANAGH  J. 

 

 

____________________ 

 

 

Printed by the authority of the Industrial Registrar. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

(1036) SERIAL C1552 
 

STAEDTLER (PACIFIC) PTY LTD AWARD 1999 
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INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES 

 

Application by The Australian Workers' Union, New South Wales, industrial organisation of employees. 

 
(No. IRC 3841 of 2002) 

 

Before Commissioner Patterson 12 August 2002 

 

VARIATION 

 

 

1. Delete subclause (iv), of clause 4, Wages, of the award published 10 November 2000 (320 I.G. 172), as 

varied, and insert in lieu thereof the following: 

 

(iv) The rates of pay in this award include the adjustments payable under the State Wage Case 2002.  

These adjustments may be offset against: 

 

(a) any equivalent overaward payments; and/or 

 

(b) award wage increases since 29 May 1991 other than safety net, State Wage Case, and 

minimum rates adjustments. 

 

2. Delete Part B, Monetary Rates, and insert in lieu thereof the following:  

 

PART B 
 

MONETARY RATES 

 

Table 1 - Wages 

 

Category Level SWC 2001 Hourly rate Hourly rate SWC 2002 SWC 2002 Hourly rate Hourly 

  Weekly rate permanent casual Adjustment Total  permanent rate 

  permanent  *  weekly rate  casual 

  amount**       

  $ $ $ $ $ $ $ 

Setter Up 1 459.60 12.09474 15.06803 18.00 477.60 12.56843 15.65817 

Cat. 1         

 2 472.10 12.42368 15.47784 18.00 490.10 12.89737 16.06797 

 3 485.60 12.77895 15.92044 18.00 503.60 13.25264 16.51058 

Despatch 1 447.10 11.76579 14.65821 18.00 465.10 12.23948 15.24835 

Cat. 2         

 2        

 3 471.00 12.39474 15.44178 18.00 489.00 12.86843 16.03192 

All Other         

Machine         

Operator 1 420.10 11.05526 13.77302 18.00 438.10 11.52895 14.36315 

Cat. 4         

 2 431.55 11.35658 14.14840 18.00 449.55 11.83027 14.73854 

 3 443.00 11.65789 14.52379 18.00 461.00 12.13158 15.11393 

 

 

 

All Other         

Employees         

(Packer) 1 413.40 10.87895 13.55336 18.00 431.40 11.35264 14.14350 

Cat. 5         

 2 419.00 11.02632 13.73695 18.00 437.00 11.50000 14.32708 



N.S.W. INDUSTRIAL GAZETTE — Vol. 337 15 November 2002 

 - 56 - 

 3 430.50 11.32895 14.11398 18.00 448.50 11.80264 14.70412 

 

*Casual Rate + 15% plus 1/12 of Total /38 hour week 

**Weekly Rate Permanent rounded to nearest 5 cents 

 

 

Table 2 - Other Rates and Allowances 

 

Item No. Clause No. Brief Description SWC 2001 Amount SWC 2002 Amount 

   $ $ 

1 4(iii) Fork Lift Allowance 0.39 per hour 0.40 

   7.21 per week (max.) 7.46 

2 12(iii) Meal Money 8.00 per Meal 8.30 

3 21 First Aid 1.55 per day 1.60 

 

"Note": These allowances are contemporary for expense related allowances as at 30 March 2002 and the work 

related allowances are inclusive of adjustment in accordance with the May 2002 State Wage Case Decision of 

the Industrial Relations Commission of New South Wales. 

 

 

3. This variation shall take effect from the first full pay period to commence on or after 12 November 

2002. 

 

 

 
R. J. PATTERSON, Commissioner. 

 

 

____________________ 

 

 

 

Printed by the authority of the Industrial Registrar. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

(143) SERIAL C1543 
 

COACHMAKERS, &c., ROAD AND PERAMBULATOR 

MANUFACTURERS (STATE) AWARD 
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INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES 

 

Application by Automotive, Food, Metals, Engineering, Printing and Kindred Industries Union, New South 

Wales Branch, industrial organisation of employees. 

 
(No. IRC 4373 of 2002) 

 

Before The Honourable Justice Kavanagh 7 August 2002 

 

VARIATION 

 

1. Delete subclause (f) of clause 5, Wage Rates - Adults, of the award published 21 December 2001 (330 

I.G. 629), as varied, and insert in lieu thereof the following: 

 

(f) The rates of pay in this award include the adjustments payable under the State Wage Case 2002. 

These adjustments may be offset against: 

 

(i) any equivalent overaward payments, and/or 

 

(ii) award wage increases since 29 May 1991, other than safety net, State Wage Case, and 

minimum rates adjustments. 

 

2. Delete Table 1 - Wages, and Table 2 - Other Rates and Allowances, of Part B, Monetary Rates, and 

insert in lieu thereof the following: 

 

Table 1 - Wages 

 

All adult employees of a classification specified herein employed in any of the Industries or sections thereof to 

which this award applies shall, except as otherwise specified, be paid the rate specified in this table. 

 

Wage Group Level Former Wage Rate SWC 2002 Total Award Wage Rate 

 $ $ $ 

1 413.40 18.00 431.40 

2 430.10 18.00 448.10 

3 452.60 18.00 470.60 

4 473.50 18.00 491.50 

5 507.20 18.00 525.20 

6 507.20 18.00 525.20 

7 507.20 18.00 525.20 

 

Table 2 - Other Rates and Allowances 

 

Item Clause Brief Description Amount 

No. No.   

   $ 

1 5(c) Leading Hand allowance - Not less than 3 and not more than  

  10 employees 22.75 per week 

2 5(c) Leading hand - More than 10 but not more than 20 employees 34.25 per week 

3 5(c) Leading hand - more than 20 employees 43.70 per week 

4 5(d) Inspectors 21.30 per week 

5 5(e) Own hand tools allowance 10.50 per week 

6 9(a) Confined space allowance  0.50 per hour 

7 9(b)(i) Dirty work allowance 0.40 per hour 

8 9(b)(ii) Dirty work rates - minimum payment 1.56 per day/ shift 

9 9(c) Height money allowance 0.30 per hour 

10 9(d)(i)(1) Hot places allowance - temperature raised to 35ºC to 55ºC 0.40 per hour 

11 9(d)(i)(2) Hot places allowance - temperature exceeds 55ºC 0.50 per hour 

12 9(e)(i) Handling glass or slag wool 0.49 per hour 
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13 9(e)(ii)(1) Fibreglass work 0.40 per hour 

14 9(e)(ii)(2) Disability rate - second half of the day, per day or shift 1.60 

14A 9(e)(ii)(2) Disability rate - first half of the day, per day or shift 3.22 

15 9(f) Drivers handling garbage allowance 0.40 per hour 

16 9(g) Livestock transport allowance 0.40 per hour 

17 9(h)(i) First-aid qualifications allowance 10.45 per week 

18 15(h) Overtime meal allowance 8.60 per meal 

19 24(f)(ii) Travelling time meal allowance 8.60 per meal 

 

 

3. This variation shall take effect on or after 7 August 2002. 

 

 
T. M. KAVANAGH  J. 

 

 

____________________ 

 

 

Printed by the authority of the Industrial Registrar. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

(538) SERIAL C1518 
 

PLASTIC MOULDING, &c. (STATE) AWARD 
 

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES 

 

Application by the Australian Liquor, Hospitality and Miscellaneous Workers Union, New South Wales Branch, 

industrial organisation of employees. 
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(No. IRC 4136 of 2002) 

 

Before The Honourable Justice Kavanagh 8 August 2002 

 

 

VARIATION 

 

1. Delete subclause (ii) of clause 5, Wages of the award published 2 November 2001 (329 I.G. 83), as 

varied, and insert in lieu thereof the following: 

 

(ii) The rates of pay in this award include all the adjustments payable under the State Wage Case 

2002.  These adjustments may be offset against: 

 

(a) any equivalent over award payments; and/or 

 

(b) award wage increases since 29 May, 1991 other than safety net, State Wage Case and 

minimum rate adjustments. 

 

2. Delete Part B, Monetary Rates and insert in lieu thereof the following:  

 

PART B 
 

MONETARY RATES 

 

Table 1 - Wages 

 

Adult Employees 

 

 Weekly Rates for Full-time Employees 

Classification Former Rate per week SWC 2002 per week Total Rates per week 

 $ $ $ 

Plastics Worker     

Grade 1 413.40 18.00 431.40 

Grade 2 430.10 18.00 448.10 

Grade 3 452.60 18.00 470.60 

Grade 4 473.50 18.00 491.50 

 

Junior Employees 

 

Age Percentage of Former Rate SWC 2002 Rate per week 

 Grade 2 per week per week Payable 

 % $ $ $ 

Under 16 years of age 36.8 158.30 6.60 164.90 

At 16 years of age 47.3 203.45 8.50 211.95 

At 17 years of age 57.8 248.60 10.40 259.00 

At 18 years of age 68.3 293.75 12.30 306.05 

At 19 years of age 82.5 354.85 14.85 369.70 

At 20 years of age 97.7 420.20 17.60 437.80 

Table 2 - Allowances 

 

Item Clause Brief Description Amount Payable 

No. No.  $  

1 6(i) Meal Allowance 8.85 per meal 

2 6(ii)(a) Leading Hand: 3 to 10 employees 23.05 per week 

3 6(ii)(b)  Leading Hand: 11 to 20 employees 34.30 per week 

4 6(ii)(c) Leading Hand: more than 20 employees 43.55 per week 

5 6(iii) First Aid Allowance 10.45 per week 
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6 6(iv)(a) Dirty Work 0.40 per hour 

7 6(iv)(b)(1) Hot Places: between 46C and 54C 0.40 per hour 

8 6(iv)(b)(2) Hot Places: exceeding 54C 0.51 per hour 

9 6(iv)(c) Wet Places 0.40 per hour 

10 6(v) Motor Allowance 0.55 per km 

 

 

3. This variation shall take effect from the first full pay period to commence on or after 4 December 2002.  

 

 

 
T. M. KAVANAGH  J. 

 

 

 

____________________ 

 

 

 

Printed by the authority of the Industrial Registrar. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

(538) SERIAL C1510  
 

PLASTIC MOULDING, &c. (STATE) AWARD 
 

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES 

 

Application by the Australian Liquor, Hospitality and Miscellaneous Workers Union, New South Wales Branch, 

industrial organisation of employees. 

 
(No. IRC 1433 of 2002) 
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Before The Honourable Justice Kavanagh 13 August 2002 

 

VARIATION 

 

1. Insert after subclause (ii) of clause 2, Definitions, of the award published 2 November 2001 (329 I.G. 

83), as varied the following new subclauses (iii) and (iv):  

 

(iii) "Adult Apprentice" means a person of 21 years of age or over at the time of entering into a 

Training Contract. 

 

(iv) "Apprenticeship Authority" shall mean the Commissioner for Vocational Training appointed 

under the Apprenticeship and Traineeship Act 2001, the Vocational Training Board constituted 

under the Act, or the Industrial Relations Commission formed under the Industrial Relations Act 

1996. 

 

2. Insert after subclause (iv) of clause 4, Classifications, the following new subclause (v):  

 

(v) A Plastics Worker Grade 5 is equivalent to a Metal, Engineering and Associated Industries 

Award 1998 Part 1 as follows: 

 

Wage Group: C10 

An Engineering Tradesperson - Level I 

(Proposed Relativity to C10 100%) 

 

A Plastics Worker Grade 5 is an employee who has successfully completed a Plastics Industry 

Apprenticeship as set out in his/her Training Contract and is able to exercise the skills and 

knowledge of the trade so as to enable the employee to perform work within the scope of this 

level.  An engineering Tradesperson - Level I works above and beyond an employee at C11 and 

to the level of his/her skills, competence and training. 

 

(a) Understands and applies quality control techniques; 

 

(b) Exercises good interpersonal and communication skills;  

 

(c) Exercises keyboard skills at a  level higher than C11; 

 

(d) Excercises discretion within the scope of this classification level;  

 

(e) Performs work under limited supervision either individually or in a team environment;  

 

(f) Operates lifting equipment incidental to his/her work; 

 

(g) Performs non-trade tasks incidental to his/her work; 

 

(h) Performs work which while primarily involving the skills of the employee's trade is 

incidental or peripheral to the primary task and facilitates the completion of the whole 

task.  Such incidental or peripheral work would not require additional formal technical 

training; 

 

(i) Inspects products and/or materials for conformity with established operational standards. 

 

(j) May be required to assist in the training of apprentices and trainees. 

 

3. Insert after subclause (iii) of clause 5, Wages, the following new subclauses (iv) and (v):  

 

(iv) Apprentices 

 

(a) The minimum rate of pay of an apprentice shall be the following:  
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Year of Apprenticeship % of Plastics Worker Grade 5 

First 42 

Second 55 

Third 75 

Fourth 88 

 

(b) An employee who is under 21 years of age on completion of his/her apprenticeship and 

thereafter works in the occupation to which he/she has been apprenticed shall be paid at 

not less than the adult rate prescribed for that classification. 

 

(v) Adult Apprentices 

 

Subject to subclause 26(ii) of this award, the minimum rate of pay of an adult apprentice (as 

defined) shall be the following: 

 

Year of Apprenticeship % of Plastics Worker Grade 5 

First 74.5 

Second 81.5 

Third 84.8 

Fourth 89.2 

 

4. Delete clause 26, Traineeships, and insert in lieu thereof the following:  

 

26.  Apprentices 

 

(i) 

 

(a) The terms of the Apprenticeship and Traineeship Act 2001 and this award will apply to 

apprentices (including adult apprentices, as defined) except where it is otherwise stated or where 

special provisions are stated to apply.  Apprentices may be engaged in trades or occupations 

provided for in this clause where declared or recognised by an Apprenticeship Authority.  The 

following provisions shall apply to apprentices: 

 

(b) The period of apprenticeship shall be four years. 

 

(c) The period may be varied with the approval of the apprenticeship authority provided that any 

credits granted shall be counted as part of the apprenticeship for the purpose of wage progression 

under clause 5 (iv). 

 

(d) Further, the period may be varied to such other period as is approved by the apprenticeship 

authority on the basis of an approved competency based training programme. 

 

(e) The wage rates mentioned in clause 5(iv) may be varied with the approval of the relevant parties 

to this award according to the apprentice affected, and the relevant apprenticeship authority to 

allow for progression between wage levels based on the gaining of agreed competencies and/or 

modules instead of the year of the apprenticeships.  For example, the appropriate proportion of 

the minimum training requirement associated with the year of the apprenticeship could only be 

used to identify progression from one percentage rate to the next. 

 

(f) Apprentices shall be supervised in accordance with the requirements of the Apprenticeship and 

Traineeship Act 2001. 

 

(ii) Adult Apprentices 

 

(a) Where a person was employed by an employer under this award immediately prior to becoming 

an adult apprentice (as defined) with that employer, such person shall not suffer a reduction in 

the rate of pay by virtue of becoming indentured. 
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(b) For the purpose only of fixing a rate of pay the adult apprentice (as defined) shall continue to 

receive the rate of pay that applies to the classification or class of work specified in Table 1 of 

Part B - Monetary rates of this award in which the adult apprentice (as defined) was engaged 

immediately prior to entering into the contract of indenture. 

 

(iii) Trainees  

 

(a) The parties to this award shall observe the terms of the Training Wage Interim (State) Award or 

any successor to that award. 

 

(b) With the approval of the relevant apprenticeship authority, and subject to subclauses 26(i)(c) and 

26(i)(d) of this clause, employees may transfer from a traineeship program to an apprenticeship 

program under this award. 

 

5. Delete Adult Employees, in Table 1, Wages, of  Part B, Monetary Rates, and insert in lieu thereof the 

following: 

 

Adult Employees 

 

 Weekly Rates for Full-time Employees 

Classification Former Rate Per Week SWC 2002 Per Week Total Rate Per Week 

 $ $ $ 

Plastics Worker     

Grade 1 413.40 18.00 431.40 

Grade 2 430.10 18.00 448.10 

Grade 3 452.60 18.00 470.60 

Grade 4 473.50 18.00 491.50 

Grade 5 NA NA 525.20* 

 

* Plastics Worker Grade 5 is a new classification which takes effect on the first pay period to commence on or 

after 4 December 2002. 

 

6. This variation shall take effect from the first full pay period to commence on or after 4 December 2002. 

 

 

T. M. KAVANAGH  J. 

 

 

 

____________________ 

 

 

Printed by the authority of the Industrial Registrar. 


