Vol. 397, Part 1 29 November 2024 Pages 1 — 160

= NEW SOUTH WALES

INDUSTRIAL GAZETTE

Printed by the authority of the

Industrial Registrar
10-14 Smith Street, Parramatta, N.S.W.

ISSN 0028-677X



CONTENTS

Vol. 397, Part 1 29 November 2024
Pages 1 — 160
Page
Awards and Determinations —
Crown Employees (Audit Office) Award 2024 AIRC 1
Crown Employees (Teachers in Schools and Related Employees) AIRC 50
Salaries and Conditions Award 2024
Independent Commission Against Corruption Award 2024 AIRC 121
Transport Industry - General Carriers Contract Determination 2017 VCD 157

Obsolete Awards —

Crown Employees (Chief Education Officers - Department of Education) Salaries 159
and Conditions Award 2021

Enterprise Agreements Approved by the Industrial Relations Commission 160



N.S.W. INDUSTRIAL GAZETTE — Vol. 397 29 November 2024

NEW SOUTH WALES

INDUSTRIAL GAZETTE

Printed by the authority of the Industrial Registrar



N.S.W. INDUSTRIAL GAZETTE — Vol. 397 29 November 2024

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES
PRESIDENT
The Honourable Justice I. TAYLOR
VICE-PRESIDENT
The Honourable Justice D. CHIN
DEPUTY-PRESIDENT

The Honourable Justice J. PAINGAKULAM

MEMBERS
Senior Commissioner N. CONSTANT
Commissioner D. SLOAN
Commissioner J. WEBSTER
Commissioner C. MUIR
Commissioner D. O’SULLIVAN
Commissioner J. McDONALD
DIRECTOR AND INDUSTRIAL REGISTRAR

Ms K. JONES

SENIOR DEPUTY INDUSTRIAL REGISTRAR

Ms E. ROBINSON

DEPUTY INDUSTRIAL REGISTRAR

Ms R. DELGODA




N.S.W. INDUSTRIAL GAZETTE — Vol. 397 29 November 2024

(1784) SERIAL C9874

CROWN EMPLOYEES (AUDIT OFFICE) AWARD 2024
INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES

Application by the Industrial Relations Secretary.
(Case N0.342459 of 2024)

Before Justice Chin 15 November 2024
AWARD
Arrangement
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15.  Deduction of Association Membership Fees
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PART B

Table 1 - Classification and Remuneration Bands
Table 2 - Audit Professional Level A Pay Points

Annexure 1 - Progression in Audit Professional Level A,
Levels 1 - 4 Financial Audit; Progression in Audit
Professional Level A, Levels 1 - 4 Performance Audit

Annexure 2 - Competency Zones, Competency Zone
Guidelines and Definitions

Annexure 3 - Audit Office Conditions of Employment

PART A
1. Title

This Award shall be known as Crown Employees’ (Audit Office) Award 2024.
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2. Definitions

"Accumulation” means the accrual of leave or time. In respect of weekly study time accumulation means the
aggregation of short periods of weekly study time which is granted for private study purposes.

"Association" means the Public Service Association and Professional Officers’ Association Amalgamated
Union of New South Wales.

"Auditor-General™ refers to the person appointed to the position of Auditor-General as specified by the
Government Sector Audit Act 1983.

"Audit Office” means The Audit Office of New South Wales, a statutory authority established under the
Government Sector Audit Act 1983.

"Award" means this Award made in accordance with the Industrial Relations Act 1996.
"Birth" means the birth of a child and includes stillbirth.

"Business Unit Leader" means an employee whose responsibility is to lead a Business Unit of the Audit Office
as determined by the Auditor-General.

"Casual Employee” means any employee engaged to carry out work: that is irregular or intermittent, or to be
undertaken on a short-term basis in a part of the Audit Office with a flexible workload, or in a position for a
short period pending the completion of the selection process for the position, or that is urgent work or to deal
with an emergency.

"Classification™ means a group of roles with common remuneration arrangements.
"Commission" means the New South Wales Industrial Relations Commission.

"Competency Zones" means the structure that will apply within each remuneration band for Audit Professional
employees, Corporate Professional employees and Corporate Administration employees.

"Continuous Service" has the meaning given by the Auditor-General’s Determination 1 dated 27 June 2013.
Under this determination an employee’s employment is continuous in relation to a period if an employee
remains employed for the whole period and the employee is taken to remain employed by the employer for the
whole of any period even if, during that period, the employee ceases to be employed by the employer on the
grounds of retrenchment or reduction of work but is re-employed by the employer within the next 12 months.

"Contract hours" for the day for a fulltime employee, means one fifth of the fulltime ordinary working hours.
For a part time employee, contract hours for the day means the hours usually worked on the day.

"Corporate Professional™ means employees who are employed at Corporate Professional Levels A or B.
"Corporate Administrative" means employees who are employed at Corporate Administrative Levels 1 to 4
"Daily rate” or "Rate per day" means the rate payable for 24 hours, unless otherwise specified.

"Deputy Auditor-General" refers to the person appointed to the position of Deputy Auditor-General as
specified by the Government Sector Audit Act 1983.

"Employee"” means a person permanently or temporarily employed either as a full time or part time employee,
in any capacity under the provisions of this Award, and includes a person on probation.

"Expected date of birth" in relation to an employee who is pregnant, means a date specified by her medical
practitioner to be the date on which the medical practitioner expects the employee to give birth as a result of the
pregnancy.
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"Extended leave" means extended (long service) leave to which an employee is entitled under the provisions of
the Auditor-General’s Determination 1 dated 27 June 2013.

"Full pay or half pay" means the employee’s ordinary rate of pay or half the ordinary rate of pay respectively.

"Full-time employee" means an employee whose contract hours are equivalent to the full-time contract hours
for the classification.

"Half day" means half the contract hours for the day.
"Industrial action™ means industrial action as defined in the Industrial Relations Act 1996.

"Manager" means the person immediately responsible for the area in which an employee is employed or any
other employee authorised by the Business Unit Leader to fulfil that role.

"Market Benchmarking" means the regular independent process of reviewing remuneration levels for each
classification against market information from similar levels in the relevant market.

"Normal work" means, for the purposes of clause 14, Industrial Dispute Settlement Procedure of Part A, the
work carried out in accordance with the employee’s position or job description at the time the grievance or
dispute was notified by the employee.

"On duty™ means the time required to be worked for the Audit Office. For the purposes of subclause 5.1, Trade
Union Activities Regarded as On Duty of Annexure 3, on duty means the time off with pay given by the Audit
Office to the Association delegate to enable the Association delegate to carry out legitimate Association
activities during ordinary work hours without being required to lodge an application for leave.

"On loan" means an arrangement between the Audit Office and the Association where an employee is given
leave of absence from the workplace to take up employment with the employee’s Association for a specified
period of time during which the Association is required to reimburse the Audit Office for the employee’s salary
and associated on-costs.

"Ordinary hourly rate of pay" means the hourly equivalent of the annual rate of pay of the classification
calculated using the formula set out in subclause 2.1, Casual Employment of Annexure 3.

"Overtime" is defined in subclause 10.3 of clause 10, Overtime, of Part A.

"Pay Points" means incremental remuneration levels within the Audit Professional Level A remuneration
bands.

"Part-time position" means a designated part-time position and, unless otherwise specified, includes any
position which is filled on a part-time basis.

"Part-time employee" means an employee whose contract hours are less than the full-time hours.
"Percentile” means a point within a remuneration band expressed as a percentage of that band.

"Place of employment" means 201 Sussex Street, Sydney or at other locations, either on a temporary or
permanent basis, to which the Audit Office’s premises is relocated from time to time.

"Place of work" means any destination required for work purposes.

"Professional qualifications" means full membership of Chartered Accountants Australia and New Zealand or
CPA Australia or, for Performance Audit employees, appropriate agreed equivalent qualifications.

"Public Holiday" means a day proclaimed under the Public Holidays Act 2010, as a bank or a public holiday.
This definition does not include a Saturday which is such a holiday by virtue of section 4 of that Act, and 1
August or such other day that is a bank holiday instead of 1 August.
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"Recall to duty" means those occasions when an employee is directed to return to duty outside the employee’s
normal working hours.

"Relief employee"” means a person employed on a temporary basis to provide relief in a position until the return
from authorised leave of the substantive occupant or in a vacant position until it is filled substantively.

"Remuneration” means Total Remuneration Package (TRP) which is expressed as the total of base pay,
superannuation guarantee contribution and annual leave loading.

"Remuneration Assessment™ means the process for determining remuneration levels for individual employees
on a basis that fairly reflects their performance and contribution.

"Remuneration Band" means the range of remuneration between the minimum and maximum levels for a
particular classification.

"Residence", in relation to an employee, means their ordinary and permanent place of abode.
"Role" means the title given to groups of employees having similar responsibilities and accountabilities.
"Role Responsibilities”" means the list of responsibilities and accountabilities attributed to each role.

"Replacement role™ means a role identified in subclause 5.6 of Part A, as a Corporate Administrative role that,
on the resignation or promotion of the employee filling that role at the date of registration of this Award, is
replaced by an equivalent role governed by this Award.

"Seasonal employee™ means a person employed on a temporary basis for less than three months to meet
seasonal demands which cannot be met by employees already employed by the Audit Office and which,
because of their seasonal nature, do not justify employment of employees on a long-term basis.

"Secondment" means an arrangement agreed to by the Audit Office, the employee and another public service
Department, a public sector organisation or a private sector organisation which enables the employee to work in
such other organisation for an agreed period of time and under conditions agreed to prior to the commencement
of the period of secondment.

"Service" means continuous service for remuneration purposes.

"Standby" means an instruction given by the Business Unit Leader to an employee to be available for
immediate contact in case of an authorised call-out requiring the performance of duties.

"Study Time" means the time allowed off from normal duties on full pay to an employee who is studying for a
professional qualification or for an approved post graduate qualification.

"Trade Union or Union" means a registered trade union, as defined in the Industrial Relations Act 1996.

"Trade Union Delegate™ means an accredited Association delegate responsible for his/her workplace; and/or a
person who is elected by the Association as its representative, an executive member or a member of the
Association's Council.

"Trade Union Official" means a person who is employed by the Association to carry out duties of an official in
a permanent or temporary capacity, including elected full-time officials and/or employees placed on loan to the
Assaciation for an agreed period of time.

"Undergraduate studies" means, as a minimum, a standard accounting degree recognised by Chartered
Accountants Australia and New Zealand or CPA Australia, for acceptance into their student program for
progression towards a professional qualification as defined by this Award.

"Workplace" means the whole of the organisation or, as the case may be, a branch or section of the organisation
in which the employee is employed.



N.S.W. INDUSTRIAL GAZETTE — Vol. 397 29 November 2024

"Workplace Management" means the Auditor-General or any other person authorised by the Auditor-General
to assume responsibility for the conduct and effective, efficient and economical management of the functions
and activities of the organisation or part of the organisation.

3. Statement of Intent

The purpose of the Award is to provide a framework that allows the Audit Office to meet its specific business
needs as well as the needs of its employees. It also enables those employees to be appropriately rewarded for
their contribution and provides flexibility in their employment arrangements and conditions. The Award was
developed using a co-operative and consultative approach to negotiations by the parties.

41

5.1

5.2

4. Parties
The parties to this Award are:
4.1.1 The Audit Office of New South Wales

4.1.2 Public Service Association and Professional Officers’ Association Amalgamated Union of New
South Wales on behalf of the employees of The Audit Office of New South Wales.

5. Basis of Employment and Remuneration
Basis of Employment

5.1.1 The employment of Audit Office employees is subject to Section 33B of the Government Sector
Audit Act 1983. Consequently, they are appointed at the discretion of the Auditor-General.

5.1.2 It is the intention of the parties to this Award that the Audit Office’s recruitment policy will
indicate the steps to be taken to determine the availability of skills, expertise or experience within
the Audit Office prior to the initiation of any external recruitment. Appointment to a position at
the Audit Office will involve a three month probationary period or such period as the Auditor-
General directs. The probationary period applies to all employees.

5.1.3 Subject to Section 33B of the Public Finance and Audit Act 1983, the Auditor-General will,
wherever possible, follow the management practices relating to termination and dismissal
prescribed in legislation that affects NSW employers.

5.1.4 A temporary employee may be directly appointed to a permanent position if the employee has
filled that position for two years on a temporary basis and was initially recruited under merit
selection.

5.1.5 Resignation - two weeks’ notice in writing is required unless the Audit Office agrees to a lesser
period of notice.

5.1.6 Termination of employment- two weeks’ notice shall be given to an employee, or, in lieu of
notice, the Audit Office may grant payment in lieu.

Basis for Calculating Remuneration

The basis for calculating remuneration for employees is Total Remuneration Package ("TRP") which is
the total of base pay, including leave loading and compulsory superannuation guarantee contributions.

For employees in defined benefit superannuation funds the superannuation guarantee contribution
component will be deducted from the TRP to determine salary, and the current employer superannuation
contribution requirements will continue to be made as required.



N.S.W. INDUSTRIAL GAZETTE — Vol. 397 29 November 2024

5.3  Broad Remuneration Bands

The remuneration band for each role as set out in Tables 1 and 2 of Part B, is informed by relevant
market factors (e.g. position at the 25th percentile of the Finance and Accounting Market or General
Market) and organisational factors (such as relativities, role criticality and historical assessments).

5.4  Variations to Remuneration Bands

Variations to the Remuneration Bands are effective from the beginning of the first full pay period to
commence on or after 1 July in accordance with Table 1 and 2.

5.5  Appointment and Progression

5.5.1 Auditors and Analysts will be placed at the relevant pay point in the relevant remuneration band
in accordance with Annexure 1. Other employees may be appointed at any TRP within the
relevant remuneration bands depending on their performance, experience, skills and
qualifications.

When commencing a role at the Audit Office an employee will be placed within the relevant
remuneration band for their role based on their previous experience, qualifications and
performance as demonstrated during the recruitment process.

5.5.2 Progress within Audit Professional Level A is prescribed in Annexure 1.
5.6  Corporate Administrative Employees

5.6.1 Corporate Administrative employees are those, who at the time this Award is registered are
employed, classified and graded for remuneration purposes in accordance with the Crown
Employees (Administrative and Clerical Officers - Salaries) Award 2007.

5.6.2 Corporate Administrative employees will continue to be employed under the conditions set out in
paragraphs 5.6.1 to 5.6.3 of this subclause occurs.

5.6.3 As each role classified and graded for remuneration purposes in accordance with the Crown
Employees (Administrative and Clerical Officers - Salaries) Award 2007 at the commencement
of this Award falls vacant due to resignation or promotion, that role will be replaced with an
equivalent role under this Award. This equivalent role is defined as a "replacement role".

5.6.4 Remuneration bands for the replacement roles are set out in Table 1 of Part B.
6. No Extra Claims

The Industrial Relations Commission recognises that the parties have provided an undertaking that other than
as provided for in the Industrial Relations Act 1996, there will be no further claims/demands or proceedings
instituted before the NSW Industrial Relations Commission for extra or reduced wages, salaries, rates of pay,
allowances or conditions of employment with respect to the Employees covered by the Award that take effect
prior to the nominal expiry of the Award unilaterally made by a party to this Award unless otherwise agreed by
the parties.

This undertaking does not prevent the Parties from continuing collaborative discussions during the life of the
Award to deliver additional enhancements to remuneration and/or conditions of employment, and to achieve
additional industry wide and systemic efficiencies and productivity improvements to the delivery of
Government services to the public. Changes to conditions or salaries may be jointly progressed and, if agreed,
an application to vary the Award may be made by consent prior to the nominal expiry of the Award.

7. Annual Remuneration Assessment

The annual remuneration assessment for Audit Professionals Levels B and C, Corporate Professionals Levels A
and B, Corporate Administrative Levels 1 to 4 is set out below.

-6-
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7.1  General

7.1.1 Remuneration for these employees will be determined annually based on assessed contribution in
accordance with the competency zones set out in Annexure 2.

7.1.2 Determinations resulting from the annual remuneration assessment will have the same effective
date as the annual changes to the remuneration bands, i.e. effective first full pay period to
commence in July each year. Remuneration determinations will be expressed in terms of a
percentile of the relevant remuneration band and will be applied to the adjusted dollar range of
the remuneration bands.

7.1.3 The remuneration of employees in these roles will at least be maintained at the same level at each
annual remuneration assessment except where an employee’s performance has been assessed as
"unsatisfactory” and a formal process for managing unsatisfactory performance results in a
recommendation to reduce remuneration.

7.1.4 Other than the exceptions described in paragraph 7.1.3 above, if an employee is assessed at a
percentile lower than their current level and that would result in a reduction in remuneration, they
will continue to be paid at the same dollar level until such time as the remuneration for their
assessed percentile exceeds their remuneration in dollars through movement of the remuneration
bands or the annual remuneration assessment process.

7.1.5 During an Annual Remuneration Assessment, remuneration will be reviewed, but will not
necessarily be increased as a result of such review.

7.1.6 The remuneration assessment process will be conducted within business guidelines issued by the
Audit Office from time to time.

7.2 Review of Assessment

If an employee has any concern with the outcome of their remuneration assessment, they may, in the
first instance, discuss their concerns with their Manager. If that discussion does not resolve their
concerns, they may then seek advice from the Executive Manager, Human Resources or a more senior
member of the Audit Office executive. If, following those discussions, their concerns are not satisfied,
they may initiate a formal process of review by written request to the Executive Manager, Human
Resources. The formal process will include review by a panel. Where requested by a PSA member, an
Association representative may be included on the panel. The panel will make recommendations for
consideration by the Auditor-General.

8. Performance Management

The Performance Review and Development process is integral to and supports the annual remuneration
assessment process. Full details of the Audit Office Performance Review and Development process are set out
in a number of documents which are maintained and reviewed regularly by the Audit Office for appropriateness
and ability to deliver organisation objectives. All process documents are freely available to employees on the
Audit Office intranet.

9. Flexible Work Practices

All flexible work practices will be subject to approval, as set out in the relevant Audit Office policies and
delegations manuals.

The parties to this Award are committed to fostering flexible work practices with the intention of providing
greater flexibility in dealing with workloads, work deadlines and the balance between work and family life.
Employees and their managers must develop a strategy to ensure accumulated flex leave is monitored and
forfeiture minimised.
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9.1

9.2

Flexible Working Hours

9.11

9.1.2

9.1.3

9.14

9.15

9.1.6

9.1.7

9.1.8

9.1.9

The ordinary hours of work for full time employees are 35 hours per week ("Ordinary Working
Hours"), Monday to Friday, worked flexibly to meet business needs. Exceptions to this standard
arrangement must be mutually agreed, in writing between an employee and their manager.

Employees may be required to perform reasonable additional hours of work necessary, by mutual
agreement, to meet the operational requirements of the Audit Office.

Employees must work a minimum of 3.5 consecutive hours (excluding meal breaks) by mutual
agreement between the employee and their manager.

Attendance at work outside Ordinary Working Hours is subject to the needs of the Audit Office,
approval by the employee’s manager and the availability of work.

Flex Leave - all hours worked in excess of the employee’s Ordinary Working Hours and not
overtime can be accrued to be taken as flex time. Accrued flex time can be taken subject to
approval by the employee’s manager and in line with the needs of the business. The manager
should consider the management of an employee’s flex leave balance when considering approval.

Carry Over - accrued but untaken flex time will be forfeited on 31 December each year save for a
maximum of 35 hours (pro-rata for part-time employees) carrying over to 1 January the
following year.

At each month end, an employee must not have a flex-time balance below negative 10 hours.
Where this occurs, the hours in excess must be converted to another type of leave, such as
Recreation Leave or Leave Without Pay.

Accrued flex time is not payable upon cessation of employment.
Meal breaks - there will be a minimum meal break of 30 minutes in every 5 hour period of

continuous work. There is no maximum period for a meal break. Employees should consult with
their manager in the taking of meal breaks where required.

Other Flexible Work Practices

Flexible work practices available to employees, subject to approval are:

9.21

9.2.2

9.23

9.24

9.25

9.2.6

9.2.7

Working weekends and public holidays at the employee’s request will be compensated with time
off during the week on an hour for hour basis (not at overtime rates).

Compressed working week or working fortnight arrangements. Such arrangements would include
35 hours in 4 days (average 8.75 hours per day) or 70 hours in 9 days (average 7.77 hours per

day).

Term Working for specific periods during the year (not restricted to school terms). Remuneration
will be averaged (annualised over the full period) so that the employee is paid the same amount
every fortnight throughout the year.

Deferred Remuneration. For instance, an employee who works for 4 years and takes the 5th year
off will receive the deferred portion of their first 4 years annual remuneration in the 5th year.

Working from home on a temporary or ad hoc basis for a maximum of 12 days per annum.
Permanent or longer term working from home arrangements will be subject to the Business Unit
Leader’s approval and meeting work health & safety requirements.

Job share and part time work.

Leave without pay. Such requests will be considered on a case-by-case basis.

-8-
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10.1

10.2

10.3

10.4

10.5

10.6

10.7

10.8

9.2.8 Career Break Scheme for up to 2 years maximum.
10. Overtime

Employees may be directed to work overtime, but this must be pre-approved as delegated by the
Auditor-General.

An employee may be directed by the Audit Office to work overtime, provided it is reasonable for the
employee to be required to do so. An employee may refuse to work overtime in circumstances where to
do so would result in the employee working unreasonable hours. In determining what is unreasonable,
the following factors shall be taken into account:

10.2.1 The employee’s prior commitments outside the workplace, particularly the employee’s family
and carer responsibilities, community obligations or study arrangements

10.2.2 Any risk to an employee’s health and safety

10.2.3 The urgency of the work required to be performed during overtime, the impact on the operational
commitments of the Audit Office and the effect on client services

10.2.4 The notice (if any) given by the Audit Office regarding the working of the overtime, and by the
employee of their intention to refuse overtime or

10.2.5 Any other relevant matter.

Overtime will apply when employees are directed to work:

10.3.1 More than 8 hours on a working day, or

10.3.2 Before 7.30am or beyond 7pm on a working day, or

10.3.3 On a weekend or public holiday.

All overtime will be credited as time in lieu as follows:

10.4.1 In the case of Audit Professional Levels A and B, Corporate Professional Level A, and Corporate
Administrative Levels 1 to 4, in accordance with the rate set out in 10.8 and the overtime
conditions set out from time to time in Annexure 3.

10.4.2 For employees above those levels, at the rate of time and one half.

Time in lieu of overtime must be taken within 3 months of accrual as a general rule. Any request to
extend the time limit must be made prior to the three month period expiring.

Cash payment for overtime credited as time in lieu may be made at the discretion of the Audit Office
where circumstances warrant. Business Unit Leader approval is required.

Payment for overtime credited as time in lieu will be calculated as remuneration less the 11%
superannuation component. At all remuneration levels the rate for calculating payments will be capped
at the 45th percentile of the remuneration band for the Audit Professional Level B classification less the
11% superannuation component.

Rates - Overtime shall be paid at the following rates:
10.8.1 Weekdays (Monday to Friday inclusive) - at the rate of time and one-half for the first two hours

and at the rate of double time thereafter for all directed overtime worked outside the hours
specified in subclause 10.3.
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10.9

10.10

111

11.2

11.3

12.1

12.2

12.3

12.4

13.1

10.8.2 Saturday - all overtime worked on a Saturday at the rate of time and one-half for the first two
hours and at the rate of double time thereafter

10.8.3 Sundays - all overtime worked on a Sunday at the rate of double time
10.8.4 Public Holidays - all overtime worked on a public holiday at the rate of double time and one half.

An employee who works overtime on a Saturday, Sunday or public holiday shall be paid a minimum
payment as for three (3) hours work at the appropriate rate.

Rest Periods

10.10.1 An employee who works overtime shall be entitled to be absent until eight (8) consecutive
hours have elapsed.

10.10.2 Where an employee, at the direction of the manager, resumes or continues work without
having had eight (8) consecutive hours off duty then such employee shall be paid at the
appropriate overtime rate until released from duty. The employee shall then be entitled to
eight (8) consecutive hours off duty and shall be paid for the ordinary working time
occurring during the absence.

11. Travel Time and Expenses
Excess Travel Time
Time spent travelling to and from home and ‘place of work’ above the time it would normally take to
travel to and from home and ‘place of employment’, in a 5 day working week exceeding 2.5 hours (pro-
rata for part-time employees), will be deemed to be excess travel and may be treated as working hours.
When travel is required on a weekend or public holiday, time spent in transit will be classed as flexible
working hours.
Travel Expenses
The Audit Office will reimburse employees for expenses incurred in travel to and from "place of work"
to the extent that those expenses exceed their usual cost of travel by public transport between home and
their "place of employment".

Country Travel

Country Travel, where overnight accommodation is approved, shall be paid in accordance with the rates
as set out from time to time in Annexure 3.

12. Study Support

The Audit Office is committed to providing study support for employees undertaking tertiary courses,
postgraduate degrees and professional qualifications relevant to its business.

The granting of all study support is discretionary.
The Audit Office is also committed to providing specific study support programs for school leavers to
complete an initial degree in accounting and those entering at graduate level to complete professional
qualifications with Chartered Accountants Australia and New Zealand or CPA Australia.
Details of support offered are set out in a number of Audit Office policy documents available on the
Audit Office intranet.

13. Anti-Discrimination

It is the intention of the parties bound by this Award to achieve the objectives set out in Section 3(f) of
the Industrial Relations Act 1996 to prevent and eliminate discrimination in the workplace. This

-10 -
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13.2

13.3

134

135

13.6

141

14.2

14.3

14.4

145

14.6

14.7

includes discrimination on the grounds of race, sex, marital or domestic status, disability,
homosexuality, transgender identity, age and responsibilities as a carer.

It follows that in fulfilling their obligations under the dispute resolution procedures prescribed in 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 this Award that, by its terms or operation, has a direct or indirect discriminatory effect.

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.

Nothing in this clause is to be taken to affect:
13.4.1 Any conduct or act which is specifically exempted from anti-discrimination legislation
13.4.2 Offering or providing junior rates of remuneration to persons under 21 years of age

13.4.3 Any act or practice of a body established to propagate religion which is exempted under section
56(d) of the Anti-Discrimination Act 1977

13.4.4 A party to this Award from pursuing matters of unlawful discrimination in any State or federal
jurisdiction.

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.

Employers and employees may also be subject to Commonwealth anti-discrimination legislation.
14. Industrial Dispute Settlement Procedure

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, if required.

An employee is required to notify their immediate manager in writing, as to the substance of the
grievance, dispute or difficulty, request a meeting to discuss the matter, and if possible, state the remedy
sought.

Where the grievance or dispute involves confidential or other sensitive material (including issues of
harassment or discrimination under the Anti-Discrimination Act 1977) that makes it impractical for the
employee to advise their immediate manager the notification may occur to the next appropriate level of
management, including where required, directly to the Auditor-General or delegate.

The immediate manager, or the person notified, shall convene a meeting in order to resolve the
grievance, dispute or difficulty as soon as practicable, of the matter being brought to attention.

If the matter remains unresolved with the immediate manager, the employee may request to meet the
appropriate person at the next level of management to resolve the matter. This manager shall respond as
soon as practicable. This sequence of reference to successive levels of management may be pursued by
the employee until the matter is referred to the Auditor-General.

If the matter remains unresolved, the Auditor-General shall provide a written response to the employee
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.

An employee, at any stage, may request representation by their Association.
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14.8

14.9

14.10

151

15.2

15.3

154

155

15.6

16.1

16.2

The employee or the Association on their behalf or the Auditor-General may refer the matter to the New
South Wales Industrial Relations Commission if the matter is unresolved following the use of these
procedures.

The employee, the Association and the Audit Office shall agree to be bound by any order or
determination by the New South Wales Industrial Relations Commission in relation to the dispute.

Whilst the procedures outlined in subclauses 14.1 to 14.10 of this clause are being followed, normal
work undertaken prior to notification of the dispute or difficulty shall continue unless otherwise agreed
between the parties. In a case involving work health and safety, if practicable, normal work shall
proceed in a manner which avoids any risk to the health and safety of any employee or member of the
public.

15. Deduction of Association Membership Fees

The Association shall Provide the Audit Office with a Schedule Setting Out Association Fortnightly
Membership Fees Payable by Members of the Association in Accordance with the Association's Rules.

The Association shall advise the Audit Office of any change to the amount of fortnightly membership
fees made under its rules. Any variation to the schedule of Association fortnightly membership fees
payable shall be provided to the employer at least one month in advance of the variation taking effect.

Subject to subclauses 15.1 and 15.2 above, the Audit Office shall deduct Association fortnightly
membership fees from the remuneration of any employee who is a member of the Association in
accordance with the Association's rules, provided that the employee has authorised the Audit Office to
make such deductions.

Monies so deducted from employee's remuneration shall be forwarded regularly to the Association
together with all necessary information to enable the Association to reconcile and credit subscriptions to
employees' Association membership accounts.

Unless other arrangements are agreed to by the Audit Office and the Association, all Association
membership fees shall be deducted on a fortnightly basis.

Where an employee has already authorised the deduction of Association membership fees from his or
her remuneration prior to this clause taking effect, nothing in this clause shall be read as requiring the
employee to make a fresh authorisation for such deductions to continue.

16. Secure Employment
Objective of this Clause

The objective of this clause is for the Audit Office to take all reasonable steps to provide its employees
with secure employment by maximising the number of permanent positions in the Audit Office
workforce, in particular by ensuring that casual employees have an opportunity to elect to become full-
time or part-time employees.

Casual Conversion

16.2.1 A casual employee engaged by the Audit Office on a regular and systematic basis for a sequence
of periods of employment under this Award during a calendar period of six months shall
thereafter have the right to elect to have his or her ongoing contract of employment converted to
permanent full-time employment or part-time employment if the employment is to continue
beyond the conversion process prescribed by this subclause.

16.2.2 The Audit Office shall give the employee notice in writing of the provisions of this subclause
within four weeks of the employee having attained such period of six months. However, the
employee retains his or her right of election under this subclause if the employer fails to comply
with this notice requirement.
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16.3

16.2.3 Any casual employee who has a right to elect under paragraph 16.2.1, upon receiving notice
under paragraph 16.2.2, or after the expiry of the time for giving such notice, may give four
weeks’ notice in writing to the Audit Office that he or she seeks to elect to convert his or her
ongoing contract of employment to full-time or part-time employment, and within four weeks of
receiving such notice from the employee, the Audit Office shall consent to or refuse the election,
but shall not unreasonably so refuse. Where the Audit Office refuses an election to convert, the
reasons for doing so shall be fully stated and discussed with the employee concerned, and a
genuine attempt shall be made to reach agreement. Any dispute about a refusal of an election to
convert an ongoing contract of employment shall be dealt with as far as practicable and with
expedition through the disputes settlement procedure.

16.2.4 Any casual employee who does not, within four weeks of receiving written notice from the Audit
Office, elect to convert his or her ongoing contract of employment to full-time employment or
part-time employment will be deemed to have elected against any such conversion.

16.2.5 Once a casual employee has elected to become and been converted to a full-time employee or a
part-time employee, the employee may only revert to casual employment by written agreement
with the Audit Office.

16.2.6 If a casual employee has elected to have his or her contract of employment converted to full-time
or part-time employment in accordance with paragraph 16.2.3, the Audit Office and employee
shall, in accordance with this subclause, and subject to paragraph 16.2.3, discuss and agree upon:

16.2.6.1 whether the employee will convert to full-time or part-time employment, and

16.2.6.2 if it is agreed that the employee will become a part-time employee, the number of
hours and the pattern of hours that will be worked either consistent with any other
part-time employment provisions of this Award pursuant to a part time work
agreement made under Chapter 2, Part 5 of the Industrial Relations Act 1996
(NSW).

Provided that an employee who has worked on a full-time basis throughout the period of casual
employment has the right to elect to convert his or her contract of employment to full-time
employment and an employee who has worked on a part-time basis during the period of casual
employment has the right to elect to convert his or her contract of employment to part-time
employment, on the basis of the same number of hours and times of work as previously worked,
unless other arrangements are agreed between the Audit Office and the employee.

16.2.7 Following an agreement being reached pursuant to paragraph 16.2.6, the employee shall convert
to full-time or part-time employment. If there is any dispute about the arrangements to apply to
an employee converting from casual employment to full-time or part-time employment, it shall
be dealt with as far as practicable and with expedition through the disputes settlement procedure.

16.2.8 An employee must not be engaged and re-engaged, dismissed or replaced to avoid any obligation
under this subclause.

Work Health and Safety
16.3.1 For the purposes of this subclause, the following definitions shall apply:

16.3.1.1 A "labour hire business" is a business (whether an organisation, business
enterprise, company, partnership, co-operative, sole trader, family trust or unit
trust, corporation and/or person) which has as its business function, or one of its
business functions, to supply staff employed or engaged by it to another employer
for the purpose of such staff performing work or services for that other employer.

16.3.1.2 A "contract business" is a business (whether an organisation, business enterprise,

company, partnership, co-operative, sole trader, family trust or unit trust,
corporation and/or person) which is contracted by another employer to provide a
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16.4

16.5

171

17.2

17.3

17.4

specified service or services or to produce a specific outcome or result for that
other employer which might otherwise have been carried out by that other
employer’s own employees.

16.3.2 Where the Audit Office engages a labour hire business and/or a contract business to perform
work wholly or partially on its premises it shall do the following (either directly, or through the
agency of the labour hire or contract business):

16.3.2.1 consult with employees of the labour hire business and/or contract business
regarding the workplace work health and safety consultative arrangements

16.3.2.2 provide employees of the labour hire business and/or contract business with
appropriate work health and safety induction training including the appropriate
training required for such employees to perform their jobs safely

16.3.2.3 provide employees of the labour hire business and/or contract business with
appropriate personal protective equipment and/or clothing and all safe work
method statements that they would otherwise supply to Audit Office employees,
and

16.3.2.4 ensure employees of the labour hire business and/or contract business are made
aware of any risks identified in the workplace and the procedures to control those
risks.

16.3.3 Nothing in this subclause 16.3 is intended to affect or detract from any obligation or
responsibility upon a labour hire business arising under the Work Health and Safety Act 2011 or
the Workplace Injury Management and Workers Compensation Act 1998.

Disputes Regarding the Application of this clause

Where a dispute arises as to the application or implementation of this clause, the matter shall be dealt
with pursuant to the Grievance and Dispute Settling Procedures set out in clause 14, Industrial Dispute
Settlement Procedure of Part A, of this Award.

This clause has no application in respect of organisations which are properly registered as Group
Training Organisations under the Apprenticeship and Traineeship Act 2001 (or equivalent interstate
legislation) and are deemed by the relevant State Training Authority to comply with the national
standards for Group Training Organisations established by the Australian National Training Authority
Ministerial Council.

17. Area, Incidence and Duration

The purpose of this Award is to partially regulate the terms and conditions of employment of employees
appointed to positions covered by the classifications in Table 1 of Part B.

Other terms and conditions, except as provided for within this Award, shall be those set out in Annexure
3, Audit Office Conditions of Employment.

The terms and conditions provided for within this Award take precedence over Audit Office published
policies.

If, during the currency of this Award, the Crown Employees’ (Public Service Conditions of
Employment) Reviewed Award 2009, is amended or varied, a meeting of the Audit Office Award
Negotiation Committee will take place to review, discuss and make recommendations to the Auditor-
General and the Public Service Association and Professional Officers’ Association Amalgamated Union
of New South Wales, about whether those amendments and variations should be adopted as an
amendment or variation to Annexure 3. The meeting, its composition, negotiations and decision making
process, will be governed by its Charter dated January 2016 or subsequent versions of that Charter
amended with the approval of the Award Negotiation Committee.
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17.5 This Award rescinds and replaces the Crown Employees (Audit Office) Award 2022 published 4 July

2023 (394 1.G. 1515). It shall commence on 1 July 2024 and has a nominal expiry date of 30 June 2027.

Table 1 - Classifications and Remuneration Bands

PART B

Classifications

1 July 2023 to 30 June 2024

$ $
Audit Professional 45,599 117,007
Level A
Audit Professional 110,124 164,114
Level B
Audit Professional 154,864 217,532
Level C
Corporate Professional 110,662 155,115
Level A
Corporate Professional 133,138 206,232
Level B
Corporate Administrative 51,287 64,294
Level 1
Corporate Administrative 61,546 77,582
Level 2
Corporate Administrative 74,116 94,776
Level 3
Corporate Administrative 90,441 114,570

Level 4

Classifications

1 July 2024 to 30 June 2025

$ $
Audit Professional 47,651 122,272
Level A
Audit Professional 115,080 171,499
Level B
Audit Professional 161,833 227,321
Level C
Corporate Professional 115,642 162,095
Level A
Corporate Professional 139,129 215,512
Level B
Corporate Administrative 53,595 67,187
Level 1
Corporate Administrative 64,316 81,073
Level 2
Corporate Administrative 77,451 99,041
Level 3
Corporate Administrative 94,511 119,726

Level 4

Classifications

1 July 2025 to 30 June 2026

$ $
Audit Professional 49,319 126,552
Level A
Audit Professional 119,108 177,501
Level B
Audit Professional 167,497 235,277
Level C
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Corporate Professional 119,689 167,768
Level A
Corporate Professional 143,999 223,055
Level B
Corporate Administrative 55,471 69,539
Level 1
Corporate Administrative 66,567 83,911
Level 2
Corporate Administrative 80,162 102,507
Level 3
Corporate Administrative 97,819 123,916

Level 4

Classifications

1 July 2026 to 30 June 2027

$ $
Audit Professional 50,799 130,349
Level A
Audit Professional 122,681 182,826
Level B
Audit Professional 172,522 242,335
Level C
Corporate Professional 123,280 172,801
Level A
Corporate Professional 148,319 229,747
Level B
Corporate Administrative 57,135 71,625
Level 1
Corporate Administrative 68,564 86,428
Level 2
Corporate Administrative 82,567 105,582
Level 3
Corporate Administrative 100,754 127,633
Level 4
Table 2 - Audit Professional Level A Pay Points
1 July 2023 to 30 June 2024
Pay Point 1 Pay Point 2 Pay Point 3 Pay Point 4 Pay Point 5
$ $ $ $ $
Level 1 45,599 49,210 55,063 63,668
Level 2 70,548 76,569
Level 3 82,593 89,476 96,359
Level 4 99,802 104,963 110,124 113,562 117,007
1 July 2024 to 30 June 2025
Pay Point 1 Pay Point 2 Pay Point 3 Pay Point 4 Pay Point 5
$ $ $ $ $
Level 1 47,651 51,424 57,541 66,533
Level 2 73,723 80,015
Level 3 86,310 93,502 100,695
Level 4 104,293 109,686 115,080 118,672 122,272
1 July 2025 to 30 June 2026
Pay Point 1 Pay Point 2 Pay Point 3 Pay Point 4 Pay Point 5
$ $ $ $ $
Level 1 49,319 53,224 59,555 68,862
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Level 2 76,303 82,816
Level 3 89,331 96,775 104,219
Level 4 107,943 113,525 119,108 122,826 126,552
1 July 2026 to 30 June 2027
Pay Point 1 Pay Point 2 Pay Point 3 Pay Point 4 Pay Point 5
$ $ $ $ $
Level 1 50,799 54,821 61,342 70,928
Level 2 78,592 85,300
Level 3 92,011 99,678 107,346
Level 4 111,181 116,931 122,681 126,511 130,349

Auditors who are full members of CAANZ or CPAA are entitled to additional remuneration of $1,000 per
annum. Analysts are entitled to additional remuneration of $1000 per annum for their first post graduate
qualification. Annexure 1

ANNEXURE 1

Progression Within Audit Professional Level A.

Pay
Point

Level 1 (Al)

Level 2 (A2)

Level 3 (A3)

Level 4 (A4)

P1

School leavers
commence

Graduates  commence
School leaver - to move
to A2 pay point 1 an
Employee must have
met the required
Performance,
Development
People &  Culture
objectives  in  their
Performance Agreement
and (for Auditors only)
successfully completed
at least eight university
subjects.

and

To move to A3 pay
point 1 an Employee
must have met the
required  Performance
Development and
People &  Culture
objectives in  their
Performance Agreement
and (for Auditors only)
Graduate - successfully
completed at least one
CPA subject or at least
two CA subjects.

School leaver -
successfully completed
at least 16 university
subjects.

To move to A4 pay
point 1 an Employee
must have met the
required  Performance,
Development and
People &  Culture
objectives in  their
Performance Agreement
and (for Auditors only)
Graduate - successfully
completed at least three
CPA subjects or at least
five CA subjects.

School leaver -
successfully completed
their university
qualification

P2

To move to Al pay
point 2 an Employee
must have met the
required  Performance,
Development and
People &  Culture
objectives in  their
Performance Agreement
and (for Auditors only)
successfully completed
Four university subjects.

To move to A2 pay
point 2 an Employee
must have met the
required  Performance,
Development and
People &  Culture
objectives  in  their
Performance Agreement
and (for Auditors only
Graduate - enrolled into
CAANZ/CPAA.
School leaver -
successfully completed
at leastl2 university
subjects.

To move to A3 pay
point 2 an Employee
must have met the
required  Performance,
Development and
People &  Culture
objectives in  their
Performance Agreement
and (for Auditors only)
Graduate - successfully
completed at least two
CPA subjects or at least
three CA subjects.
School leaver -
successfully completed
at least 20 university
subjects.

To move to A4 pay
point 2 an Employee
must have met the
required  Performance,
Development and
People &  Culture
objectives in  their
Performance Agreement
and (for Auditors only)
Graduate - successfully
completed at least four
CPA subjects or at least
seven CA subjects.
School leaver -
successfully completed
at least two CA/CPA
subjects.

-17 -



N.S.W. INDUSTRIAL GAZETTE — Vol. 397

29 November 2024

P3 N/A N/A To move to A3 pay|To move to A4 pay
point 3 an Employee|point 3 an Employee
must have met the|must have met the
required  Performance, |required  Performance,
Development and | Development and
People &  Culture|People &  Culture
objectives  in  their|objectives in their
Performance Agreement|Performance Agreement
and (for Auditors only)|and (for Auditors only)
Graduate - successfully|Graduate - successfully
completed at least two|been admitted to
CPA subjects or at least| CAANZ/CPAA. School
three CA  subjects. |leaver - successfully
School leaver -|completed at least four
Successfully completed | CA/CPA subjects.
at least 20 subjects.

P4 N/A N/A N/A To move to A4 pay
point 4 an Employee
must have met the
required  Performance,
Development and
People &  Culture
objectives in  their
Performance Agreement
and met the focus
capabilities for Senior
Auditor/Analyst and
(for  Auditors  only)
School leaver -
successfully been
admitted to
CAANZ/CPAA.

P5 N/A N/A N/A To move to A4 pay
point 5 an Employee
must have met the
required  Performance,
Development and
People &  Culture
objectives in  their
Performance Agreement
and met all of the
capabilities for Senior
Auditor/Analyst.

ANNEXURE 2

Remuneration Competency Zones, Competency Zone Guidelines and Definitions for Remuneration Levels

Remuneration Competency Zones

Title Zone % of Range
Expert/Role Model Zone 5 86-100
Superior Role Performance Zone 4 66-85
Competent Role Performance Zone 3 26-65
Developing Skills Zone 2 11-25
Entry Level Zone 1 0-10

Competency zones are expressed in percentiles of the remuneration band.
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Remuneration Competency Zone Definitions

Zone

Title

Description

Expert/Role Model

Highly capable, consistently outstanding performance, highly experienced.
Acts independently. Role model and advisor to peers, exceptional leadership
qualities displayed. Highly promotable - working beyond position
requirements. Plays a leadership role in enhancing and building commitment
to the Audit Office values and culture internally and externally.

Superior Role
Performance

Capable in all respects. Required additional training and qualifications
completed. Highly developed skills and experience, critical to the business.
Consistently superior performance. Meets unusual challenges and demands.
Acts independently. May be ready for promotion. Role model and advisor to
peers. Provides technical and other advice to less experienced peers.
Proactive contribution to the development of Audit Office values internally
and externally.

Competent Role
Performance

Required competencies possessed and demonstrated. Fully qualified and
capable of undertaking the role. Has experience in role. Capable of
independently performing role responsibilities. Consistently meets
performance requirements. Well-developed technical skills. Role model and
advisor to peers. Consistent supporter of the Audit Office values internally
and externally.

Developing Skills

Key competencies developed and demonstrated but noticeable gaps in
competencies. Performance and experience adequate but capable of
improvement i.e. there are noticeable performance limitations. Not yet
independently performing role responsibilities. Capacity exists for
improvement to better support Audit Office values.

Entry Level

Recent appointee. Learning to perform role responsibilities - inexperienced or
unproven. Meets qualification requirements only. Promotion not an option.
Independently performing role responsibilities. Personal behaviour and
communications not yet consistent with Audit Office values.

Remuneration Competency Zone Guidelines

Performance is about how an employee actually fulfils expectations for the role over the year and relates less to
expectations of their ability to deliver.

Indicat

1.

ors are:

Consistency - is the level of performance consistent across the role responsibilities, or are there gaps or
variations in the level of performance?

Sustained performance - Is the level of performance consistent over time (this is a longer term view of

performance)?

Achievement of all aspects of the role responsibilities - how do they deliver against all of the defined
role attributes, and are they actively seeking to improve in areas where delivery is not meeting

expectations?

What differentiates one employee from another, such as their drive, desire and success in delivering
outcomes; this needs to take account of variations in ability to deliver, which may be experience or

development related.

Capability is essentially the "ability to do". It is an assessment of how well the employee can handle the needs

of the j

ob.

In determining levels of capability, the following are considered:
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1. The depth and breadth of capability required to keep the job on track (time and budget) and delivering
quality outcomes.

2. What the employee is doing to maintain or improve themselves.
3. The skills and behaviours of the employee as they relate to the job itself.
4. The level of capability that the employee has developed and attempts to bring to the role, irrespective of

whether the role itself presents opportunities to use the full range of skills and behaviours

Experience isn’t simply the length of time someone has been doing a job. This can be a factor in determining
whether an employee has had broad enough exposure to a range of responsibilities and activities, but it’s more
the extent the employee has experienced and dealt-with the complexities of this position. It’s important to
consider:

1. The range of jobs; size, complexity, and scope of projects and audits; project management of multiple or
complex audits; breadth and depth of jobs managed; range of industry experience and specialised
industry knowledge.

2. Achievement of role responsibilities and reaching expected outcomes, anticipating and managing risks,
conflicts, competing demands, impediments, and changes.

3. Demonstrating the competencies of the role for their level of expertise, or even showing levels of
proficiency beyond the role.

4, Experience-seeking - do they proactively seek activities or projects that will help them broaden their
experience?

Promotability encompasses indicators of the employee’s ability to step up to the next level of challenge, in both
attitude and capability. The extent to which they can demonstrate their ability to "step up" to the next level may
depend on the opportunities given to them by their manager, so it’s important to think about delegation and
development in advance.

In determining promotability, the following are considered:

1. The employee’s capability and willingness to take on more responsibility than they currently have - do
they welcome challenges? Can they adapt to changing situations? Are they prepared to make decisions?

2. The extent to which the employee is a self-starter who consistently seeks greater challenges.

3. The extent to which the employee pursues learning and development activities - are they constantly
trying new processes and tools, and taking ownership of their own development?

4. Avre they accountable for their own ideas and activities, and confident in their own decision-making?

5. The extent to which the employee challenges ways of doing things and develops new approaches

Ability to work independently relates closely to an employee’s ability to learn and grow, and to take

responsibility for his or her own deliverables. It’s essential that managers can trust employees, and not have to

check or guide them through the same issues time and again.

In determining the employee’s level of independence, the following will be considered:

1. The level at which an employee needs to be monitored, guided, and directed - this has to be weighed
against their desire to learn and grow, and needs to reflect whether the guidance is regularly covering the

same ground, and the level of respect shown for the Manager’s priorities.

2. The extent to which the manager and employee agree tasks and deadlines up front, and whether the
employee subsequently meets or manages in a way that keeps the manager well-informed.
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3. The extent to which the employee learns new skills or learns from experience.

Role model and advisor to peers goes beyond aspects of technical excellence; it encompasses all key aspects of
the role, and reflects more on the employee’s maturity and engagement, to the extent their attitude and abilities
set examples for others.

In determining to what extent an employee acts as a role model, the following will be considered:

1. The influence the employee has over peers - for expertise, situational knowledge, approachability,
mentorship (formal or informal), attitude, etc.

2. The extent to which peers seek and value specific advice or more general coaching.
3. The extent of the employee’s external profile, if working in a capacity where this is required.
4, The employee’s profile within the Office.

5. What would clients say about this employee’s level of professionalism, service, and work ethic.

ANNEXURE 3
Audit Office Conditions of Employment
PART 1
1 - FRAMEWORK

1.1 Work Environment

1.2 Work Health and Safety
1.3 Equality in employment

1.4  Harassment-free Workplace

2 - ATTENDANCE/HOURS OF WORK

2.1  Casual Employment

2.2 Part-Time Employment

2.3 Natural Emergencies and Major Transport Disruptions
2.4 Public Holidays

2.5  Lactation Breaks

3 - TRAVEL ARRANGEMENTS

3.1  Travelling Compensation
3.2  Meal and Incidental Expenses
3.3 Travelling Distance

4 - ALLOWANCES AND OTHER MATTERS

4.1  Allowance Payable for Use of Private Motor Vehicle

4.2  Damage to Private Motor Vehicle Used for Work

4.3  Overseas Travel

44  Compensation for Damage to or Loss of Employees’
Personal Property

4.5  First Aid Allowance

5 - UNION CONSULTATION, ACCESS AND
ACTIVITIES

5.1  Trade Union Activities Regarded as On Duty
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5.2  Trade Union Activities Regarded as Special Leave
5.3  Trade Union Training Courses

5.4  Conditions Applying to On Loan Arrangements
5.5  Period of Notice for Trade Union Activities

5.6  Access to Facilities by Trade Union Delegates

5.7  Responsibilities of the Trade Union Delegate

5.8 Responsibilities of the Trade Union

5.9  Responsibilities of Workplace Management

5.10 Right of Entry Provisions

5.11 Travelling and Other Costs of Trade Union Delegates
5.12 Industrial Action

5.13 Consultation and Technological Change

6 - LEAVE

6.1 Leave - General Provisions

6.2  Absence from Work

6.3 Applying for Leave

6.4  Extended Leave

6.5  Personal Leave

6.6  Personal Leave - Requirements for Evidence

6.7  Leave Without Pay

6.8  Military Leave

6.9  Observance of Essential Religious or Cultural
Obligations

6.10 Parental Leave

6.11 Purchased Leave

6.12 Recreation Leave

6.13 Special Leave

7 - TRAINING AND PROFESSIONAL DEVELOPMENT

7.1  Staff Development and Training Activities

8 - OVERTIME

8.1  Recall to Duty

8.2  On-Call (Stand-By) and On-Call Allowance

8.3 Overtime Meal Breaks

8.4  Overtime Meal Allowances

8.5  Provision of Transport in Conjunction with Working
of Overtime

9 - MISCELLANEOUS

9.1  Existing Entitlements

PART 2

MONETARY RATES

Table 1 - Allowances
PART 1
1. Framework

1.1 Work Environment
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1.2

13

14

2.1

Work Health and Safety

The parties to this Award are committed to achieving and maintaining accident-free and healthy
workplaces in the Audit Office by:

1.2.1 the development of policies and guidelines for the Audit Office on Work Health, Safety and
Rehabilitation

1.2.2 assisting to achieve the objectives of the Work Health and Safety Act 2011 and the Work Health
and Safety Regulation 2011 by establishing agreed Work Health and Safety consultative
arrangements in the Audit Office to identify and implement safe systems of work, safe work
practices, working environments and appropriate risk management strategies; and to determine
the level of responsibility within the Audit Office to achieve these objectives

1.2.3 identifying training strategies for employees, as appropriate, to assist in the recognition,
elimination or control of workplace hazards and the prevention of work related injury and illness

1.2.4 developing strategies to assist the rehabilitation of injured employees

1.2.5 directly involving the appropriate Business Unit Leader in the provisions of paragraphs 1.2.1 to
1.2.4 inclusive of this subclause.

Equality in Employment

The Audit Office is committed to the achievement of equality in employment and the award has been
drafted to reflect this commitment.

Harassment-free Workplace
Harassment on the grounds of sex, race, marital or domestic status, physical or mental disability, sexual
preference, transgender, age or responsibilities as a carer is unlawful in terms of the Anti-Discrimination
Act 1977. Management and employees of the Audit Office are required to refrain from, or being party
to, any form of harassment in the workplace.

2. Attendance/Hours of Work

Casual Employment

Application - This clause will only apply to those employees whose conditions of employment are not
otherwise included in another industrial instrument.

2.1.1 Hours of Work
2111 A casual employee is engaged and paid on an hourly basis.

2112 A casual employee will be engaged and paid for a minimum of 3 consecutive hours
for each day worked.

2.1.13 A casual employee shall not work more than 9 consecutive hours per day
(exclusive of meal breaks) without the payment of overtime for such time in excess
of 9 hours, except where longer periods are permitted under another award or local
agreement, covering the particular class of work or are required by the usual work
pattern of the position.

2.1.2 Rate of Pay

2121 Casual employee shall be paid the ordinary hourly rate of pay calculated by the
following formula for the hours worked per day:
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2.13

214

2122

2123

2124

Overtime

2131
(@)
(b)

©
(d)
2132

2.1.33

2134

Leave

2141

2142

2143

2144

Annual salary divided by 52.17857 divided by the ordinary weekly hours of the
classification.

Casual employees shall be paid a loading on the appropriate ordinary hourly rate of
pay of:

15% for work performed on Mondays to Fridays (inclusive)

50% for work performed on Saturdays

75% for work performed on Sundays

150% for work performed on public holidays.

Casual employees shall also receive a 1/12th loading in lieu of annual leave.

The loadings specified in subparagraph 2.1.2.2 of this paragraph are in recognition
of the casual nature of the employment and compensate the employee for all leave,

other than annual leave and long service leave, and all incidence of employment,
except overtime.

Casual employees shall be paid overtime for work performed:
in excess of 9 consecutive hours (excluding meal breaks), or

in accordance with subclause 10.3 of clause 10, Overtime of Part A, application to
the particular class of work, or

in excess of the daily roster pattern applicable for the particular class of work, or
in excess of the standard weekly roster of hours for the particular class of work.
Overtime rates will be paid in accordance with the rates set in clause 10 of Part A.

Overtime payments for casual employees are based on the ordinary hourly rate plus
the 15% loading set out in subparagraph 2.1.2.2 of this paragraph.

The loading in lieu of annual leave as set out in subparagraph 2.1.2.3 of this
paragraph is not included in the hourly rate for the calculation of overtime
payments for casual employees.

Other than as described under paragraphs 2.1.4, 2.1.5 and 2.1.6 of this subclause,
casual employees are not entitled to any other paid or unpaid leave.

As set out in subparagraph 2.1.2.3 of this paragraph, casual employees will be paid
1/12th in lieu of annual leave.

Casual employees will be entitled to Long Service Leave in accordance with the
provisions of the Auditor-General’s Determination 1 dated 27 June 2013.

Casual employees are entitled to unpaid parental leave under Chapter 2, Part 4,
Division 1, section 54, Entitlement to Unpaid Parental Leave, in accordance with
the Industrial Relations Act 1996. The following provisions shall also apply in
addition to those set out in the Industrial Relations Act 1996 (NSW).
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2.15

2.16

(@)

2.14.5

The Auditor-General must not fail to re-engage a regular casual employee (see
section 53(2) of the Act) because:

i the employee or employee's spouse is pregnant; or
ii. the employee is or has been immediately absent on parental leave.

The rights of an employer in relation to engagement and re-engagement of casual
employees are not affected, other than in accordance with this clause.

"Domestic Violence" means domestic violence as defined in the Crimes (Domestic
and Personal Violence) Act 2007.

Personal Carers entitlement for casual employees

2151

2152

2.153

2154

(@)

(b)

2.155

2.1.5.6

Casual employees are entitled to unpaid personal leave to care for a Family
Member who is ill and requires care. This entitlement is subject to the evidentiary
requirements set out in subparagraph 2.1.5.4, and the notice requirements set out in
subparagraph 2.1.5.6 of this paragraph.

The Audit Office and the casual employee shall agree on the period for which the
employee will be absent from work. In the absence of agreement, the employee is
entitled to be absent from work for up to 48 hours (i.e. two days) per occasion. The
casual employee is not entitled to any payment for the period of non-attendance.

The Auditor-General should re-engage a casual employee who has accessed the
entitlements provided for in this clause. The rights of an employer to engage or not
to engage a casual employee are otherwise not affected.

The casual employee shall, if required,

establish either by production of a medical certificate or statutory declaration, the
iliness of the person concerned or

establish by production of documentation acceptable to the employer or a statutory
declaration, the nature of the emergency and that such emergency resulted in the
person concerned requiring care by the employee.

In normal circumstances, a casual employee must not take personal leave under
this subclause where another person had taken leave to care for the same person.

The casual employee must, as soon as reasonably practicable and during the
ordinary hours of the first day or shift of such absence, inform the employer that
they will be absent from work. If it is not reasonably practicable to inform the
employer during the ordinary hours of the first day or shift of such absence, the
employee will inform the employer within 24 hours of the absence.

Bereavement entitlements for casual employees

2.16.1

2.16.2

Casual employees are entitled to be absent from work, or to leave work upon the
death in Australia of a family member on production of satisfactory evidence (if
required by the employer).

The Audit Office and the casual employee shall agree on the period for which the
employee will be entitled to be absent from work. In the absence of agreement, the
employee is entitled to be absent from work for up to 48 hours (i.e. two days) per
occasion. The casual employee is not entitled to any payment for the period of non-
attendance.
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2.2

2.16.3

2.16.4

The Auditor-General must not fail to re-engage a casual employee because the
employee accessed the entitlements provided for in this clause. The rights of an
employer to engage or not engage a casual employee are otherwise not affected.

The casual employee must, as soon is reasonably practicable and during the
ordinary hours of the first day or shift of such absence, inform the employer that
they will be absent from work. If it is not reasonably practicable to inform the
employer during the ordinary hours of the first day or shift of such absence, the
employee will inform the employer within 24 hours of the absence.

2.1.7 Application of other clauses of this Award to casual employees

2171

(@)
(b)
(©
(d)
(©)

()
(9)

The following clauses of this annexure do not apply to casual employees:
Natural Emergencies and Major Transport Disruptions

Public Holidays

relating to Trade Union activities

Travelling and other costs of Trade Union Delegates

Leave - General Provisions

relating to the various Leave provisions
relating to Recall to Duty, On-Call and Stand-by Arrangements

Part-Time Employment

2.2.1 General

2211

2212

2.2.13

2214

2.2.15

2.2.16

2217

(@)

(b)

This clause shall only apply to part-time employees

Part-time work may be undertaken with the agreement of the relevant business unit
leader. Part-time work may be undertaken in a part-time position or under a part-
time arrangement.

A part-time employee is to work contract hours less than full-time hours.

Unless otherwise specified in the award, part-time employees receive full time
entitlements on a pro rata basis calculated according to the number of hours an
employee works in a part-time position or under a part-time arrangement.
Entitlements to paid leave will accrue on the equivalent hourly basis.

Before commencing part-time work, the Audit Office and the employee must agree
upon:

the hours to be worked by the employee, the days upon which they will be worked,
commencing and ceasing times for the work;

the classification applying to the work to be performed.

The terms of the agreement must be in writing and may only be varied with the
consent of both parties.

Incremental progression for part-time employees is the same as for full time
employees, that is, part-time employees receive an increment annually.

2.2.2 Additional hours
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2.3

24

2.5

2221 The Audit Office may request, but not require, a part-time employee to work
additional hours. For the time worked in excess of the employee’s usual hours and
up to the normal full-time hours for the classification, part-time employees may
elect to:

(@)  be paid for additional hours at their hourly rate plus a loading of 1/12th in lieu of
recreation leave, or

(b)  if working under a Flexible Working Hours scheme under clause 9, Flexible Work
Practices of Part A, have the time worked credited as flex time.

2222 For time worked in excess of the full-time hours of the classification, or outside the
hours specified in subclause 10.3 of clause 10, Overtime, of Part A, payment shall
be made at the appropriate overtime rate in accordance with subclause 10.8, Rate
of Payment for Overtime of clause 10, Overtime of Part A.

Natural Emergencies and Major Transport Disruptions

23.1

An employee prevented from attending work at a normal work location by a natural emergency
or by a major transport disruption may:

23.1.1 apply to vary the working hours, and/or
2.3.1.2 negotiate an alternative working location with the Audit Office, and/or
2.3.1.3 take available personal leave and/or flex leave, recreation or extended leave or

leave without pay to cover the period concerned.

Public Holidays

Employees are entitled to statutory/gazetted public holidays and any other day recognised by the
Auditor-General as a public holiday.

Lactation Breaks

25.1

2.5.2

253

254

255

2.5.6

This clause applies to employees who are lactating mothers. A lactation break is provided for
breastfeeding, expressing milk or other activity necessary to the act of breastfeeding or
expressing milk and is in addition to any other rest period and meal break as provided for in this
Award.

A full time employee or a part time employee working more than 4 hours per day is entitled to a
maximum of two paid lactation breaks of up to 30 minutes each per day.

A part time employee working 4 hours or less on any one day is entitled to only one paid
lactation break of up to 30 minutes on any day so worked.

A flexible approach to lactation breaks can be taken by mutual agreement between an employee
and their manager provided the total lactation break time entitlement is not exceeded. When
giving consideration to any such requests for flexibility, a manager needs to balance the
operational requirements of the organisation with the lactating needs of the employee.

The Audit Office shall provide access to a suitable, private space with comfortable seating for the
purpose of breastfeeding or expressing milk.

Other suitable facilities, such as refrigeration and a sink, shall be provided where practicable.
Where it is not practicable to provide these facilities, discussions between the manager and
employee will take place to attempt to identify reasonable alternative arrangements for the
employee’s lactation needs.
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3.1

3.2

3.3

4.1

2.5.7 Employees experiencing difficulties in effecting the transition from home-based breastfeeding to
the workplace will have telephone access in paid time to a free breastfeeding consultative service,
such as that provided by the Australian Breastfeeding Association’s Breastfeeding Helpline
Service or the Public Health System.

2.5.8 Employees needing to leave the workplace during time normally required for duty to seek
support or treatment in relation to breastfeeding and the transition to the workplace may utilise
personal leave in accordance with subclause 6.5, Personal Leave, of Annexure 3, or access to the
flexible working hours scheme provided in subclause 9.1, Flexible Working Hours, of Part A,
where applicable.

3. Travel Arrangements

Travelling Compensation

3.1.1 Any authorised official travel and associated expenses, properly and reasonably incurred by an
employee required to perform duty at a location other than their place of employment shall be
met by the Audit Office, subject to clause 11, Travel Time and Expenses, of Part A.

3.1.2 The Audit Office shall require employees to obtain an authorisation for all official travel prior to
incurring any travel expense.

3.1.3 The Audit Office will pay the accommodation directly. Where practicable, employees shall
obtain prior approval if required to make their own arrangements for overnight accommodation.

Meal and Incidental Expenses

Meal and incidental allowances will be paid to the employee in advance per the relevant NSW Premier’s
Department Circular as issued from time to time.

An employee who is authorised by the Audit Office to undertake a one-day journey on official business
which does not require the employee to obtain overnight accommodation, shall be paid the appropriate
rate of allowance set out in Part 2, Monetary Rates of Annexure 3, for:

3.2.1 Breakfast when required to commence travel at or before 6.00 a.m. and at least 1 hour before the
prescribed starting time;

3.2.2 An evening meal when required to travel until or beyond 6.30 p.m.; and
3.2.3 Lunch when required to travel a total distance on the day of at least 100 kilometres and, as a
result, is located at a distance of at least 50 kilometres from the employee’s normal place of work
at the time of taking the normal lunch break.
Travelling Distance
The need to obtain overnight accommodation shall be determined by the Audit Office having regard to
the safety of the employee or members travelling on official business and local conditions applicable in
the area. Where employees are required to attend conferences or seminars which involve evening
sessions or employees are required to make an early start at work in a location away from their normal
workplace, overnight accommodation shall be appropriately granted by the Audit Office.
4. Allowances and Other Matters
Allowance Payable for Use of Private Motor Vehicle

4.1.1 The Audit Office may authorise an employee to use a private motor vehicle for work where:

4111 such use will result in greater efficiency or involve the Audit Office in less expense
than if travel were undertaken by other means, or
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4.2

412

413

414

415

4.1.6

41.1.2 where the employee is unable to use other means of transport due to a disability.

An employee who, with the approval of the Audit Office, uses a private motor vehicle for work
shall be paid an appropriate rate of allowance specified in Part 2, Monetary Rates. of Annexure 3,
for the use of such private motor vehicle. A deduction from the allowance payable is to be made
for travel as described in subparagraph 4.1.4.1 of this paragraph.

Different levels of allowance are payable for the use of a private motor vehicle for work
depending on the circumstances and the purpose for which the vehicle is used.

4.1.3.1 The casual rate is payable if an employee elects, with the approval of the Audit
Office, to use their vehicle for occasional travel for work. This is subject to the
allowance paid for the travel not exceeding the cost of travel by public or other
available transport.

4.1.3.2 The official business rate is payable if an employee is directed, and agrees, to use
the vehicle for official business and there is no other transport available. It is also
payable where the employee is unable to use other transport due to a disability.
The official business rate includes a component to compensate an employee for
owning and maintaining the vehicle.

Deduction from allowance

4141 Except as otherwise specified in this Award, an employee shall bear the cost of
ordinary daily travel by private motor vehicle between the employee's residence
and place of employment, as defined in clause 11, Travel Time and Expenses, of
Part A, and for any distance travelled in a private capacity. A deduction will be
made from any motor vehicle allowance paid, in respect of such travel.

4.1.4.2 Deductions are not to be applied in respect of days characterised as follows:

(@)  when staying away from home overnight, including the day of return from any
itinerary

(b)  when the employee uses the vehicle on official business and returns it to home
prior to travelling to the place of employment by other means of transport at their
own expense

(¢)  when the employee uses the vehicle for official business after normal working
hours

(d)  when the monthly claim voucher shows official use of the vehicle has occurred on
one day only in any week. Exemption from the deduction under this paragraph is
exclusive of, and not in addition to, days referred to in sections (a), (b) and (c) of
this subparagraph.

The employee must have in force, in respect of a motor vehicle used for work, in addition to any
policy required to be effected or maintained under the Motor Vehicles (Third Party Insurance)
Act 1942, a comprehensive motor vehicle insurance policy to an amount and in a form approved
by the Deputy Auditor-General.

Expenses such as tolls etc. shall be refunded to employees where the charge was incurred during
approved work-related travel.

Damage to Private Motor Vehicle Used for Work

421

Where a private vehicle is damaged while being used for work, any normal excess insurance
charges prescribed by the insurer shall be reimbursed by the Audit Office, provided:
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4.3

4.4

4.5

4272

4211 The damage is not due to gross negligence by the employee; and

4.2.1.2 The charges claimed by the employee are not the charges prescribed by the insurer
as punitive excess charges.

Provided the damage is not the fault of the employee, the Audit Office shall reimburse to an
employee the costs of repairs to a broken windscreen, if the employee can demonstrate that:

4221 The damage was sustained on approved work activities; and

4.2.2.2 The costs cannot be met under the insurance policy due to excess clauses.

Overseas Travel

Unless the Auditor-General determines that an employee shall be paid travelling rates especially
determined for the occasion, an employee required by the Audit Office to travel overseas on official
business shall be paid the appropriate overseas travelling allowance rates as specified in the relevant
Premier’s Department Circular as issued from time to time.

Compensation for Damage to Or Loss of Employee’s Personal Property

441

4472

443

444

445

Where damage to or loss of the employee's personal property occurs in the course of
employment, a claim may be lodged under the Workers Compensation Act 1987 and/or under any
insurance policy of the Audit Office covering the damage to or loss of the personal property of
the employee.

If a claim under paragraph 4.4.1 of this subclause is rejected by the insurer, the Auditor-General
may compensate an employee for the damage to or loss of personal property, if such damage or
loss:

4421 Is due to the negligence of the Audit Office, another employee, or both, in the
performance of their duties, or

4422 Is caused by a defect in an employee's material or equipment, or

4423 Results from an employee’s protection of or attempt to protect Audit Office

property from loss or damage.

Compensation in terms of paragraph 4.4.2 of this subclause shall be limited to the amount
necessary to repair the damaged item. Where the item cannot be repaired or is lost, the Auditor-
General may pay the cost of a replacement item, provided the item is identical to or only
marginally different from the damaged or lost item and the claim is supported by satisfactory
evidence as to the price of the replacement item.

For the purpose of this clause, personal property means an employee's clothes, spectacles,
hearing-aid, tools of trade or similar items which are ordinarily required for the performance of
the employee’s duties.

Compensation for the damage sustained shall be made by the Audit Office where, in the course
of work, clothing or items such as spectacles, hearing aids, etc., are damaged or destroyed by

First Aid Allowance

451

An employee appointed as a First Aid Officer shall be paid a first aid allowance at the rate
appropriate to the qualifications held by such employee as specified in the relevant Premier’s
Department Circular as issued from time to time.

-30 -



N.S.W. INDUSTRIAL GAZETTE — Vol. 397 29 November 2024

5.1

452

453

454

455

4.5.6

The First Aid Allowance - Basic Qualifications rate will apply to an employee appointed as a
First Aid Officer who holds a St John’s Ambulance Certificate or equivalent qualifications (such
as the Civil Defence or the Red Cross Society’s First Aid Certificates) issued within the previous
three years.

The Holders of current Occupational First Aid Certificate Allowance rate will apply to an
employee appointed as a First Aid Officer who:

4531 is appointed to be in charge of a First-Aid room in a workplace of 200 or more
employees (100 for construction sites), and

45.3.2 holds an Occupational First-Aid Certificate issued within the previous three years.
The First Aid Allowance shall not be paid during leave of one week or more.

When the First Aid Officer is absent on leave for one week or more and another qualified
employee is selected to relieve in the First Aid Officer's position, such employee shall be paid a
pro rata first aid allowance for assuming the duties of a First Aid Officer.

First Aid Officers may be permitted to attend training and retraining courses conducted during
normal hours of duty. The cost of training employees who do not already possess qualifications
and who need to be trained to meet Audit Office needs, and the cost of retraining First Aid
Officers, are to be met by the Audit Office.

5. Union Consultation, Access and Activities

On Duty

5.11

An Association delegate will be released from the performance of normal Audit Office duty
when required to undertake any of the activities specified below. While undertaking such
activities the Association delegate will be regarded as being on duty and will not be required to
apply for leave:

51.1.1 Attendance at meetings of the workplace's Work Health and Safety Committee and
participation in all official activities relating to the functions and responsibilities of
elected Work Health and Safety Committee members at a place of work as
provided for in the Work Health and Safety Act 2011 and the Work Health and
Safety Regulation 2011

5112 Attendance at meetings with workplace management or workplace management
representatives;

5113 A reasonable period of preparation time, before-
@) meetings with management;

(b)  disciplinary or grievance meetings when an Association member requires the
presence of an Association delegate; and

(c) any other meeting with management, by agreement with management, where
operational requirements allow the taking of such time;

5114 Giving evidence in court on behalf of the employer;

5.1.15 Presenting information on the Association and Association activities at induction
sessions for new staff of the Audit Office; and

5116 Distributing official Association publications or other authorised material at the
workplace, provided that a minimum of 24 hours’ notice is given to workplace
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5.2

5.3

5.4

management, unless otherwise agreed between the parties. Distribution time is to
be kept to a minimum and is to be undertaken at a time convenient to the
workplace.

Trade Union Activities Regarded as Special Leave

5.2.1 The granting of special leave with pay will apply to the following activities undertaken by an
Association delegate, as specified below:

The granting of special leave with pay will apply to the following activities undertaken by an
Association delegate, as specified below:

5211

5.2.12

5213

5214

5.2.15

5.2.16

5217

Annual or biennial conferences of the Association;
Meetings of the Association’s Executive, Committee of Management or Councils;

Annual conference of the Unions NSW and the biennial Congress of the Australian
Council of Trade Unions;

Attendance at meetings called by the Unions NSW involving the Association
which requires attendance of a delegate;

Attendance at meetings called by the Auditor-General, as the employer for
industrial purposes, as and when required,;

Giving evidence before an Industrial Tribunal as a witness for the Association;

Reasonable travelling time to and from conferences or meetings to which the
provisions of subclauses 5.1, 5.2 and 5.3 of this clause apply.

Trade Union Training Courses

5.3.1 The following training courses will attract the grant of special leave as specified below:

5311

5.3.1.2

(@)

(b)

(©

(d)

Accredited Work Health and Safety (WH&S) courses and any other accredited
WH&S training for WH&S Committee members. The provider(s) of accredited
WHA&.S training courses and the conditions on which special leave for such courses
will be granted, shall be negotiated between the Audit Office and the Association.

Courses organised and conducted by the Trade Union Education Foundation or by
the Association or a training provider nominated by the Association. A maximum
of 12 working days in any period of 2 years applies to this training and is subject
to:

The operating requirements of the workplace permitting the grant of leave and the
absence not requiring employment of relief staff;

Payment being at the base rate, i.e. excluding extraneous payments such as shift
allowances/penalty rates, overtime, etc.

All travelling and associated expenses being met by the employee or the
Association;

Attendance being confirmed in writing by the Association or a nominated training
provider.

Conditions Applying to on Loan Arrangements
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5.5

5.6

5.4.1 Subject to the operational requirements of the workplace, on loan arrangements will apply to the
following activities:

5411

(@)

(b)

(©
5.4.1.2

5.4.13

5414

54.15

5.4.16

(@)

(b)

(©

5.4.1.7

54.18

5.4.19

Meetings interstate or in NSW of a Federal nature to which an Association member
has been nominated or elected by the Association:

As an Executive Member; or

A member of a Federal Council; or
Vocational or industry committee.

Briefing counsel on behalf of the Association;

Assisting Association officials with preparation of cases or any other activity
outside their normal workplace at which the delegate is required to represent the
interests of the Association;

Country tours undertaken by a member of the executive or Council of the
Association;

Taking up of full time duties with the Association if elected to the office of
President, General Secretary or to another full time position with the Association.

Financial Arrangements - The following financial arrangements apply to the
occasions when an employee is placed "on loan" to the Association:

The Audit Office will continue to pay the delegate or an authorised Association
representative whose services are on loan to the Association;

The Audit Office will seek reimbursement from the Association at regular intervals
of all salary and associated on costs, including superannuation, as specified by the
NSW Treasury from time to time.

Agreement with the Association on the financial arrangements must be reached
before the on loan arrangement commences and must be documented in a manner
negotiated between the Audit Office and the Association.

Recognition of "on loan" arrangement as service - On loan arrangements
negotiated in terms of this clause are to be regarded as service for the accrual of all
leave.

Limitation - On loan arrangements may apply to full-time or part-time staff and are
to be kept to the minimum time required. Where the Association needs to extend
an on loan arrangement, the Association shall approach the Audit Office in writing
for an extension of time well in advance of the expiration of the current period of
on loan arrangement.

Where the Audit Office and the Association cannot agree on the on loan
arrangement, the matter is to be referred to the DPE for determination after
consultation with the Auditor-General and the Association.

Period of Notice for Trade Union Activities

The Audit Office must be notified in writing by the Association or, where appropriate, by the accredited
delegate as soon as the date and/or time of the meeting, conference or other accredited activity is known.

Access to Facilities by Trade Union Delegates

-33-



N.S.W. INDUSTRIAL GAZETTE — Vol. 397 29 November 2024

5.6.1 The workplace shall provide accredited delegates with reasonable access to the following
facilities for authorised Access to Facilities by Trade Union Delegates Association activities:

5.6.1.1

5.6.1.2

5.6.1.3

Telephone, facsimile and, where available, E-mail facilities;

A notice board for material authorised by the Association or access to staff notice
boards for material authorised by the Association;

Workplace conference or meeting facilities, where available, for meetings with
member(s), as negotiated between local management and the Association.

5.7  Responsibilities of the Trade Union Delegate

5.7.1 Responsibilities of the Association delegate are to:

5.7.11

5712

5713

5.7.14

5.7.15

5.7.16

5.7.1.7

5718

Establish accreditation as a delegate with the Association and provide proof of
accreditation to the workplace;

Participate in the workplace consultative processes, as appropriate;

Follow the dispute settling procedure applicable in the workplace;

Provide sufficient notice to the immediate manager of any proposed absence on
authorised Association business;

Account for all time spent on authorised Association business;

When special leave is required, to apply for special leave in advance;

Distribute  Association literature/membership  forms, under arrangements
negotiated between the Audit Office and the Association; and

Use any facilities provided by the workplace properly and reasonably as negotiated
at organisational level.

5.8  Responsibilities of the Trade Union

5.8.1 Responsibilities of the Association are to:

5.8.11

5.8.1.2

5.8.1.3

58.14

5.8.15

5.8.1.6

Provide written advice to the Audit Office about an Association activity to be
undertaken by an accredited delegate and, if requested, to provide written
confirmation to the workplace ~management of the delegate's
attendance/participation in the activity;

Meet all travelling, accommodation and any other costs incurred by the accredited
delegate, except as provided in subparagraph 5.9.1.3 of subclause 5.9,
Responsibilities of Workplace Management, of Annexure 3, of this Award,;

Pay promptly any monies owing to the workplace under a negotiated on loan
arrangement;

Provide proof of identity when visiting a workplace in an official capacity, if
requested to do so by management;

Apply to the Audit Office well in advance of any proposed extension to the "on
loan" arrangement;

Assist the workplace management in ensuring that time taken by the Association

delegate is accounted for and any facilities provided by the employer are used
reasonably and properly; and
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5.9

5.8.1.7

Advise the Audit Office of any leave taken by the Association delegate during the
on loan arrangement.

Responsibilities of Workplace Management

5.9.1 Where time is required for Association activities in accordance with this clause the
responsibilities of the workplace management are to:

5.9.11

5.9.1.2

5.9.13

59.14

5.9.15

5.9.16

5.9.17

5.9.18

5.9.1.9

Release the accredited delegate from duty for the duration of the Association
activity, as appropriate, and, where necessary, to allow for sufficient travelling
time during the ordinary working hours;

Advise the workplace delegate of the date of the next induction session for new
employees in sufficient time to enable the Association to arrange representation at
the session;

Meet the travel and/or accommodation costs properly and reasonably incurred in
respect of meetings called by the workplace management;

Where possible, to provide relief in the position occupied by the delegate in the
workplace, while the delegate is undertaking Association responsibilities to assist
with the business of workplace management;

Re-credit any other leave applied for on the day to which special leave or release
from duty subsequently applies;

Where an Association activity provided under this clause needs to be undertaken
during an approved period of flexi leave, to apply the provisions of subparagraph
5.9.1.5 of this paragraph;

To continue to pay salary during an "on loan" arrangement negotiated with the
Association and to obtain reimbursement of salary and on-costs from the
Association at regular intervals, or as otherwise agreed between the parties if long
term arrangements apply;

To verify with the Association the time spent by an Association delegate or
delegates on Association business, if required; and

If the time and/or the facilities allowed for Association activities are thought to be
used unreasonably and/or improperly, to consult with the Association before taking
any remedial action.

5.10 Right of Entry Provisions

5.11

The right of entry provisions shall be as prescribed under the Work Health and Safety Act 2011 and the
Industrial Relations Act 1996.

Travelling and Other Costs of Trade Union Delegates

5.11.1 Except as specified in subparagraph 5.9.1.3 of subclause 5.9, Responsibilities of Workplace
Management, of Annexure 3, of this Award, all travel and other costs incurred by accredited
Association delegates in the course of Association activities will be paid by the Association.

5.11.2 In respect of meetings called by the workplace management in terms of subparagraph 5.9.1.3 of
subclause 5.9, of this Award, the payment of travel and/or accommodation costs, properly and
reasonably incurred, is to be made, as appropriate, on the same conditions as apply under
subclauses 3.1, Travelling Compensation, 3.2, Meal and Incidental Expenses, or 3.3, Travelling
distance, of this Annexure.
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5.12

5.13

6.1

6.2

6.3

5.11.3 No overtime, leave in lieu, shift penalties or any other additional costs will be claimable by an
employee from the Audit Office, in respect of Association activities covered by special leave or
on duty activities provided for in this clause.

5.11.4 The on loan arrangements shall apply strictly as negotiated and no extra claims in respect of the
period of on loan shall be made on the Audit Office by the Association or the employee.

Industrial Action

5.12.1 Provisions of the Industrial Relations Act 1996 shall apply to the right of Association members to
take lawful industrial action (Note the obligations of the parties under, clause 14, Industrial
Dispute Settlement Procedure of Part A).

5.12.2 There will be no victimisation of employees prior to, during or following such industrial action.

Consultation and Technological Change

5.13.1 There shall be effective means of consultation, as set out in the Consultative Arrangements
Policy and Guidelines document, on matters of mutual interest and concern, both formal and

informal, between management and Association.

5.13.2 The Audit Office shall consult with the Association prior to the introduction of any technological
change.

6. Leave
Leave - General Provisions
6.1.1 The leave provisions contained in this Award apply to all employees.
6.1.2 Part-time employees covered by this Award will receive the paid leave provisions of this
agreement on a pro rata basis, calculated according to the number of Ordinary Working Hours

per week.

6.1.3 The Auditor-General may direct employees to take excess recreation leave, flex leave and
personal leave.

6.1.4 Where paid and unpaid leave is available to be granted in terms of this Award, paid leave shall be
taken before unpaid leave.

Absence from Work

6.2.1 An employee must not be absent from work without reasonable cause.

6.2.2 Where an employee is to be absent from work because of illness or other emergency, the
employee must notify, or arrange for another person to notify the manager as soon as practical of
the reason for and the expected duration of the absence.

6.2.3 Where a satisfactory explanation for the absence is not provided, the employee may be
considered to be absent from work without authorised leave and the amount equivalent to the
period of absence may be deducted from the employee’s pay.

6.2.4 The minimum period of leave available to be granted shall be one hour.

6.2.5 Nothing in this clause affects any proceedings for a breach of discipline against an employee who
is absent from work without authorised leave.

Applying for Leave
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6.4

6.5

The Audit Office shall deal with the application for leave according to the wishes of the employee, if the
operational requirements of the Audit Office permit this to be done.

Extended Leave

Extended leave shall accrue and shall be granted to employees in accordance with the provisions of the
Auditor-General Determination 1 dated 27 June 2013.

Extended leave will be re-credited if an Employee is ill for more than five days, while on extended
leave, and provides a supporting medical certificate to the Audit Office.

Personal Leave
6.5.1 On commencement of employment, employees will be provided four days personal leave.

6.5.2 After the first three months of employment, employees will accrue personal leave at the rate of
16 working days per year in accordance with relevant Audit Office Policies.

6.5.3 Personal Leave can be requested for, but is not limited to:

6.5.3.1 sick leave

6.5.3.2 caring for a person for whom the employee is responsible

6.5.3.3 compassionate grounds

6.5.3.4 bereavement leave

6.5.3.5 emergency or weather conditions, which threatens the employee’s property or

prevents them from reporting for work
6.5.3.6 attending to unplanned or unforeseen personal responsibilities
6.5.3.7 community services or volunteering for official events or organisations.

6.5.4 Unused paid personal leave will accumulate progressively but will not be paid out on termination
of employment.

6.5.5 With respect to an illness or injury, the Auditor-General may require an employee to be
examined by a medical practitioner nominated by the Auditor-General

6.5.6 Employees agree to cooperate with a direction issued to them to attend a medical examination in
accordance with this sub clause. If requested to do so, employees also agree to provide their
consent to the nominated medical practitioner obtaining their relevant medical records from their
treating practitioners for the purposes of that examination.

6.5.7 If an employee is directed to attend a medical examination in accordance with this sub clause the
cost of this examination or any tests required as a result will be paid by the Audit Office.
Reasonable travel costs will also be reimbursed on production of receipts.

6.5.8 All continuous service as an employee in the NSW public service shall be taken into account for
the purpose of calculating personal leave due. Where the service in the NSW public service is not
continuous, previous periods of public service shall be taken into account for the purpose of
calculating personal leave due if the previous personal leave records are available.

6.5.9 Paid personal leave which may be granted to an employee, other than a seasonal or relief
employee, in the first 3 months of service shall be limited to 4 days paid personal leave, unless
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6.6

the Audit Office approves otherwise. Paid personal leave in excess of 4 days granted in the first 3
months of service shall be supported by a satisfactory medical certificate.

6.5.10 Seasonal or relief employees - no paid personal leave shall be granted to temporary employees

who are employed for a period of less than 3 months.

6.5.11 Personal Leave - Workers’ Compensation

The Audit Office shall advise each employee of the rights under the Workers Compensation Act
1987, as amended from time to time, and shall give assistance and advice, as necessary, in the
lodging of any claim.

6.5.12 Personal Leave - Claims Other than Workers’ Compensation

6.5.12.1 If an employee has a claim for compensation, resulting from a non-work related
injury not coverable by the Workers Compensation Act 1987, then, personal leave
on full pay may, be granted to the employee subject to:
(@  Any claim made including the value of any period of paid personal leave granted
by the Audit Office to the employee, and

(b)  On the payment of a claim as outlined in subparagraph 6.5.12.1, the employee will
repay to the Audit Office the monetary value of any such period of personal leave.

6.5.12.2 On repayment to the Audit Office of the monetary value of personal leave granted
to the employee, personal leave equivalent to that repayment and calculated at the
employee’s ordinary rate of pay, shall be restored to the credit of the employee.

Personal Leave - Requirements for Evidence

6.6.1

6.6.2

6.6.3

6.6.4

6.6.5

6.6.6

6.6.7

6.6.8

An employee absent from work for more than 2 consecutive working days must furnish evidence
to the Audit Office to support the absence.

An employee may absent themselves for a total of 5 non-consecutive working days per annum
for personal leave without providing evidence to the Audit Office. Employees who absent
themselves for more than 5 working days for personal leave in a year may be required to furnish
evidence for each occasion absent during the balance of the calendar year.

As a general practice, backdated medical certificates will not be accepted. However, if an
employee provides evidence of illness that only covers the latter part of the absence, they can be
granted personal leave for the whole period if the Audit Office is satisfied that the reason for the
absence is genuine.

If an employee is required to provide evidence for an absence of 2 consecutive working days or
less, the Audit Office will advise them in advance.

If the Audit Office is concerned about a diagnosis described in the evidence of illness produced
by the employee, after discussion with the employee, the evidence provided and the employee's
application for leave can be referred to a WorkCover approved assessor for advice.

The type of leave granted to the employee will be determined by the Audit Office based on the
WorkCover approved assessor’s advice.

If personal leave is not granted, the Audit Office will, as far as practicable, take into account the
wishes of the employee when determining the type of leave granted.

The granting of paid personal leave for illness shall be subject to the employee providing

evidence which indicates the nature of illness or injury and the estimated duration of the absence.
If an employee is concerned about disclosing the nature of the illness to their manager they may
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6.7

6.8

elect to have the application for personal leave dealt with confidentially by an alternate manager
or the human resources section of the Audit Office.

6.6.9 The reference in this clause to evidence of illness shall apply, as appropriate:

6.6.9.1 up to one week may be provided by a registered dentist, optometrist, chiropractor,
osteopath, physiotherapist, oral and maxillofacial surgeon or, at the Audit Office’s
discretion, another registered health services provider, or

6.6.9.2 where the absence exceeds one week, and unless the health provider listed in
subparagraph 6.6.9.1 of this paragraph is also a registered medical practitioner,
applications for any further personal leave must be supported by evidence of illness
from a registered medical practitioner, or

6.6.9.3 at the Audit Office’s discretion, other forms of evidence that satisfy that an
employee had a genuine illness.

6.6.10 If an employee who is absent on recreation leave or extended leave, furnishes to the Audit Office
satisfactory evidence of illness in respect of an illness which occurred during the leave, the Audit
Office may, subject to the provisions of this clause, grant personal leave to the employee as

follows:
6.6.10.1 in respect of recreation leave, the period set out in the evidence of illness,
6.6.10.2 in respect of extended leave, the period set out in the evidence of illness if such

period is 5 working days or more.

6.6.11 This clause applies to all employees other than those on leave prior to resignation or termination
of services, unless the resignation or termination of services amounts to a retirement.

Leave Without Pay

6.7.1 An employee may be granted leave without pay if good and sufficient reason can be shown and
there is no significant detriment to the operational requirements of the Audit Office.

6.7.2 Leave without pay may be granted on a full-time or a part-time basis.

6.7.3 Where an employee is granted leave without pay for a period not exceeding 10 consecutive
working days, the employee shall be paid for any proclaimed public holidays falling during such
leave without pay.

6.7.4 Where an employee is granted leave without pay which, when aggregated, does not exceed 5
working days in a period of twelve (12) months, such leave shall count as service for incremental
progression and accrual of recreation leave.

Military Leave

6.8.1 During the period of 12 months commencing on 1 July each year, the Audit Office may grant to
an employee who is a volunteer part-time member of the Defence Forces, military leave on full
pay to undertake compulsory annual training and to attend schools, classes or courses of
instruction or compulsory parades conducted by the employee’s unit.

6.8.2 In accordance with the Defence Reserve Service (Protection) Act 2001 (Cth), it is unlawful to
prevent an employee from rendering or volunteering to render, ordinary Defence Reserve
Service.

6.8.3 Up to 24 working days military leave per financial year may be granted by the Audit Office to

members of the Naval and Military Reserves and up to 28 working days per financial year to
members of the Air Force Reserve for the activities specified in paragraph 6.8.1 of this subclause.
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6.9

6.8.4

6.8.5

6.8.6

6.8.7

6.8.8

The Audit Office may grant an employee special leave of up to 1 day to attend medical
examinations and tests required for acceptance as volunteer part time members of the Australian
Defence Forces.

An employee who is requested by the Australian Defence Forces to provide additional military
services requiring leave in excess of the entitlement specified in paragraph 6.8.3 of this subclause
may be granted Military Leave top up pay by the Auditor-General.

Military Leave top up pay is calculated as the difference between an employee’s ordinary pay as
if they had been at work, and the Reservist’s pay which they receive from the Commonwealth
Department of Defence.

During a period of Military Leave top up pay, an employee will continue to accrue personal
leave, recreation and extended leave entitlements, and Departments are to continue to make
superannuation contributions at the normal rate.

At the expiration of military leave in accordance with paragraph 6.8.2 or 6.8.4 of this subclause,
the employee shall furnish to the Audit Office a certificate of attendance and details of the
employees reservist pay signed by the commanding officer or other responsible officer.

Observance of Essential Religious or Cultural Obligations

6.9.1

The Audit Office recognises the value of cultural diversity and the need for some faiths to access
time or leave to attend to essential religious obligations including days of religious, cultural or
ceremonial significance. Access to time or leave is subject to:

6.9.1.1 the operational requirements of the Audit Office

6.9.1.2 the employee providing adequate notice of the need to take time or leave
6.9.1.3 the employee obtaining prior approval of the time required or leave applied for
6.9.1.4 any time off being made up in a manner approved by the Audit Office.

6.10 Parental Leave

6.10.1 Parental leave includes maternity, adoption and "other parent™ leave.

6.10.2 Maternity leave shall apply to an employee who is pregnant and, subject to this clause the

employee shall be entitled to be granted maternity leave as follows:
6.10.2.1 for a period up to 9 weeks prior to the expected date of birth, and
6.10.2.2 for a further period of up to 12 months after the actual date of birth.

6.10.2.3 an employee who has been granted maternity leave and whose child is stillborn
may elect to take available personal leave instead of maternity leave.

6.10.3 Adoption leave shall apply to an employee adopting a child and who will be the primary care

giver, the employee shall be granted adoption leave as follows:

6.10.3.1 for a period of up to 12 months if the child has not commenced school at the date
of the taking of custody, or

6.10.3.2 for such period, not exceeding 12 months on a full-time basis, as the Auditor-

General may determine, if the child has commenced school at the date of the taking
of custody.
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6.10.3.3 special adoption Leave - an employee shall be entitled to special adoption leave
(without pay) for up to 2 days to attend interviews or examinations for the purposes
of adoption. Special adoption leave may be taken as a charge against recreation
leave, extended leave, flexitime or personal leave.

6.10.4 Where maternity or adoption leave does not apply, "other parent" leave is available to male and
female employees who apply for leave to look after his/her child or children. Other parent leave
applies as follows:

6.104.1 short other parent leave - an unbroken period of up to 8 weeks at the time of the
birth of the child or other termination of the spouse's or partner's pregnancy or, in
the case of adoption, from the date of taking custody of the child or children;

6.10.4.2 extended other parent leave - for a period not exceeding 12 months, less any short
other parental leave already taken by the employee as provided for in subparagraph
6.10.4.1 of this paragraph. Extended other parental leave may commence at any
time up to 2 years from the date of birth of the child or the taking of custody of the
child.
6.10.5 An employee taking maternity or adoption leave is entitled to payment at the ordinary rate of pay
for a period of up to 14 weeks, an employee entitled to short other parent leave is entitled to
payment at the ordinary rate of pay for a period of up to 1 week, provided the employee:

6.10.5.1 applied for parental leave within the time and in the manner determined set out in
paragraph 6.10.10 of this subclause; and

6.10.5.2 prior to the commencement of parental leave, completed not less than 40 weeks'
continuous service.

6.10.5.3 payment for the maternity, adoption or short other parent leave may be made as
follows:

(@  inadvance asa lump sum, or

(b)  fortnightly as normal, or

(c)  fortnightly at half pay, or

(d)  acombination of full pay and half pay.

6.10.6 Payment for parental leave is at the rate applicable when the leave is taken. An employee holding
a fulltime position who is on part time leave without pay when they start parental leave is paid:

6.10.6.1 at the fulltime rate if they began part time leave 40 weeks or less before starting
parental leave,

6.10.6.2 at the part time rate if they began part time leave more than 40 weeks before
starting parental leave and have not changed their part time work arrangements for
the 40 weeks,

6.10.6.3 at the rate based on the average number of weekly hours worked during the 40

week period if they have been on part time leave for more than 40 weeks but have
changed their part time work arrangements during that period.

6.10.7 An employee who commences a subsequent period of maternity or adoption leave for another
child within 24 months of commencing an initial period of maternity or adoption leave will be
paid:

6.10.7.1 at the rate (full time or part time) they were paid before commencing the initial
leave if they have not returned to work, or
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6.10.7.2

6.10.7.3

at a rate based on the hours worked before the initial leave was taken, where the
employee has returned to work and reduced their hours during the 24 month
period, or

at a rate based on the hours worked prior to the subsequent period of leave where
the employee has not reduced their hours.

6.10.8 Except as provided in paragraphs 6.10.5, 6.10.6 and 6.10.7 of this subclause, parental leave shall
be granted without pay.

6.10.9 Right to request

6.10.9.1 An employee who has been granted parental leave in accordance with paragraphs
6.10.2, 6.10.3 or 6.10.4 of this subclause may make a request to the Auditor-
General to:
(@)  extend the period of unpaid parental leave for a further continuous period of leave
not exceeding 12 months, or
(b)  return from a period of full time parental leave on a part time basis until the child
reaches school age (Note: returning to work from parental leave on a part time
basis includes the option of returning to work on part time leave without pay), to
assist the employee in reconciling work and parental responsibilities.
6.10.9.2 The Auditor-General shall consider the request having regard to the employee’s
circumstances and, provided the request is genuinely based on the employee’s
parental responsibilities, may only refuse the request on reasonable grounds related
to the effect on the workplace or the Audit Office’s business. Such grounds might
include cost, lack of adequate replacement staff, loss of efficiency and the impact
on customer service.
6.10.10 Notification Requirements
6.10.10.1 When the Audit Office is made aware that an employee or their spouse is pregnant
or is adopting a child, the Audit Office must inform the employee of their
entitlements and their obligations under the award.
6.10.10.2 An employee who wishes to take parental leave must notify the Audit Office in
writing at least 8 weeks (or as soon as practicable) before the expected
commencement of parental leave:
(@)  that she/he intends to take parental leave, and
(b)  the expected date of birth or the expected date of placement, and
(c)  if she/he is likely to make a request under paragraph 6.10.9 of this subclause.
6.10.10.3 At least 4 weeks before an employee's expected date of commencing parental leave
they must advise:
(@)  the date on which the parental leave is intended to start, and
(b)  the period of leave to be taken.
6.10.10.4 Employee’s request and the Audit Office’s decision to be in writing.

The employee’s request under subparagraph 6.10.9.1 and the Audit Office’s
decision made under subparagraph 6.10.9.2 must be recorded in writing.
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6.10.10.5 An employee intending to request to return from parental leave on a part time basis

or seek an additional period of leave of up to 12 months must notify the Audit
Office in writing as soon as practicable and preferably before beginning parental
leave. If the notification is not given before commencing such leave, it may be
given at any time up to 4 weeks before the proposed return on a part time basis, or
later if the Audit Office agrees.

6.10.10.6 An employee on maternity leave is to notify the Audit Office of the date on which

she gave birth as soon as she can conveniently do so.

6.10.10.7 An employee must notify the Audit Office as soon as practicable of any change in

her intentions as a result of premature delivery or miscarriage.

6.10.10.8 An employee on maternity or adoption leave may change the period of leave or

6.10.11

6.10.12

6.10.13

6.10.14

6.10.15

6.10.16

6.10.17

arrangement, once without the consent of the Audit Office and any number of
times with the consent of the Audit Office. In each case she/he must give the Audit
Office at least 14 days’ notice of the change unless the Audit Office decides
otherwise.

An employee has the right to her/his former position if she/he has taken approved leave or
part time work in accordance with paragraph 6.10.9 of this subclause, and she/he resumes
duty immediately after the approved leave or work on a part time basis.

If the position occupied by the employee immediately prior to the taking of parental leave
has ceased to exist, but there are other positions available that the employee is qualified
for and is capable of performing, the employee shall be appointed to a position of the
same grade and classification as the employee’s former position.

An employee does not have a right to her/his former position during a period of return to
work on a part time basis. If the Audit Office approves a return to work on a part time
basis then the position occupied is to be at the same classification and grade as the former
position.

An employee who has returned to full time duty without exhausting their entitlement to 12
months unpaid parental leave is entitled to revert back to such leave. This may be done
once only, and a minimum of 4 weeks’ notice (or less if acceptable to the Audit Office)
must be given.

An employee who is ill during her pregnancy may take available paid personal leave or
accrued recreation or extended leave or personal leave without pay. An employee may
apply for accrued recreation leave, extended leave or leave without pay before taking
maternity leave. Any leave taken before maternity leave, ceases at the end of the working
day immediately preceding the day she starts her nominated period of maternity leave or
on the working day immediately preceding the date of birth of the child, whichever is
sooner.

An employee may elect to take available recreation leave or extended leave within the
period of parental leave provided this does not extend the total period of such leave.

An employee may elect to take available recreation leave at half pay in conjunction with
parental leave provided that:

6.10.17.1 accrued recreation leave at the date leave commences is exhausted within the

period of parental leave

6.10.17.2 the total period of parental leave, is not extended by the taking of recreation leave

at half pay
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6.10.17.3 When calculating other leave accruing during the period of recreation leave at half

6.10.18

6.10.19

6.10.20

pay, the recreation leave at half pay shall be converted to the full time equivalent
and treated as full pay leave for accrual of further recreation, extended and other
leave at the full time rate.

If, for any reason, a pregnant employee is having difficulty in performing her normal
duties or there is a risk to her health or to that of her unborn child the Audit Office,
should, in consultation with the employee, take all reasonable measures to arrange for
safer alternative duties. This may include but, is not limited to greater flexibility in when
and where duties are carried out, a temporary change in duties, retraining, multi-skilling,
teleworking and job redesign.

If such adjustments cannot reasonably be made, the Audit Office must grant the employee
maternity leave, or any available personal leave, for as long as it is necessary to avoid
exposure to that risk as certified by a medical practitioner, or until the child is born
whichever is the earlier.

Communication during parental leave

6.10.20.1 Where an employee is on parental leave and a definite decision has been made to

introduce significant change at the workplace, the Audit Office shall take
reasonable steps to:

@) make information available in relation to any significant effect the change will
have on the status or responsibility level of the position the employee held before
commencing parental leave, and

(b)  provide an opportunity for the employee to discuss any significant effect the
change will have on the status or responsibility level of the position the employee
held before commencing parental leave.

6.10.20.2 The employee shall take reasonable steps to inform the Audit Office about any

significant matter that will affect the employee’s decision regarding the duration of
parental leave to be taken, whether the employee intends to return to work and
whether the employee intends to request to return to work on a part time basis.

6.10.20.3 The employee shall also notify the Audit Office of changes of address or other

contact details which might affect the Audit Office’s capacity to comply with
subparagraph 6.10.20.1 of this paragraph.

6.11 Purchased Leave

6.11.1

6.11.2

6.11.3

Employees can apply to purchase additional leave to be used within a 12 month period in
accordance with Audit Office policy.

The purchased leave will be funded through the reduction in the employee’s ordinary rate
of pay.

Purchased leave is subject to the following provisions:

6.11.3.1 the purchased leave cannot be accrued and will be refunded where it has not been

taken in the 12 month period

6.11.3.2 other leave taken during the 12 month purchased leave agreement period i.e.

personal leave, recreation leave, extended leave or leave in lieu will be paid at the
purchased leave rate of pay

6.11.3.3 personal leave cannot be taken during a period of purchased leave
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6.11.3.4 the purchased leave rate of pay will be the salary for all purposes including
superannuation

6.11.3.5 overtime and salary related allowances not paid during periods of recreation leave
will be calculated using the employee’s hourly rate based on the ordinary rate of
pay

6.11.3.6 higher Duties Allowance will not be paid when a period of purchased leave is
taken.

6.12 Recreation Leave
6.12.1 Recreation leave accrues at the rate of 20 working days per year.
6.12.1.1 employees are to take at least 10 working days of recreation leave every 12
months, except by agreement with the Auditor-General. Recreation leave will be
re-credited if an employee is ill, while on recreation leave, and provides a
supporting medical certificate to the Audit Office

6.12.1.2 recreation leave does not accrue during leave without pay, other than:

(@)  during incapacity for which compensation has been authorised under the relevant
legislation, or

(b)  absences due to natural emergencies, or

(c)  during any period of personal leave without pay; not exceeding 5 full time working
days or their part time equivalent in any 12 months or

(d)  during any period of military leave without pay.

6.12.1.3 recreation leave accrues at half its normal accrual rate during periods of extended
leave on half pay or recreation leave taken on half pay

6.12.1.4 recreation leave may be taken on half pay in conjunction with and subject to the
provisions applying to adoption, maternity or parental leave - see subclause 6.10,
Parental Leave, of Annexure 3,

6.12.1.5 on cessation of employment, an employee is entitled to be paid the monetary value
of accrued recreation leave balances

6.12.1.6 an employee to whom subparagraph 6.12.1.5 of this paragraph applies may elect to
take all or part of accrued recreation leave which remains untaken at cessation of
active duty as leave or as a lump sum payment; or as a combination of leave and
lump sum payment

6.12.1.7 where an employee dies during their employment with the Audit Office, their
nominated beneficiary or next of kin will be paid the monetary value of recreation
leave they have accrued as at the date of death.

6.13 Special Leave

6.13.1 An Employee will be granted special leave in accordance with Audit Office Policies for
circumstances including, but not limited to:

6.13.1.1 jury service;

6.13.1.2 as a witness in an official capacity at court;
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6.13.1.3 support for employees experiencing domestic violence;
6.13.1.4 study leave including attending an approved examination;

6.13.1.5 National Aborigines and Islander Day of Commemoration (NAIDOC)
celebrations;

6.13.1.6 delegates attending trade union activities; and/or
6.13.1.7 other purposes as approved by the Auditor-General or provided by law.

7. Training and Professional Development

7.1  Staff Development and Training Activities

711

7.1.2

7.13

7.14

For the purpose of this clause, the following shall be regarded as staff development and training
activities:

7111 All staff development courses conducted by a NSW Public Sector organisation;

7112 Short educational and training courses conducted by generally recognised public or
private educational bodies; and

7.1.1.3 Conferences, conventions, seminars, or similar activities conducted by
professional, learned or other generally recognised societies, including Federal or
State Government bodies.

For the purposes of this clause, the following shall not be regarded as staff development and
training activities:

7121 Activities for which study assistance is appropriate;

7122 Activities to which other provisions of this Award apply (e.g. courses conducted by
the Association); and

7.1.2.3 Activities which are of no specific relevance to the NSW Public Sector.
Attendance of an employee at activities considered by the Audit Office to be:

7131 Essential for the efficient operation of the Audit office; or

7.1.3.2 Developmental and of benefit to the NSW public sector.

shall be regarded as on duty for the purpose of payment of salary if an employee attends such an
activity during normal working hours.

The following provisions shall apply, as appropriate, to the activities considered to be essential
for the efficient operation of the Audit Office:

7.14.1 Recognition that the employees are performing normal duties during the course;
7.1.42 Adjustment for the hours so worked under flexible working hours;

7.1.43 Payment of course fees;

7144 Payment of all actual necessary expenses or payment of allowances in accordance

with this Award, provided that the expenses involved do not form part of the
course and have not been included in the course fees; and
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8.1

7.1.5

7.1.6

7.1.7

7.145 Payment of overtime where the activity could not be conducted during the
employee's normal hours and the Audit Office is satisfied that the approval to
attend constitutes a direction to work overtime under clause 10, Overtime of Part
A.

The following provisions shall apply, as appropriate, to the activities considered to be
developmental and of benefit to the Audit Office:

7.15.1 Recognition of the employee as being on duty during normal working hours whilst
attending the activity;

7.15.2 Payment of course fees;

7.153 Reimbursement of any actual necessary expenses incurred by the employee for
travel costs, meals and accommodation, provided that the expenses have not been
paid as part of the course fee; and

7.154 Such other conditions as may be considered appropriate by the Audit Office given
the circumstances of attending at the activity, such as compensatory leave for
excess travel or payment of travelling expenses.

Where the training activities are considered to be principally of benefit to the employee and of
indirect benefit to the Audit Office, special leave of up to 10 days per year shall be granted to an
employee. If additional leave is required and the Audit Office is able to release the employee,
such leave shall be granted as a charge against available flex leave, recreation/extended leave or
as leave without pay.

Higher Duties Allowance - Payment of a higher duties allowance is to continue where the
employee attends a training or developmental activity whilst on duty in accordance with this
clause.

8. Overtime

Recall to Duty

8.1.1

8.1.2

8.1.3

8.14

8.1.5

8.1.6

An employee recalled to work overtime after leaving the Audit Office premises shall be paid for
a minimum of three (3) hours work at the appropriate overtime rates.

The employee shall not be required to work the full three (3) hours if the job can be completed
within a shorter period.

When an employee returns to the place of work on a number of occasions in the same day and
the first or subsequent minimum pay period overlap into the next call out period, payment shall
be calculated from the commencement of the first recall until either the end of duty or three (3)
hours from the commencement of the last recall, whichever is the greater. Such time shall be
calculated as one continuous period.

When an employee returns to the place of work on a second or subsequent occasion and a period
of three (3) hours has elapsed since the employee was last recalled, overtime shall only be paid
for the actual time worked in the first and subsequent periods with the minimum payment
provision only being applied to the last recall on the day.

A recall to duty commences when the employee starts work and terminates when the work is
completed. A recall to duty does not include time spent travelling to and from the place at which
work is to be undertaken.

An employee recalled to duty within three (3) hours of the commencement of usual hours of duty

shall be paid at the appropriate overtime rate from the time of recall to the time of
commencement of such normal work.
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8.1.7

This clause shall not apply in cases where it is customary for an employee to return to the Audit
Office’s premises to perform a specific job outside the employee’s ordinary hours of duty, or
where overtime is continuous with the completion or commencement of ordinary hours of duty.
Overtime worked in these circumstances shall not attract the minimum payment of three (3)
hours unless the actual time worked is three (3) or more hours.

8.2. on-Call (Stand-By) and on-Call Allowance

8.3

8.4

8.2.1

Unless already eligible for an on-call allowance under another industrial instrument, an employee
shall be:

8.2.1.1 entitled to be paid the on-call allowance set out in Part 2 Monetary Rates of
Annexure 3, when directed by the Audit Office to be on call or on stand-by for a
possible recall to duty outside the employee's working hours,

8.2.1.2 if an employee who is on call and is called out by the Audit Office, the overtime
provisions as set out clause 10, Overtime, of Part A, shall apply to the time
worked,

8.2.1.3 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.

Overtime Meal Breaks

8.3.1

8.3.2

Employee working flexible hours - an employee required to work overtime on weekdays beyond
7 p.m. and until or beyond eight and a half hours after commencing duty plus the time taken for
lunch, shall be allowed 30 minutes for a meal and thereafter, 30 minutes for a meal after every
five hours of overtime worked.

Employees Generally - an employee required to work overtime on a Saturday, Sunday or Public
Holiday, shall be allowed 30 minutes for a meal after every five hours of overtime worked. An
employee who is unable to take a meal break and who works for more than five hours shall be
given a meal break at the earliest opportunity.

Overtime Meal Allowances

8.4.1

8.4.2

8.4.3

8.4.4

If an adequate meal is not provided by the Audit Office, a meal allowance shall be paid at the
appropriate rate specified in the relevant Premier’s Department Circular as specified from time to
time, provided the Audit Office is satisfied that:

8.4.1.1 the time worked is directed overtime,

8.4.1.2 the employee properly and reasonably incurred expenditure in obtaining the meal
in respect of which the allowance is sought,

8.4.1.3 where the employee was able to cease duty for at least 30 minutes before or during
the working of overtime to take the meal, the employee did so, and

8.4.14 overtime is not being paid in respect of the time taken for a meal break.

Where an allowance payable under this clause is insufficient to reimburse the employee the cost
of a meal, properly and reasonably incurred, the Audit Office shall approve payment of actual
expenses.

Where a meal was not purchased, payment of a meal allowance shall not be made.

Receipts shall be provided to the Audit Office in support of any claims for additional expenses or
when the employee is required to substantiate the claim.
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8.5

9.1

8.4.5

Notwithstanding the above provisions, nothing in this clause shall prevent the Audit Office and
the Association from negotiating different meal provisions.

Provision of Transport in Conjunction with Working of Overtime

8.5.1

8.5.2

8.5.3

For the purpose of this clause, departure or arrival after 8.00 p.m. will determine whether the
provisions of this clause apply.

Departure or arrival after 8.00 p.m. of an employee on overtime does not in itself warrant the
provision of transport. It needs to be demonstrated that the normal means of transport, public or
otherwise, is not reasonably available and/or that travel by such means of transport places the
safety of the employee at risk.

The responsibility of deciding whether the provision of assistance with transport is warranted in
the circumstances set out above rests with the Audit Office Business Unit Leader.

Arrangement of Overtime - where overtime is required to be performed, it should be arranged, as
far as is reasonably possible, so that the employee can use public transport or other normal means
of transport to and from work.

Provision of Taxis - where an employee ceases overtime duty after 8.00 p.m. and public transport
or other normal means of transport is not reasonably available, arrangements may be made for
transport home or to be provided by way of taxi.

9. Miscellaneous

Existing Entitlements

The provisions of this Annexure shall not affect any entitlements existing in the Audit Office at the time
this Award is made, if such provisions are better than the provisions contained in this Award. Such
entitlements are hereby expressly preserved until renegotiated with the Association.

PART 2

MONETARY RATES

Allowances are paid consistent with those published annually that are, at the time of entering into this Award,
included in the relevant Premier’s Department Circular as issued from time to time.

Table 1 - Allowances

As specified in the relevant Premier’s Department Circular as issued from time to time.

D. Chin, Vice President.

Printed by the authority of the Industrial Registrar.
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Relief in TP1 or AP1 position or Principal -
Environmental Education Centre or Hospital School
Grade
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2.1

2.2

2.3

24

2.5

35.  Secondary College of Languages

36.  Educational Paraprofessionals

37.  Chief Education Officers

38. Flexible Work Arrangements for Family, Work and
Care

39.  Australian Professional Standards for Teachers

40.  Area, Incidence and Duration

SCHEDULES

Schedule 1A - Teacher Salaries - Standards Based
Remuneration

Schedule 1B - School Counsellor Salaries — Standards Based
Remuneration

Schedule 1C - Salaries - Home School Liaison Officers/
Aboriginal Student Liaison Officers/ Education
Officers

Schedule 2A - Salaries - Principal Classification Structure -

Schedule 2B - Salaries - Former Principal Classification
Structure

Schedule 3 - Salaries - Other Promotions Classifications in
the Teaching Service

Schedule 4 - Rates of Pay - Casual Teachers and Casual
School Counsellors

Schedule 5 - Other Rates of Pay

Schedule 6 - Rates of Pay - Educational Paraprofessionals

Schedule 7 - Allowances

Schedule 8 - Locality Allowances

Schedule 9 - Excess Travel and Compensation for Travel on
Official Business

Schedule 10 - Special Conditions Covering Home School
Liaison Officers and Aboriginal Student Liaison
Officers

Schedule 11 - Special Conditions Covering Teachers at
Residential Agricultural High Schools

Schedule 12 — Secondary College of Languages —

Schedule 13 — Chief Education Officers

Schedule 14 - Australian Professional Standards for Teachers

2. Dictionary

"Aboriginal Student Liaison Officer" means a person or teacher who has been temporarily appointed to
the position of Aboriginal student liaison officer.

"Accredited" means a teacher who has demonstrated the Professional Teaching Standards at the level of
Proficient, Highly Accomplished or Lead and has been accredited as such by a Teacher Accreditation
Authority.

"Alternate Period" means a period taught by a teacher being a period other than a period which the
teacher is normally timetabled to teach and where the need for the period to be taught arises from the
absence from duty on leave of another teacher.

"Assistant Principal" means a teacher who is appointed as such to assist a principal of a school in the
management of the school.

"Associate Principal” means a teacher appointed as such to be responsible for the management,
organisation, administration, supervision and efficiency of a school, other than P1-P5, where the school
has been linked to a larger school in reasonable proximity and the administrative workload of the
Associate Principal has been reduced.
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2.6

2.7

2.8

2.9

2.10

2.11

2.12

2.13

2.14

2.15

2.16

2.17

2.18

2.19

2.20

2.21

2.22

"Australian Professional Standards for Teachers" means the seven Standards which outline what
teachers should know and be able to do prescribed by the Australian Institute for Teaching and School
Leadership as attached at Schedule 14.

"Authority” means the NSW Education Standards Authority to oversee accreditation and recognition of
a teacher’s professional capacity against the Australian Professional Standards under the Teacher
Accreditation Act.

"Casual Teacher" means a teacher engaged, other than at the Secondary College of Languages, on an
hourly or daily rate of pay in the Teaching Service.

"Conditionally accredited” means a teacher who has been conditionally accredited at the Graduate level
who may have a degree or is in the process of obtaining further education or subject qualifications.

"Core Hours" means the normal daily hours of operation of a school during which classes are conducted
and in a high or central school includes a daily core timetable of eight periods, or the time equivalent.

"Degree" means a course of study in a higher education institution leading to a degree as described in
the Australian Qualifications Framework as at 1 January 1995.

"Department” means the Department of Education.

"Deputy Principal” means a teacher appointed as such who is the deputy to the principal in a school and
who acts as substitute in the absence of the principal and is required to assist generally in the
management of the school and, as required, in the special duties of the principal.

"Diploma" means a course of study in a higher education institution leading to a diploma as described in
the Australian Qualifications Framework as at 1 January 1995.

"Distance Education Centre" means a school established to provide full time or part time programs of
secondary or primary courses to students who cannot normally attend on a daily basis. Provided that
distance education centres can be either stand alone schools or centres attached and integrated into an
existing school.

"District Guidance Officer" means an officer appointed as such in a group of schools who is responsible
to the Secretary or nominee for the guidance service within that group of schools.

"Education Officer" means an officer appointed as such, provided that for appointment the officer must
have an appropriate degree from a higher education institution or other qualifications and experience
which the Secretary determines as satisfying requirements.

"Educational Paraprofessional” means a person or officer employed permanently or temporarily under
the provisions of the Teaching Service Act to work under the guidance of a teacher in the classroom.

"Employee” means a person employed in a classification covered by this award by the Secretary or
delegate under the provisions of the Teaching Service Act on a permanent or temporary basis.

"Environmental Education Centre" means a teaching and learning facility operated by the Department
which students attend to participate in educational programs relevant to all primary and secondary key
learning areas and/or to receive specific instruction in field work, and which provides support to schools
in implementing environmental education.

"Equivalent" when referring to qualifications means those qualifications deemed by the Secretary to be
equivalent to specified qualifications.

"Executive Principal, Connected Communities" means a person or officer employed temporarily under

the provisions of the Teaching Service Act 1980 to lead the schools selected by the Department to
participate in the Connected Communities strategy for the period of the operation of that strategy.

-52 -



N.S.W. INDUSTRIAL GAZETTE — Vol. 397 29 November 2024

2.23

2.24

2.25

2.26

2.27

2.28

2.29

2.30

231

2.32

2.33

2.34

2.35

"Executive Director Connected Communities" means a person who is responsible for leadership and
implementation of the Connected Communities strategy in the Department.

"Federation™ means the Australian Education Union NSW Teachers Federation Branch.

"General Secretary” means the General Secretary of the Australian Education Union NSW Teachers
Federation Branch.

"Graduate" means a person who has obtained a degree from a higher education institution or possesses
qualifications determined by the Secretary to be equivalent to such a degree.

"Graduate Teacher salary" means the salaries at Step 1 and Step 2 of the teacher salary scale which
apply to teachers who have undertaken an approved initial teacher education program and met the
Australian Professional Standards for Teachers at the Graduate level. It is mandatory for new teachers to
be provisionally or conditionally accredited at Graduate teacher level to be approved for teaching in
NSW.

"Graduate Diploma" means a course of study in a higher education institution leading to a graduate
diploma as described in the Australian Qualifications Framework as at 1 January 1995.

"Head Teacher" means a teacher who is appointed as such in a high school, distance education centre or
central school, and is responsible to the principal for the program of work in a designated subject or
learning area and the coordination of the work of classes in that area. The head teacher also exercises
supervision over and gives advice and direction, when necessary, to other teachers in the subject or
learning area in addition to their teaching duties. Provided that head teachers may be appointed with
specific designated responsibilities, including:

2.29.1 Head teacher (female students) advises female school students and promotes their interests in a
high school or a secondary department of a central school where the enrolment of female school
students in the school or department exceeds 500.

2.29.2 Head teacher (welfare) assists the principal and or deputy principal in the area of student welfare.
Head teacher (welfare) includes head teacher (welfare) - residential agricultural high schools.

2.29.3 Head teacher (administration) is responsible for assigned duties associated with the general
administration of the school.

"Higher Education Institution” means a university or other tertiary institution recognised by the
Secretary which offers degrees, diplomas or teacher education courses.

"Highly Accomplished/Lead Teacher" means a teacher who has demonstrated the Australian
Professional Standards for Teachers at the Highly Accomplished or Lead level and is accredited as such
by a Teacher Accreditation Authority.

"Home School Liaison Officer" means a person or teacher who has been temporarily appointed to the
position of home school liaison officer.

"Industrial Relations Commission" means the Industrial Relations Commission of New South Wales,
established by the Industrial Relations Act 1996.

"In Lieu of Duties" means duties undertaken by a teacher for a teacher absent from the classroom on
duty elsewhere or performing other duties when that teacher is relieved of part of their regular face to
face teaching load through variations in school organisation.

“Leader, Psychology Practice” means a person appointed to lead a team of Senior Psychologists
Education to implement professional practices consistent with the standards of the Department and the
Psychology Board of Australia. The Leader, Psychology Practice develops and implements strategies to
enhance psychology services in schools, including professional development and support for the school
counselling workforce.
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2.36

2.37

2.38

2.39

2.40

241

2.42

2.43

2.44

2.45

2.46

2.47

2.48

2.49

2.50

2.51

2.52

2.53

"Network" means a group of principals with a Director Educational Leadership.

“Non-school based teacher” means a person or officer who is employed in a full time or part time
position, either temporarily or permanently, under the provisions of the Teaching Service Act and the
Teacher Accreditation Act, in the classification of Senior Education Officer Class 1, Senior Education
Officer Class 2 or Principal Education Officer.

"Officer" means and includes all persons permanently employed in the Teaching Service under the
provisions of the Teaching Service Act and who, on the date of commencement of the award, were
occupying one of the positions covered by the award or who, after that date, are appointed to one of
these positions.

"Parties" means the Department and the Federation.

"Performance and development process” is an annual process for the continuous development of a
skilled and effective workforce, which includes an annual performance and development plan.

"Period" means, in a high or central school, a 40 minute teaching period.

"Principal” means a teacher appointed as such to be responsible for the management, organisation,
administration, supervision and efficiency of a school and all departments in a school. A principal does
not include a teacher in charge of a school.

“Professional Practice Framework (PPF)” means the core capabilities which outline what school
counsellors should know and be able to do to guide their professional practice as a psychologist.

"Proficient Teacher salary™ means the salaries at Step 3 through to Step 7 of the teacher salary scale
which apply to teachers who are accredited at the level of Proficient. A Proficient Teacher has
demonstrated the Australian Professional Standards for Teachers at the Proficient level and is accredited
as such by a Teacher Accreditation Authority.

"Provisionally accredited" means a teacher who has been provisionally accredited at the Graduate level
who has successfully completed an initial teacher education program endorsed by the Board.

“Psychology Board” means the Psychology Board of Australia or successor organisation.

"Purpose of Funding for the Principal Classification" means the funding model consisting of a base
student allocation, equity loadings and targeted (individual student) funding. The amount of funding
allocated to a school determines the level of school complexity.

"Residential Agricultural High School" means a school classified as such by the Secretary.

"School™" means a Department school or other centre, where instruction is provided by the Department,
excluding an institute and including any place designated as part of, or as an annex to, such school.

"School Counsellor" means a teacher with an equivalent of four years training and a major in
psychology who has responsibility for providing schools with advice and support in matters relating to
student academic and personal development, welfare and discipline and provides psychological and
other testing as required.

“School Counsellor, Advanced Certification” means a School Counsellor as defined at 2.50 who has
also attained Advanced Certification against the PPF, holds general registration with the Psychology
Board, accreditation at proficient and has completed one year of full time service at SC5.

"Schools for Specific Purposes” (SSPs) for the purpose of the award are schools which are classified as
such by the Secretary and are established under the Education Act 1990 to provide education for
students with disabilities as listed in subclause 2.61.

"Secretary" means the Secretary, Department of Education.
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2.54

2.55

2.56

2.57

2.58

2.59

2.60

2.61

2.62

2.63

2.64

2.65

2.66

2.67

2.68

"Senior Psychologist Education" means an officer appointed to provide professional leadership and
clinical supervision to a school counselling team and who has a leadership role as part of the networked
specialist centres.

"Service" means continuous service, unless otherwise specified in the award.

"Supervisor of Female Students" means a female teacher appointed as such to advise female students
and to promote their interests in a high school or secondary department of a central school where the
school or department does not qualify for the appointment of a head teacher (female students).

"Teacher" means a person or officer employed permanently or temporarily in a full time or part time
teaching position, other than at the Secondary College of Languages, under the provisions of the
Teaching Service Act and appointed to a school. Unless otherwise specified in the award, a teacher will
include a school teacher in training.

"Teacher Accreditation Act" means the Teacher Accreditation Act 2004.

"Teacher Accreditation Authority" means the person or body delegated by the Secretary of the
Department of Education under the Teacher Accreditation Act to accredit in government schools.

"Teacher in Charge (Schools)" means a teacher in charge of a centre not designated as a school
determined by the Secretary where a principal is not appointed.

"Teacher in Charge of Residential Supervision of Agricultural High Schools” means a teacher selected
by the principal to be responsible for the supervision and administration of additional duties relating to
school student residence in residential agricultural high schools.

"Teachers of Students with Disabilities” means school teachers appointed to schools for specific
purposes, or support classes in primary or high schools established to provide education for students
with disabilities and including appointments as itinerant support teacher, as follows:

2.62.1 students with: mild intellectual disabilities (IM); moderate intellectual disabilities (10); severe
intellectual disabilities (IS); behaviour disorders (BD); emotional disabilities (ED); hearing
impairments (H); language disabilities (L); physical disabilities (P); severe reading (R), vision
impairments (V); and

2.62.2 students in: an early childhood intervention program (EC); hospital schools, Royal Far West
School, Stewart House (W); and community care programs (CT).

"Teaching Principal" means a teacher appointed as such to be responsible for the management,
organisation, administration, supervision and efficiency of a school, other than P1-P5, whose duties
include classroom teaching.

"Teaching Service Act" means the Teaching Service Act 1980.
"Temporary Teacher" means a person employed, other than at the Secondary College of Languages, in
one engagement full time for four weeks or more or in one engagement for one to four days per week

for two terms or more.

"Temporary Employee” means and includes all persons employed on a temporary basis, other than on a
casual or part time casual basis under the Teaching Service Act.

"Trained Teacher" means a teacher who has satisfactorily completed a prescribed course of training at a
higher education institution, or such other course or courses which the Secretary determines as
satisfying requirements for classification as a teacher.

"Year Adviser" means a teacher appointed to assist Year 7-12 students in every high school or every
central school which has a secondary department.
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2.69 "Year 12 Relieving Period" means a relieving period required to be undertaken by a teacher when that
school teacher has been relieved of their timetabled Year 12 face to face teaching duties after Year 12
students leave school to sit for the Higher School Certificate Examination in Term 4 of each year.

3. Salaries

Teachers

3.1 Salaries and rates of pay for teachers, education officers, home school liaison officers, Aboriginal
student liaison officers, school counsellors, Secondary College of Languages and chief education
officers shall be paid in accordance with this clause and Schedules 1A, 1B, 1C, 4, 5, 12 and 13. These
salaries will be increased by:

3.1.1 3% from the first pay period commencing on or after 9 October 2024; and
3.1.2 3% from the first pay period commencing on or after 9 October 2025; and
3.1.3 3% from the first pay period commencing on or after 9 October 2026.

Principals

3.2 Salaries and rates of pay for principals will be paid in accordance with this clause and Schedules 2A and
2B. Salaries under these schedules will be increased by:

3.2.1 3% from the first pay period commencing on or after 9 October 2024; and

3.2.2 3% from the first pay period commencing on or after 9 October 2025; and

3.2.3 3% from the first pay period commencing on or after 9 October 2026.
Other Promotions Classifications in the Teaching Service

3.3 Salaries and rates of pay for the officers and temporary employees will be paid in accordance with this
clause and Schedule 3. Salaries under these schedules will be increased by:

3.3.1 3% from the first pay period commencing on or after 9 October 2024; and
3.3.2 3% from the first pay period commencing on or after 9 October 2025; and
3.3.3 3% from the first pay period commencing on or after 9 October 2026.
Allowances
3.4 Allowances under this award will be increased by:
3.4.1 3% from the first pay period commencing on or after 9 October 2024;
3.4.2 3% from the first pay period commencing on or after 9 October 2025; and
3.4.3 3% from the first pay period commencing on or after 9 October 2026.
Teachers

3.5 The rates of pay for teachers will be in accordance with the teacher’s level of accreditation on
commencement of employment.

3.5.1 A teacher with accreditation at Graduate will commence on the Step 1 salary.

3.5.2 A teacher with accreditation at Proficient will commence on the Step 3 salary.
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3.6

3.7

3.8

3.9

3.10

3.11

3.12

3.5.3 A teacher with accreditation at Highly Accomplished/Lead will commence on the Highly
Accomplished/Lead Teacher salary.

The salary steps are as follows:

Step 1 (Graduate)
Step 2 (Graduate)
Step 3 (Proficient)
Step 4 (Proficient)
Step 5 (Proficient)
Step 6 (Proficient)
Step 7 (Proficient)
Highly Accomplished/Lead Teacher | (Highly Accomplished/Lead)

Salary progression from Step 1 to Step 2 will take effect from the first full pay period after the
completion of one year of full time service at Step 1 subject to the officer’s satisfactory performance of
their duties and demonstrating continued efficiency in teaching practice via an annual performance and
development process.

Salary progression from Step 2 to Step 3 will take effect from the first full pay period after confirmation
of Proficient accreditation by the Teacher Accreditation Authority for teachers who have been employed
for a minimum of one year full time at Step 2 and subject to the officer’s satisfactory performance of
their duties and demonstrating continued efficiency in teaching practice via an annual performance and
development process. For those teachers who have confirmation of accreditation at Proficient but do not
have one year full time service, progression from Step 2 to Step 3 will take effect from the first full pay
period after the completion of one year of full time service.

Salary progression from Step 3 to Step 4, Step 4 to Step 5, Step 5 to Step 6 and from Step 6 to Step 7
will take effect from the first full pay period after the completion of one year of full time service at each
Step for those teachers who continue to meet the requirements of Proficient accreditation, including
maintenance and subject to the officer’s satisfactory performance of their duties and demonstrating
continued efficiency in teaching practice via an annual performance and development process.

Salary progression from Step 7 to Highly Accomplished/Lead teacher will take effect from the first full
pay period after confirmation of Highly Accomplished/Lead accreditation by the Teacher Accreditation
Authority for teachers who have been remunerated at Step 7 for a minimum of one year full time and
subject to the officer’s satisfactory performance of their duties and demonstrating continued efficiency
in teaching practice via an annual performance and development process. For those teachers who have
confirmation of accreditation at Highly Accomplished/Lead but do not have one year of full time service
at Step 7, progression from Step7 to Highly Accomplished/Lead Teacher will take effect from the first
full pay period after the completion of one year of full time service at Step 7

For the purpose of salary progression, one year of full time service is 203 days.

Payment of salaries under this clause is conditional upon a teacher maintaining the appropriate level of
accreditation.

Salaries and rates of pay for teachers will be paid in accordance with subclauses 3.5 to 3.11 and
Schedule 1A.

School Counsellors

3.13

The rates of pay for school counsellors will be in accordance with the school counsellor’s level of
registration and/or teachers accreditation on commencement of employment.

3.13.1 A school counsellor with eligibility for registration with the Psychology Board will commence
on the SC1 salary.
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3.14

3.15

3.16

3.17

3.18

3.19

3.13.2 A school counsellor with a minimum of provisional registration with the Psychology Board will
commence on the SC2 salary.

3.13.3 A school counsellor with evidence against the PPF, general registration with the Psychology
Board will commence on the School Counsellor Advanced Certification salary.

3.13.4 A school counsellor who is an existing teacher with the Department at the time of commencing
employment as a school counsellor will be paid no less than the applicable classroom teacher rate
from Schedule 1A, up to a maximum of Step 7, on commencement as a school counsellor.

The salary structure is as follows:

SC1 Eligibility for registration with the Psychology Board

SC2 Established Certification against the PPF and a minimum of Provisional
registration with the Psychology Board.

SC3 (Established Certification)

SC4 (Established Certification

SC5 (Established Certification)

School Counsellor Advanced Certification against the PPF, full registration by the

Advanced Certification | Psychology Board and accreditation at proficient by NESA.

Salary progression from SC1 to SC2 will take effect from the first full pay period after confirmation of
Established Certification against the PPF and a minimum of provisional registration with the
Psychology Board for school counsellors who have been employed for a minimum of one year full time
and subject to the satisfactory performance of their duties demonstrated via an annual performance and
development process. For those school counsellors who have confirmation of Established Certification
against the PPF and a minimum of provisional registration with the Psychology Board but do not have
one year full time service, progression from SC1 to SC2 will take effect from the first full pay period
after the completion of one year of full time service.

Salary progression from SC2 to SC3, from SC3 to SC4 and from SC4 to SC5 will take effect from the
first full pay period after the completion of one year of full time service for those school counsellors
who continue to meet the requirements of registration with the Psychology Board and subject to the
satisfactory performance of their duties demonstrated via an annual performance and development
process.

Salary progression from SC5 to School Counsellor Advanced Certification will take effect from the first
full pay period after Advanced Certification against the PPF in accordance with the procedures
implemented by the Department, full registration by the Psychology Board and accreditation at
Proficient or higher by NESA for school counsellors who have been remunerated at SC5 for a minimum
of one year full time and subject to satisfactory performance of their duties demonstrated via an annual
performance and development process. For those school counsellors who have Advanced Certification
against the PPF in accordance with the procedures implemented by the Department, full registration by
the Psychology Board and accreditation at Proficient or higher by NESA but do not have one year of full
time service at SC5, progression from SC5 to School Counsellor Advanced Certification will take effect
from the first full pay period after the completion of one year of full time service at SC5.

For the purpose of salary progression, one year of full time service is 203 days.

Payment of salaries under this clause is conditional upon a school counsellor maintaining the
appropriate level of registration/certification/accreditation.

Salaries and rates of pay for school counsellors will be paid in accordance with subclauses 3.13 to 3.18
and Schedule 1B.

HSLO/ASLO/Education Officers — Salary Scale

3.20

Home School Liaison Officers, Aboriginal Student Liaison Officers and Education Officers who are not
eligible for standards based remuneration will be remunerated on the salary scale at Schedule 1C.
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3.21

3.22

Salaries and rates of pay for HLSO’s/ASLO’s/EO’s will be paid in accordance with subclauses 3.21 to
3.22 and SchedulelC.

Minimum salaries on commencement of employment and maximum salaries for those classifications
remunerated on the salary scale in Schedule at 1C are set out in the table below:

Classification Minimum starting Maximum salary
salary
Education officers and Aboriginal student liaison officers:
Non graduates Step 5 Step 13
Graduates without teacher training Step 5 Step 13
Graduates with five years of training Step 6 Step 13

Subject to clause 6, Salary Progression and Maintenance, clause 21, Calculation of Service, officers and
temporary employees will progress without change to their incremental date by way of annual
increments to Step 13 on the salary scale as set out in Schedule 1C.

Principal Classification Structure

3.23

3.24

3.25

3.26

3.27

3.28

3.29

Principals will be classified as follows and paid in accordance with Schedule 2A.

3.231 Teaching Principal (TP1) or Associate Principal
3.23.2 Teaching Principal (TP2) or Associate Principal
3.23.3 Principal 1 (P1)
3.234 Principal 2 (P2)
3.235 Principal 3 (P3)
3.23.6 Principal 4 (P4)
3.23.7 Principal 5 (P5)

The rate of pay for a principal will provide for a base principal salary and a complexity loading for
principals in the classifications of P2, P3, P4 and P5.

The principal classification is derived from the school funding allocation as prescribed by the Purpose of
Funding for the Principal Classification document.

An annual review of funding thresholds will take place linked to the release of the school funding
allocations and from the previous school year.

Base salaries and complexity loadings will be adjusted where applicable in accordance with subclause
3.2.

In circumstances where the application of the school funding allocation to a school results in a higher
principal classification, the principal will, while they remain at that school, receive the new salary
effective from Day 1, Term 1 of the following year.

In circumstances where the application of the school funding allocation to a school results in a lower
principal classification, the principal will, while they remain at that school, retain their classification,
complexity loading and salary for a period of three years effective from Day 1, Term 1 of the following
year.

At the end of the three year period, the principal’s classification, complexity loading, and salary will
revert to the relevant level in accordance with Schedule 2A.
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3.30 Principals who hold a substantive principal position and choose to remain on the former principal

4.1

4.2

4.3

4.4

45

4.6

5.1

5.2

53

classification structure will be remunerated according to Schedule 2B under the previous enrolment
based classification and review procedure with salaries increased in accordance with subclause 3.2.

4. Deduction of Union Membership Fees

The union will 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.

The union will 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.

Subject to 4.1 and 4.2 above, the employer must 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.

Monies so deducted from employees’ pay must 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.

Unless other arrangements are agreed to by the employer and the union, all union membership fees must
be deducted on a fortnightly basis.

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 will be read as requiring the employee to make a
fresh authorisation in order for such deductions to continue.

5. Allowances
Allowances will be paid in accordance with this clause and Schedules 7 and 8. Allowances in terms of
Schedule 7 will be paid to officers and or temporary employees in the circumstances set out in
subclauses 5.2 to 5.7 inclusive.

In lieu of evening work, weekend work, travel time (where applicable) and all additional duties and
responsibilities involved to:

5.2.1 Home school liaison officers and Aboriginal student liaison officers.
5.2.2 Teachers in charge
5.2.3 Year advisers.
5.2.4 Teachers other than the principal appointed to teach classes of students with disabilities.
5.2.5 Principals of schools designated by the Secretary as schools for specific purposes.
5.2.6 The Principal of Stewart House.
5.2.7 The deputy principal (primary) or assistant principal of a central school.
In demonstration schools to:
5.3.1 principals -
Former PP1 and PP2 schools, classified as such prior to 1 January 2016, which receive the

allowance under subclause 5.3.1 will continue to be paid this allowance for the duration of this
award.
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5.4

5.5

5.6

5.7

5.8

5.9

5.3.2 other promotions positions; and

5.3.3 trained teachers.

In schools where there is a requirement for demonstration lessons to be taken to:

5.4.1 teachers, for each demonstration lesson in excess of two in any term actually given by them; and

5.4.2 teachers at any other school at which demonstration lessons are given in respect of authorised
demonstration lessons for:

each half hour lesson; or
each 40 minute lesson involving secondary students.

5.4.3 provided that payments made to teachers under paragraphs 5.4.1 and 5.4.2 of this subclause are
subject to a maximum per annum payment; and for the purpose of this subclause a demonstration
lesson will mean a lesson authorised by or on behalf of a university given to student teachers, or
a lesson given to another group approved by the Secretary.

In residential agricultural high schools to:

5.5.1 teachers rostered for out of normal hours student supervision;

5.5.2 head teacher (welfare) for residential supervision;

5.5.3 ateacher appointed to be in charge of residential supervision;

5.5.4 principals for on call and special responsibilities; and

5.5.5 deputy principals for on call and special responsibilities.

To supervisors of female students:

5.6.1 Where the average attendance of female students does not exceed 200;

5.6.2 Where the average attendance of female students exceeds 200 but does not exceed 400;

5.6.3 Where the average attendance of female students exceeds 400.

Education officers who have been on top of their appropriate salary scale for a period of twelve months

and have demonstrated to the satisfaction of the Secretary by the work performed and results achieved,

the aptitude, abilities and qualities warranting such payment will receive an additional payment as set
out in Schedule 7 and, after a further twelve months, an additional allowance of the same amount.

Locality and related allowances will be paid as set out in Schedule 8.

To Executive Principals, Connected Communities as set out in Schedule 7 subject to the:

5.9.1 completion by the Executive Principal, Connected Communities of five (5) years of service in
that position; and

5.9.2 satisfactory performance of the Executive Principal, Connected Communities in that position at
the end of the five year period as determined by the Executive Director, Connected
Communities; and

5.9.3 on completion of each subsequent five years of service in that position subject to the provisions
of 5.9.2 above.
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6.1

6.2

6.3

6.4

6.5

7.1

8.1

8.2

8.3

8.4

8.5

8.6

6. Salary Progression and Maintenance

Salary progression for teachers under standards based remuneration will occur in accordance with the
provisions of subclauses 3.5 to 3.12.

Salary progression for school counsellors under standards based remuneration will occur in accordance
with the provisions of subclauses 3.13 to 3.19.

All progression for temporary teachers is subject to the provisions of subclause 22.4 of clause 22,
Temporary Teachers.

Those officers prescribed at subclause 3.20 will be entitled to progress along or be maintained on the
salary scale after each 203 days of service subject to the officer’s satisfactory performance of their
duties and demonstrating continuing efficiency in teaching practice via an annual performance and
development process.

A temporary teacher relieving in a TP1 or AP1 position or Principal - Environmental Education Centre
or Hospital School or Grade 1 position under clause 24, Relief in TP1 or APl or Principal -
Environmental Education Centre or Hospital School or Grade 1 Positions, will be entitled to be
maintained at that salary level subject to the provisions of subclause 22.4 of clause 22, Temporary
Teachers.

7. Performance and Development Processes for Teachers

The Performance and Development Framework for principals, executives and teachers, jointly
developed by the parties, applies to employees covered by this award.

8. Salary Packaging

For the purposes of this clause "salary" means the salary or rates of pay prescribed by Schedules 1A, 1B,
1C, 2A, 2B, 3, 4, and 5 of this award and any allowances paid to an employee which form part of the
employee’s salary for superannuation purposes.

An employee may, by agreement with the employer, enter into a salary packaging arrangement
including salary sacrifice to superannuation where they may convert up to 100% of their salary to other
benefits.

Any pre-tax and post-tax payroll deductions must be taken into account prior to determining the amount
of salary available to be packaged. Such payroll deductions may include but are not limited to,
compulsory superannuation payments, HECS payments, child support payments, judgment
debtor/garnishee orders, union fees, health fund premiums.

The terms and conditions of the salary packaging arrangement, including the duration as agreed between
the employee and employer, will be provided in a separate written agreement, in accordance with the
Department’s salary packaging guidelines. Such agreement must be made prior to the period of service

to which the earnings relate.

Salary packaging must be cost neutral for the employer. Employees must reimburse the employer in full
for the amount of:

8.5.1 any fringe benefits tax liability arising from a salary packaging arrangement; and

8.5.2 any administrative fees.

Where the employee makes an election to salary package the following payments made by the employer
in relation to an employee will be calculated by reference to the annual salary which the employee

would have been entitled to receive but for the salary packaging arrangement:

8.6.1 Superannuation Guarantee Contributions;
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9.1

9.2

10.1

111

11.2

11.3

12.1

13.1

13.2

13.3

8.6.2 any salary-related payment including but not limited to allowances and workers compensation
payments; and

8.6.3 payments made in relation to accrued leave paid on termination of the employee’s employment
or on the death of the employee.

9. Initial Appointments

All initial appointments must be on the basis of merit.

The initial appointment of all officers will be for a minimum probationary period of one year.

Confirmation of an officer’s permanent appointment will depend on the officer meeting the

Department’s requirements for permanent appointment current at that time.

10. Teaching in More Than One Location

Teachers may be programmed to teach in more than one location.

10.1.1 Where this occurs there will be full consultation with the affected teacher or teachers,
including sufficient notice and any specific needs of the affected teacher or teachers will
be taken into account.

10.1.2 A teacher who is appointed to a school and is programmed to teach in more than one
school will be entitled to the travel compensation provisions at Part B of Schedule 9,
Excess Travel and Compensation for Travel on Official Business.

11. Deferred Salary Scheme

Officers may seek to join the Department’s deferred salary scheme.

Successful applicants may defer twenty per cent of their salary for the first four years and be paid the
deferred salary in the fifth year.

The deferred salary scheme does not apply to temporary teachers.
12. Compensation for Travel on Department Business

Where an employee is required and authorised to travel on Department business in the performance of
their duties, compensation for travel will be determined in accordance with the provisions of Schedule
9- Excess Travel and Compensation for Travel on Official Business.

13. Assessment and Reporting and Quality of Educational Outcomes
The following will be implemented:
13.1.1 annual school reports and associated school self-evaluation and improvement programs;
13.1.2 school development policy;
13.1.3 the Higher School Certificate;
These will be subject to the protocols agreed to in 1997 in relation to Annual School Self-Evaluation,
Annual School Reporting and external test data (contained in Matter No. IRC 3925/97 as tabled in the
Industrial Relations Commission).
The parties agree to negotiate on variations, if any, to the policies and procedures in place at the

commencement of the award, relevant to annual school reports, school self-evaluation committees and
school reviews.
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14.1

14.2

15.1

15.2

15.3

154

155

15.6

15.7

16.1

16.2

14. Teacher Efficiency Process

The Teacher Improvement Programs relevant to each classification under this award will apply to all
employees.

Any changes to existing procedures or the development of new procedures will be the subject of
consultation between the parties.

15. Teaching Hours for Years 11 and 12

The purpose of this clause is to increase the delivery of Vocational Education and Training in schools
and to enhance the curriculum opportunities available for post compulsory secondary students arising
from the new Higher School Certificate.

A secondary school must have core hours sufficient to operate an eight by 40 minute period timetable
per day (or its equivalent).

A principal will arrange for timetabling of classes for the year (or other period over which a school’s
timetable may apply) to maximise the extent to which the curriculum preferences of Year 11 and 12
students can be satisfied to meet the purpose expressed in subclause 15.1 above.

In addition to the core hours a principal may timetable classes for Years 11 and 12 outside core
timetable hours between 7.30am and 5.30pm Monday to Friday, where not to do so would unnecessarily
restrict Year 11 and 12 student course choice, provided that:

15.4.1 the principal has consulted with the school community; and

15.4.2 has taken into account the issues of course access for Year 11 and 12 students, parental
concerns and practical matters relating to the operation of classes at such times.

A teacher must not unreasonably refuse to teach classes at this time.
Provided that the overall hours of duty of the school teacher will not be exceeded, a teacher timetabled
in accordance with this clause and working beyond the core timetable hours will be entitled to an
equivalent period of core timetabled time off during the week for the time beyond the core time so
taught. Wherever possible, the time off should be at the beginning or end of the core hours of the school
day.
A teacher will not be required to be timetabled both before and after the core hours on any given day.

16. Allocation of Duties in High Schools

Teachers (other than teachers in training), head teachers and deputy principals in high schools may be
required to teach the following periods (or their time equivalent):

Classification Teaching periods per week |Periods per week, as determined
by the principal, for sport
(refer to subclause 16.6)

Teachers in High Schools 28 up to 3
Head Teachers in High Schools 22 up to 3
Deputy Principals in High Schools 14 up to 3

A principal may require a teacher (other than a teacher in training), head teacher or deputy principal in
high schools to relieve an absent colleague by working the following alternate periods as defined in
subclause 2.3:

Classification Additional Alternate Periods

per term
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16.3

16.4

16.5

16.6

16.7

171

17.2

18.1

18.2

18.3

Teachers in High Schools Upto6
Head Teachers in High Schools Upto5
Deputy Principals in High Schools Upto3

Provided that such alternate periods will be allocated:

16.3.1 with due regard to the non-teaching duties required to be performed by the teacher, head
teacher or deputy principal; and

16.3.2 as far as possible to a teacher, head teacher or deputy principal in the same faculty as that
of the absent teacher.

Nothing in subclauses 16.1 to 16.3 will preclude a teacher from working school generated or other
alternate periods on a voluntary basis where the exigencies of the work and the welfare of the students
SO require.

Teachers may, at the discretion of the principal, be required to take "in lieu of" classes as defined in
subclause 2.34.

In lieu of requiring a teacher to supervise sporting activity in accordance with subclause 16.1 of this
clause, a principal of a school, with the agreement of the teacher or teachers concerned, may make
provision for that teacher or teachers to undertake two periods of alternate face to face teaching duties
during weekdays or to undertake sports supervision on weekends.

A principal may require all teachers with Year 12 classes to take, from the time Year 12 students leave
to sit for their Higher School Certificate examinations in Term 4 of each year, up to 50 per cent of their
timetable load of Year 12 classes as Year 12 relieving periods. So far as possible, periods will be
allocated to a teacher in the same faculty as that of the absent teacher.

17. Teaching Outside Normal School Hours
A principal, with the agreement of the teacher or teachers concerned, may make provision for
timetabling of certain classes other than Years 11 and 12 classes beyond the core hours of operation of a
school and for teachers to work within those extended hours. Provided that the overall hours of duty of
the teacher must not be exceeded.
A teacher commencing or finishing duty before or after the required attendance for the core hours at the
school, will be entitled to an equivalent period of time off during the week. Wherever possible, the time
allocated in lieu of extended duty should be at the beginning or end of the core hours of the school day.

18. Alternative Work Organisation

Except as provided in clause 10, Teaching in More Than One Location; clause 15, Teaching Hours for
Years 11 and 12; or clause 17, Teaching Outside Normal School Hours:

The parties agree to provide options which facilitate alternative work organisations in schools.

Teaching staff in a school or other workplace may seek to vary its organisation in order to improve
students' learning conditions and or to improve teachers' working conditions, provided that:

18.3.1 the proposal can be implemented within the school's or workplace's current staffing entitlement;

18.3.2 the proposal has the concurrence of the principal (or other responsible officer) and the majority of
the staff;

18.3.3 the teachers directly affected by the proposal concur;

18.3.4 consultation with staff, parents, students and relevant community groups is undertaken where
appropriate;
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19.1

19.2

20.1

20.2

211

221

22.2

18.3.5 consideration is given to equity and gender and family issues involved in the proposal;

18.3.6 proposed variations in work arrangements are in writing and approved by the Secretary or
nominee and Federation organiser or state office director and senior officer of the Federation,
prior to implementation;

18.3.7 if either party believes that the proposed variation in work organisation is in conflict with the
provisions of the award, then the proposal will be forwarded to the Alternative Work
Organisation Committee, consisting of two senior officers of the Department and of the
Federation, or nominees, to review the proposals developed;

18.3.8 where the Alternative Work Organisation Committee considers a proposed variation in work
arrangements which complies with 18.3.1 to 18.3.6 above conflicts with the provisions of the
award the parties may apply to the Industrial Relations Commission to vary the award by
consent; and

18.3.9 the parties agree to continue to trial and review pilots on work organisation in schools to facilitate
flexibility in order to respond to increasing student enrolments.

19. Teachers Appointed to More Than One School
Where in any school a teacher cannot be, or has not been, allocated a complete teaching load the teacher
may be appointed to teach in more than one school. Such teachers include teacher librarians and teachers

of English as a second language.

A teacher appointed to two or more schools will be entitled to the travel compensation and excess travel
provisions of Part A of Schedule 9, Excess Travel and Compensation for Travel on Official Business.

20. Qualifications, Recruitment and Training

The minimum academic qualifications, vocational experience and or industrial experience and teacher
training requirement for appointment as a teacher or other officer will be determined by the Secretary.

The Secretary will determine the procedures and mode of appointment for the recruitment of teachers
from persons with an appropriate mix of academic qualifications, teacher training and or
industry/vocational experience during or prior to the completion of appropriate academic qualifications
or teacher training.

21. Calculation of Service

In calculating the years of service for the purposes of this award, the following will not be taken into
account:

21.1.1 any time period during which an employee is not eligible to progress by reason of failure to
satisfy any condition attaching to salary progression under this award;

21.1.2 any leave of absence without pay exceeding five days in any year of service;

21.1.3 any time period necessary to give full effect to a reduction in salary imposed by the Secretary
under the provisions of the Teaching Service Act 1980.

22. Temporary Teachers

From January 2001, temporary teachers were entitled to pro rata salary and conditions of permanent
teachers, other than the provisions at clause 11, Deferred Salary Scheme.

The Department will maintain the following practice: when a teacher has occupied a single substantive

part time position for more than two years and it is expected that the position will continue, the teacher
may apply for conversion to permanent part time status in that position.
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22.3

22.4

22.5

23.1

23.2

23.3

234

235

23.6

23.7

23.8

23.9

The Department will seek to maximise the filling of vacancies in schools by the appointment of
permanent teachers, including permanent part time teachers, where reasonably practical.

Subject to the provisions of clause 21, and the temporary teacher/school counsellor demonstrating
continuing efficiency in teaching / counselling practice via an annual performance and development
process, satisfactory performance and professional growth, will be entitled to be maintained on the
salary level for a promotions position after each 12 months of service. Salary progression for temporary
teachers and school counsellors under standards based remuneration will occur in accordance with the
provisions of subclauses 3.5 to 3.12 and 3.13 to 3.19 respectively.

Subject to the provisions of clause 21, and demonstrating continuing efficiency in teaching practice via
an annual performance and development process, satisfactory performance and professional growth,
those employed temporarily in classifications prescribed at subclause 3.20 will be entitled to progress or
to be maintained on the salary level for a promotions position after each 12 months of service or to
progress to the next step of the salary scale following the completion of 203 days of service irrespective
of breaks in that service.

23. Casual Teachers and Casual School Counsellors

The rates of pay for casual teachers and casual school counsellors are set out in Schedule 4, Table 1 and
Table 2.

The daily hours of engagement for a casual teacher or casual school counsellor, which will be worked
continuously, will be six and one half hours per day, including a 30 minute break during those hours.

The minimum daily engagement for casual teachers and casual school counsellors will be two hours.

Where a casual teacher relieves a teacher who has been timetabled to teach as provided in clause 15,
Teaching Hours for Years 11 and 12, then the provisions of subclause 15.6 and 15.7 of that clause will
apply to the casual teacher provided that the time off can be taken either at the beginning or end of the
six and one half hour period of daily engagement of the casual teacher.

Where a casual teacher or casual school counsellor reports to a school for duty on any day on the basis
of a request by an authorised officer and is then advised that their services are not required, the casual

teacher will be entitled to receive payment for one half of one day’s pay at the appropriate rate in
Schedule 4, Table 1 and Table 2.

The rates of pay of casual teachers and casual school counsellors are loaded by 5 per cent to be inclusive
of the following incidents of employment: sick leave, family and community service leave, special leave
and leave loading. Entitlements under the Long Service Leave Act 1955 and Determination 5 of 2006,
Casual School Teachers Adoption, Bereavement, Maternity, Parental and Personal Carer’s Entitlements
or its successor, are not affected.

Casual teachers will receive either a CT1, CT2 or CT3 rate of pay as provided for in Table 1 of Schedule
4 in accordance with their accreditation. Accreditation requirements for teachers are prescribed at
subclause 3.5.

Casual teachers who commence work at the CT1 rate of pay will be required to work for a minimum of
the full time equivalent of two years before being eligible to receive the CT2 rate of pay if they have
attained the relevant accreditation. Casual teachers will be required to work for a further minimum of
the full time equivalent of two years before being eligible to receive the CT3 rate of pay provided they
have maintained the relevant accreditation.

Casual school counsellors with receive either a CSC1 or CSC2 rate of pay as provided for in Table 2 of

Schedule 4 in accordance with their registration. Registration requirements for school counsellors are
prescribed at subclause 3.13.
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23.10 Casual school counsellors who commence work at the CSC1 rate will be required to have 203 days of

service, provisional registration and Established Certification against the PPF before being eligible to
receive the CSC2 rate.

24. Relief in TP1 or AP1 Position or Principal - Environmental Education Centre or Hospital School

241

24.2

251

25.2

25.3

26.1

26.2

26.3

Grade 1

Where the qualification period for the payment of higher duties is satisfied:

24.1.1 a casual teacher relieving in a TP1 or AP1 position or as a Principal - Environmental Education
Centre or Hospital School Grade 1 in excess of ten days will be paid the daily rate equivalent as
set out in Schedule 4, Table 3; and

24.1.2 a temporary teacher relieving in a TP1 or AP1 position or as a Principal - Environmental
Education Centre or Hospital School Grade 1 will be paid the salary of the position on a pro rata
basis.

Where a TP1 or AP1 position or a position as a Principal - Environmental Education Centre or Hospital

School Grade 1 has been advertised and there are no available officers in the Teaching Service who

apply for the position, then a casual teacher or a temporary teacher who meets the merit selection criteria

may be appointed to the TP1 or AP1 or Principal - Environmental Education Centre or Hospital School

Grade 1 on a temporary basis for the remainder of the year.

25. Training and Development

The Secretary will schedule each year two days during school time for the purpose of system and school
training and development.

The Secretary will approve additional periods during school time for training and development of staff
in some system priorities.

The Secretary will also provide a program of training and development opportunities for staff outside of
school hours.

26. Multi Skilling
Subject to appropriate qualifications, training and taking into account a teacher’s long term career path
opportunities, the Secretary may make provisions for teachers to extend or vary classifications on a
temporary or permanent basis for:
26.1.1 primary teachers to teach Years 7 and 8 and secondary teachers to teach Years 5 and 6 classes;

26.1.2 secondary teachers to teach across subject areas in high schools; and

26.1.3 secondary or primary teachers to teach in subject areas covered by their qualifications,
notwithstanding faculty organisations.

The Secretary will:

26.2.1 identify such other long term and short term priority areas for multi skilling to meet the needs of
the Department; and

26.2.2 designate any appropriate qualifications and training or course accreditation requirements.

To retrain teachers for identified priority areas, the Secretary will establish appropriate retraining
courses of appropriate content and duration.
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27. Duties as Directed

27.1 The Secretary or delegate, nominee or representative may direct an employee to carry out such duties as
are within the limits of the employee’s skill, competence and training consistent with the classifications
covered by the award and provided that such duties are not designed to promote deskilling.

27.2 The Secretary may direct an employee to carry out such duties and use such tools, materials and
equipment as may be required, provided that the employee has been properly trained in the use of such
tools, materials and equipment.

27.3 Any directions issued by the Secretary pursuant to subclauses 27.1 and 27.2 must be consistent with the
Secretary’s responsibility to provide a safe and healthy working environment.

28. Other Rates of Pay
28.1 Other rates of pay in schools will be paid in terms of Schedule 5.
29. Home School Liaison Officers and Aboriginal Student Liaison Officers - Special Conditions

29.1 Special conditions covering home school liaison officers and Aboriginal student liaison officers are set
out in Schedule 10.

30. Teachers in Residential Agricultural High Schools - Special Conditions
30.1 Special conditions covering teachers at residential agricultural high schools are set out in Schedule 11.
31. Dispute Resolution Procedures
31.1 Subject to the provisions of the Industrial Relations Act 1996, the following procedures will apply:

31.1.1 Should any dispute (including a question or difficulty) arise as to matters occurring in a particular
workplace, then the employee and or the Federation’s workplace representative will raise the
matter with the appropriate principal or supervisor as soon as practicable.

31.1.2 The principal or supervisor will discuss the matter with the employee and or the Federation’s
workplace representative within two working days with a view to resolving the matter or by
negotiating an agreed method and time frame for proceeding.

31.1.3 Should the above procedure be unsuccessful in producing resolution of the dispute or should the
matter be of a nature which involves multiple workplaces, then the employee and or the
Federation may raise the matter with an appropriate officer of the Department, either the
Director, Educational Leadership or at the Executive Director level, with a view to resolving the
dispute, or by negotiating an agreed method and time frame for proceeding.

31.1.4 Where the procedures in paragraph 31.1.3 do not lead to resolution of the dispute, the matter will
be referred to the Chief People Officer of the Department and the Branch Secretary of the
Federation. They or their nominees will discuss the dispute with a view to resolving the matter
or by negotiating an agreed method and time frame for proceeding.

31.2 Should the above procedures not lead to a resolution, then either party may make application to the
Industrial Relations Commission of New South Wales.

32. No Further Claims
32.1 The Industrial Relations Commission recognises that the parties have provided an undertaking that other
than as provided for in the Industrial Relations Act 1996, there will be no further claims/demands or

proceedings instituted before the NSW Industrial Relations Commission for extra or reduced wages,
salaries, rates of pay, allowances or conditions of employment with respect to the Employees covered by
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33.1

33.2

33.3

33.4

335

34.1

the Award that take effect prior to the nominal expiry of the Award unilaterally made by a party to this
Award unless otherwise agreed by the parties.

This undertaking does not prevent the Parties from continuing collaborative discussions during the life
of the Award to deliver additional enhancements to remuneration and/or conditions of employment, and
to achieve additional industry wide and systemic efficiencies and productivity improvements in the
delivery of Government services to the public. Changes to conditions or salaries may be jointly
progressed and, if agreed, an application to vary the Award may be made by consent prior to the
nominal expiry of the Award.

33. Anti-Discrimination

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.

It follows that in fulfilling their obligations under the dispute resolution procedures prescribed under
clause 31, 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.

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.

Nothing in this clause is to be taken to affect:
33.4.1 any conduct or act which is specifically exempted from anti-discrimination legislation;
33.4.2 offering or providing junior rates of pay to persons under 21 years of age;

33.4.3 any act or practice of a body established to propagate religion which is exempted under section
56(d) of the Anti-Discrimination Act 1977; and

33.4.4 a party to this award from pursuing matters of unlawful discrimination in any state or federal
jurisdiction.

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.

34. Work, Health & Safety
For the purposes of this clause, the following definitions will apply:

34.1.1 A "labour hire business" is a business (whether an organisation, business enterprise, company,
partnership, co-operative, sole trader, family trust or unit trust, corporation and/or person) which
has as its business function, or one of its business functions, to supply staff employed or engaged
by it to another employer for the purpose of such staff performing work or services for that other
employer

34.1.2 A "contract business" is a business (whether an organisation, business enterprise, company,
partnership, co-operative, sole trader, family trust or unit trust, corporation and/or person) which
is contracted by another employer to provide a specified service or services or to produce a
specific outcome or result for that other employer which might otherwise have been carried out
by that other employer’s own employees.
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34.2

34.3

351

35.2

If the employer engages a labour hire business and/or a contract business to perform work wholly or
partially on the employer’s premises, the employer will do the following (either directly, or through the
agency of the labour hire or contract business):

34.2.1 consult with employees of the labour hire business and/or contract business regarding the
workplace occupational health and safety consultative arrangements;

34.2.2 provide employees of the labour hire business and/or contract business with appropriate
occupational health and safety induction training including the appropriate training required for
such employees to perform their jobs safely.

34.2.3 provide employees of the labour hire business and/or contract business with appropriate personal
protective equipment and/or clothing and all safe work method statements that they would
otherwise supply to their own employees; and

34.2.4 ensure employees of the labour hire business and/or contract business are made aware of any
risks identified in the workplace and the procedures to control those risks.

Nothing in this clause is intended to affect or detract from any obligation or responsibility upon a labour
hire business arising under the Work Health and Safety Act 2011 or the Workplace Injury Management
and Workers Compensation Act 1998.

35. Secondary College of Languages
The conditions of employment and rates of pay for employees (that term is defined in clause 2.8 of
Schedule 12) at the Secondary College of Languages are exclusively as provided for in Schedule 12 to
this award.

Such employment under Schedule 12 of this award is separate from any employment addressed
elsewhere in this award under the Teaching Service Act.

36. Educational Paraprofessionals

Provisions to apply from 9 October 2024 to 31 December 2025

36.1

Educational paraprofessionals will be remunerated in accordance with Schedule 6 of this award
depending on their qualifications. Educational Paraprofessionals will be entitled to progress along or be
maintained on the Educational Paraprofessional salary scale after each 203 days of service subject to
demonstrating satisfactory performance.

Provisions to apply from 1 January 2026

36.2

36.3

37.1

37.2

38.1

Clause 36, Educational Paraprofessionals of this award will be non-operational from 1 January 2026.
The classification of Educational Paraprofessional will become obsolete.
37. Chief Education Officers

The conditions of employment and rates of pay for Chief Education Officers are exclusively as provided
for in Schedule 13 to this award.

Such employment under Schedule 13 of this award is separate from any employment under the Teaching
Service Act which is addressed elsewhere in this award.

38. Flexible Work Arrangements for Family, Work and Care

The parties recognise the gendered nature of the teaching profession and commit to flexibility as a key
enabler for those with family, work and care responsibilities. To ensure successful flexible work
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39.1

39.2

40.1

40.2

40.3

arrangements for family, work and care, a shared responsibility between all involved is required.
Department policies and procedures will reflect these responsibilities.

39. Australian Professional Standards for Teachers
The parties agree that the standards used for the determination of teacher salaries under this award will
be the seven standards comprising the Australian Professional Standards for Teachers as at December
2013 and set out in Schedule 14 to this award.
Achievement of these standards will be demonstrated through accreditation and maintenance at the
Proficient teacher level and Highly Accomplished teacher level in line with the requirements of the
Authority.

40. Area, Incidence and Duration

This award rescinds and replaces the Crown Employees (Teachers in Schools and Related Employees)
Salaries and Conditions Award published 20 January 2023 (939 1.G. 1120) and reprinted 24 November
2023 (395 I.G. 1237).

This award replaces and rescinds the Crown Employees (Chief Education Officers - Department of
Education) Salaries and Conditions Award 2021 published 26 February 2021 (389 I.G. 231).

This award will commence on and from 9 October 2024 and remain in force until 8 October 2027.
SCHEDULE 1A

TEACHER SALARIES - STANDARDS BASED REMUNERATION

The following salary scale applies to teachers.

Classification

Salary from first full pay
period to commence on
or after 9.10.2024

Salary from first full pay
period to commence on
or after 9.10.2025

Salary from first full pay
period to commence on
or after 9.10.2026

Accomplished/Lead
Teacher

$ $ $

Increase 3% 3% 3%

Step 1 87,550 90,177 92,882
Step 2 94,155 96,980 99,889
Step 3 98,177 101,122 104,156
Step 4 102,197 105,263 108,421
Step 5 109,315 112,594 115,972
Step 6 117,538 121,064 124,696
Step 7 125,763 129,536 133,422
Highly 133,846 137,861 141,997

SCHEDULE 1B

SCHOOL COUNSELLOR SALARIES -STANDARDS BASED REMUNERATION

The following salary scale applies to school counsellors.

Classification

Salary from first full pay
period to commence on
or after 9.10.2024

Salary from first full pay
period to commence on
or after 9.10.2025

Salary from first full pay
period to commence on
or after 9.10.2026

-72 -

$ $ $
Increase 3% 3% 3%
SC1 98,177 101,122 104,156




N.S.W. INDUSTRIAL GAZETTE — Vol. 397

29 November 2024

Advanced Certification

SC2 102,197 105,263 108,421
SC3 109,315 112,594 115,972
SC4 117,538 121,064 124,696
SC5 144,717 149,059 153,531
School Counsellor 156,294 160,983 165,812

SCHEDULE 1C

HOME SCHOOL LIAISON OFFICERS, ABORIGINAL STUDENT LIAISON OFFICERS,
EDUCATION OFFICERS - SALARY SCALE

The following salary scale applies to existing home school liaison officers, Aboriginal student liaison officers
and education officers who are unable to achieve accreditation with NESA.

Classification

Salary from first full pay
period to commence on
or after 9.10.2024

Salary from first full pay
period to commence on
or after 9.10.2025

Salary from first full pay
period to commence on
or after 9.10.2026

$ $ $

Increase 3% 3% 3%

Step 13 121,091 124,724 128,466
Step 12 110,475 113,789 117,203
Step 11 106,285 109,474 112,758
Step 10 102,104 105,167 108,322
Step 9 97,922 100,860 103,886
Step 8 93,740 96,552 99,449
Step 7 89,553 92,240 95,007
Step 6 85,366 87,927 90,565
Step 5 81,188 83,624 86,133

SCHEDULE 2A

PRINCIPAL CLASSIFICATION STRUCTURE

Classification

Salary from first full pay
period to commence on
or after 9.10.2024

Salary from first full pay
period to commence on
or after 9.10.2025

Salary from first full pay
period to commence on
or after 9.10.2026

$ $ $
3% 3% 3%
Teaching Principal 1 144,717 149,059 153,531
(TP1) or Associate
Principal
Teaching Principal 2 168,965 174,034 179,255
(TP2) or Associate
Principal
P1 173,603 178,811 184,175
P2 186,855 192,461 198,235
(Base level + 7,810 (Base level +13,650 (Base level + 14,060
complexity loading) complexity loading) complexity loading)
P3 207,171 213,283 219,681
(Base level + 33,568 (Base level +34,472 (Base level +35,506
complexity loading) complexity loading) complexity loading)
P4 216,126 222,610 229,288
(Base level + 42,523 (Base level + 43,799 (Base level +45,113
complexity loading) complexity loading) complexity loading)
P5 222,752 229,435 236,318

(Base level + 49,179
complexity loading)

(Base level +50,624
complexity loading)

(Base level +52,143
complexity loading)
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SCHEDULE 2B

FORMER PRINCIPAL CLASSIFICATION STRUCTURE

The following salary scale applies to existing principals who did not opt-in to the principal classification

structure at 2A.

Table 1

Classification

Salary from first full pay
period to commence on
or after 9.10.2024

Salary from first full pay
period to commence on
or after 9.10.2025

Salary from first full pay
period to commence on
or after 9.10.2026

$ $ $
Increase 3% 3% 3%
High School Principal
Grade 1 (PH1) 216,126 222,610 229,288
Grade 2 (PH2) 207,071 213,283 219,681
Central School Principal
PC1 204,088 210,211 216,517
PC2 188,202 193,848 199,663
PC3 180,580 185,997 191,577
PC4 174,516 179,751 185,144
Primary School Principal
PP1 202,113 208,176 214,421
PP2 186,379 191,970 197,729
PP3 178,828 184,193 189,719
PP4 172,828 178,013 183,353
PP5 168,965 174,034 179,255
PP6 144,717 149,059 153,531
Principal - Environmental 168,965 174,034 179,255
Education Centre or
Hospital School Grade 2
Principal - Environmental 144,717 149,059 153,531

Education Centre or
Hospital School Grade 1

Table 2

Classification

Salary from first full pay
period to commence on
or after 9.10.2024

Salary from first full pay
period to commence on
or after 9.10.2025

Salary from first full pay
period to commence on
or after 9.10.2026

$ $ $
Increase 3% 3% 3%
Executive Principal, 238,824 245,989 253,369

Connected Communities

Note: The new principal classification structure which commenced in 2016 does not apply to the position of
Executive Principal, Connected Communities.
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SCHEDULE 3

OTHER PROMOTIONS CLASSIFICATIONS IN THE TEACHING SERVICE

Classification

Salary from first full pay
period to commence on
or after 9.10.2024

Salary from first full pay
period to commence on
or after 9.10.2025

Salary from first full pay
period to commence on
or after 9.10.2026

$ $ $
Increase 3% 3% 3%
School based teaching
service
High School Deputy 168,965 174,034 179,255
Principal
Deputy Principal 168,965 174,034 179,255
(Secondary) Central
School
Primary School Deputy 168,965 174,034 179,255
Principal
Deputy Principal (Primary) 168,965 174,034 179,255
Central School
Assistant Principal 144,717 149,059 153,531
Primary School
Assistant Principal 144,717 149,059 153,531
Central School
Head Teacher High 144,717 149,059 153,531
School
Head Teacher Central 144,717 149,059 153,531
School
Leader, Psychology 173,603 178,811 184,175
Practice
Senior Psychologist 168,965 174,034 179,255
Education (formerly
District Guidance
Officer)
Senior Assistant in 129,020 132,891 136,878
Schools
Non School based
teaching service
Principal Education 188,414 194,066 199,888
Officer
Senior Education Officer 169,811 174,905 180,152
Class 2
Senior Education Officer
Class 1
Year 1 144,717 149,059 153,531
Year 2 150,697 155,218 159,875
Year 3 156,677 161,377 166,218
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SCHEDULE 4

RATES OF PAY - CASUAL TEACHERS AND CASUAL SCHOOL COUNSELLORS

Table 1

Classification

Rates to commence on or
after 9.10.2024

Rates to commence on or
after 9.10.2025

Rates to commence on or
after 9.10.2026

$ $ $
Increase 3% 3% 3%
CT1 452.85 466.44 480.43
CT2 507.81 523.04 538.73
CT3 565.42 582.38 599.85

Table 2

Classification

Rates to commence on or
after 9.10.2024

Rates to commence on or
after 9.10.2025

Rates to commence on or
after 9.10.2026

$ $ $
Increase 3% 3% 3%
CSC1 507.81 523.04 538.73
CSC2 565.42 582.38 599.85

Table 3

In the case of casual teachers relieving in positions of TP1 or AP1 or as a principal - environmental education
centre or hospital school Grade 1, subject to satisfying the requirements, the daily rate of pay will be as follows:

Classification

Rates to commence on or
after 9.10.2024

Rates to commence on or
after 9.10.2025

Rates to commence on or
after 9.10.2026

Hospital School Grade 1

$ $ $
Increase 3% 3% 3%
Casual TP1/AP1 748.53 770.99 794.12
Principal Environmental
Education Centre or

SCHEDULE5

OTHER RATES OF PAY

Classification

Rates to commence on or
after 9.10.2024

Rates to commence on or
after 9.10.2025

Rates to commence on or
after 9.10.2026

students with disabilities

$ $ $
Increase 3% 3% 3%
Teacher in Charge 31.68 32.63 33.61
Demonstration Schools 13.13 13.52 13.93
Teachers of classes of 17.94 18.48 19.03
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SCHEDULE 6

EDUCATIONAL PARAPROFESSIONALS

Classification Salary from first full pay period to | Salary from first full pay period to
commence on or after 9.10.2024 commence on or after 9.10.2025
$ $
Increase 3% 3%
Step 1 68,638 70,697
Step 2 73,212 75,408
Step 3 77,007 79,317
SCHEDULE 7
ALLOWANCES
Table 1

Classification

Rates to commence
on or after 9.10.2024

Rates to commence
on or after 9.10.2025

Rates to commence
on or after 9.10.2026

$ $ $
Increase 3% 3% 3%
Schools
Home School Liaison Officer and 3,557 3,664 3,774
Aboriginal Student Liaison
Officer
Teacher in Charge 5,508 5,673 5,843
Year Adviser 4,885 5,032 5,183
Teachers other than the principal 3,123 3,217 3,314
of classes of students with
disabilities
Principals, schools for specific 4,067 4,189 4,315
purposes
Principal of Stewart House 20,748 21,370 22,011
In a central school — DP (Primary) 2,474 2,548 2,624
AP
Demonstration Schools
Principal — formerly classified
prior to 1 January 2016 as:
Class PP1 3,591 3,699 3,810
Class PP2 3,186 3,282 3,380
Other promotion positions 2,791 2,875 2,961
Trained teacher 2,268 2,336 2,406
Demonstration lessons
Teachers in schools required to 63.92 65.84 67.82
take demonstration lessons: per
lesson
In other schools
Per half hour lesson 77.29 79.61 82.00
Per 40 minute lesson 103.00 106.09 109.27
Maximum per annum 5820 5995 6175
Residential Agricultural High
Schools
Rostered supervision teachers 13,743 14,155 14,580
Head Teacher (Welfare) 2,289 2,358 2,429

residential supervision allowance
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special responsibility allowance

Teacher in charge of residential 2,353 2,424 2,497
supervision

Principal on call and special 20,748 21,370 22,011
responsibility allowance

Deputy principal on call and 18,746 19,308 19,887

Supervisor of female students

Up to 200 students 2,452 2,526 2,602
201-400 students 3,945 4,063 4,185
More than 400 students 4,885 5,032 5,183

Education Officers

Non Graduate

Year 2 6,308 6,497 6,692
Year 1 6,308 6,497 6,692
Graduate

Year 2 4,926 5,074 5,226
Year 1l 4,926 5,074 5,226

Table 2
Amount (*)
Executive Principal, Connected Communities 50,000

(*) Allowance payable subject to the Executive Principal, Connected Communities satisfying the provisions of
subclause 5.9.

11

SCHEDULE 8

Locality Allowances

1. Definitions

For the purposes of this schedule:

111

1.1.2

113

114

115

1.16

"Dependent child" means, unless otherwise defined in the award, a child of which a teacher is a
parent and who is resident with and wholly maintained by such teacher and either is under the
age of sixteen years or is a full time student under the age of eighteen years or is completing their
school studies up to and including Year 12.

"Dependent partner means a person who is resident with and substantially reliant upon a teacher
for their financial support, being either the teacher's spouse or a person whom the Secretary is
satisfied is cohabiting otherwise than in marriage with the teacher in a permanent de facto and
bona fide domestic relationship.

"Duly qualified" means a practitioner practising in Australia who, by training, skill and
experience, is competent to diagnose, advise with regard to, and or treat the condition in relation
to which relevant medical or dental assistance, as the case may be, is reasonably sought.

"Married couple” means and will include a teacher and their spouse or a person whom the
Secretary is satisfied is cohabiting otherwise than in marriage in a permanent de facto and bona
fide domestic relationship.

"Practitioner" means a legally qualified and lawfully practising medical practitioner or, as
appropriate, a legally qualified and lawfully practising dentist and includes a duly qualified and
lawfully practising physiotherapist to whom a teacher or a dependent spouse, partner or child of a
teacher has been referred for treatment by a legally qualified medical practitioner.

"Reimbursable expenses" means, for the purposes of Part E of this schedule:
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2.1

2.2

2.3

24

M Actual travel costs in excess of the amounts specified in subparagraph (iv) of this
paragraph in any one instance reasonably incurred in transporting a teacher and or a
dependent partner and or dependent child of a teacher from his or her place of residence to
a place at which a duly qualified practitioner is consulted.

(i)  Travel charges in excess of the amounts specified in subparagraph (iv) of this paragraph in
any one instance made by a duly qualified practitioner reasonably summoned to a teacher
or a dependent partner or dependent child of a teacher at or near the place of residence of
the teacher.

(iii)  The actual cost of accommodation not being hospital or nursing accommodation
reasonably and necessarily incurred by a teacher or a dependent partner or dependent child
of a teacher in connection with the attendance of that person away from their place of
residence at a place at which a duly qualified practitioner is consulted.

(iv)  For the purposes of subparagraphs (i) and (ii) of this paragraph, the amounts which travel
costs and charges must exceed are as follows:

From the first pay period to
commence on or after

From the first pay period to
commence on or after

From the first pay period to
commence on or after

9.10.2024 9.10.2025 9.10.2026
$ $ $
45 46 47
1.1.7 "School" will | include any school, branch, annex, centre or other establishment to which a
teacher is appointed.
1.1.8 "Single teacher" means and will include a widow, widower, divorcee or teacher living separately
and apart from their spouse.
1.1.9 "Travel costs" means, for the purposes of Part E of this schedule, the actual return transport costs

payable in respect of the means of conveyance most appropriate to the circumstances and, in
relation to a motor vehicle owned by a teacher or a dependent partner of a teacher, an amount
calculated for the total distance travelled at the casual rate determined from time to time by the
Secretary; provided, however, that transport costs will not in any circumstances exceed a sum
which would be applicable to any return trip over a distance greater than that to and from the
place of residence of the relevant teacher and the GPO at Sydney.

1.1.10 "Teacher" for the purpose of this schedule means a permanent or temporary employee covered by
this award.

2. Part A - Allowances - Climatic Disability

Subject to clause 7 of this schedule, a teacher appointed to a school located in the Western Division of
New South Wales upon or to the west of a line starting from a point on the right bank of the Murray
River opposite Swan Hill (Victoria), and thence by straight lines passing through the following towns or
localities in the order stated, viz., Conargo, Coleambally, Hay, Rankins Springs, Marsden, Condobolin,
Peak Hill, Nevertire, Gulargambone, Coonabarabran, Wee Waa, Moree, Warialda, Ashford and
Bonshaw, will be paid an allowance at the rates prescribed in subclause 2.4 below.

Subject to clause 7 of this schedule, a teacher appointed to a school within a zone of New South Wales
established by the 0 Degrees Celsius July Average Minimum Temperature Isotherm as contained in the
Climatic Atlas of Australia, June 1974 as amended, and published by the Bureau of Meteorology, will
be paid an allowance at the rates prescribed in subclause 2.4 below.

The allowances prescribed in subclauses 2.1 and 2.2 of this Part may be extended, excluded or otherwise
varied by the Secretary to take into account any special circumstances.

Allowances under subclauses 2.1 and 2.2 are as follows:
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Subclause | Climatic Allowances | Rates from first pay Rates from first pay Rates from first pay
No. period to commence | period to commence | period to commence
on or after 9.10.2024 | on or after 9.10.2025 | on or after 9.10.2026
$ $ $
Increase 3% 3% 3%
2.1 Teacher without 1,678 1,728 1,780
dependent partner
Teacher with 1,984 2,044 2,105
dependent partner
2.2 Teacher without
dependent partner 849 874 900
Teacher with
dependent partner 1,131 1,165 1,200

*The dependent partner rate is one third greater than the rate for a teacher without a dependent partner.

3. Part B - Allowances - Isolation from Socio Economic Goods and Services

3.1 A teacher appointed to a school included in Appendix A of this schedule will be paid the following

allowances:
Rates from first pay Rates from first pay Rates from first pay
period to commence on period to commence on period to commence on
or after 9.10.2024 or after 9.10.2025 or after 9.10.2026
$ $ $
Increase 3% 3% 3%
Group

1 5,511 5,676 5,846
2 4,957 5,106 5,259
3 4,404 4,536 4,672
4 3,858 3,974 4,093
5 3,304 3,403 3,505
6 2,758 2,841 2,926
7 2,208 2,274 2,342
8 1,656 1,706 1,757
9 1,109 1,142 1,176
10 552 569 586

3.2 Ateacher with a dependent partner will receive double the allowance prescribed in subclause 3.1 of this

clause.

3.3 Subject to clause 7 of this schedule, a teacher entitled to an allowance under subclause 3.1 of this clause
and with a dependent child or children will be paid the following additional allowances -

1st dependent child rates | 1st dependent child rates | 1st dependent child rates
from the first pay period | from the first pay period | from the first pay period
to commence on or after | to commence on or after | to commence on or after
9.10.2024 9.10.2025 9.10.2026
Per annum Per annum Per annum
$ $ $
Increase 3% 3% 3%
Group 1 659 679 699
Group 2 574 591 609
Group 3 486 501 516
Group 4 401 413 425
Groups 5 and 6 318 328 338
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2nd and subsequent
dependent child rates
from the first pay period

2nd and subsequent
dependent child rates
from the first pay period

2nd and subsequent
dependent child rates
from the first pay period

to commence on or after to commence on or after to commence on or after
9.10.2024 9.10.2025 9.10.2026
Per annum Per annum Per annum
$ $ $

Group 1 444 457 471
Group 2 365 376 387
Group 3 274 282 290
Group 4 191 197 203
Groups 5 and 6 104 107 110

4. Part C - Allowances - Motor Vehicle

Subject to clause 7 of this schedule, a teacher appointed to a school included in Appendix A of this schedule
will be paid the following allowances -

Group Rates from the first pay Rates from the first pay Rates from the first pay
period to commence on period to commence on period to commence
or after 9.10.2024 or after 9.10.2025 on or after 9.10.2026
$ $ $
Increase 3% 3% 3%
Groups 1,2 and 3 2,962 3,051 3,143
Groups 4,5 and 6 1,487 1,532 1,578

5. Part D - Allowances - Vacation Travel Expense - Subject to Clause 7 of this Schedule

5.1 A teacher, when proceeding on vacation leave, will be entitled in any calendar year to the payment of

5.2

certain travel expenses on the following occasions:

511

512

5.13

if appointed to a school included in Appendix A of this schedule and in:
0] Groups 1 and 2 - three vacation journeys;

(i)  Groups 3, 4, 5 and 6 - two vacation journeys;

(iii)  Group 7 - one vacation journey; or

if appointed to a school covered by Determination 21 of the Determinations made pursuant to
section 25 of the Teaching Services Act 1980, one vacation journey; and or

if appointed to a school located more than 720 kilometres from Sydney by the nearest practicable
route and other than a school referred to in paragraph 5.1.1 of this subclause, one or more
journey(s) if, given the circumstances of the school location, the Secretary considers it to be
warranted.

Provided always that the provisions of paragraphs 5.1.1, 5.1.2 and 5.1.3 will not apply to a
teacher with less than three years' service who, at the date of their engagement for service, was
resident in the relevant area.

A teacher eligible for the payment of travelling expenses under subclause 5.1 will have those travelling
expenses calculated according to the formula for reimbursement set out in Determination 21 referred to
in paragraph 5.1.2 of subclause 5.1 of this clause, except that the amount of overnight expenses will be
as set out in subclause 5.3 below, subject to the conditions contained in the aforementioned

Determination.

Provided that the use of a teacher's own car will not require the approval of the

Secretary.
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5.3

6.1

6.2

6.3

6.4

6.5

6.6

For the purposes of subclause 5.2, the amount of overnight expenses are as follows:

From the first pay period to
commence on or after

From the first pay period to
commence on or after

From the first pay period to
commence on or after

9.10.2024 9.10.2025 9.10.2026
$ $ $
52 54 56

6. Part E - Reimbursement of Certain Expenses Related to Medical or Dental Treatment

The provisions of subclauses 6.2, 6.3, 6.4, 6.5 and 6.6 of this clause apply only to a teacher who is
appointed to a school included in Appendix A of this schedule, but do not apply to a teacher -

6.1.1 who for the time being is on maternity leave; or

6.1.2 who is married to a spouse or has a partner normally resident in the locality, unless such spouse
or partner is normally and usually dependent upon the teacher as a consequence of illness,
incapacity or other reasonable inability to earn an income sufficient to support themselves and or
his or her child or children, as the case may be.

Where a teacher reasonably incurs reimbursable expense, the amount thereof will be paid to that teacher
upon written application made to the Secretary.

6.2.1 A teacher will not be disentitled to such payment merely by reason of the fact that the
reimbursable expense incurred was in relation to the attendance by or upon a duly qualified
practitioner who was not the nearest duly qualified practitioner available at the relevant time if
special circumstances in the particular case render it desirable that the services of some other
duly qualified practitioner be sought.

6.2.2 In any instance in which it is necessary for the teacher or the partner of the teacher or some other

attendant to accompany the person in respect of whom reimbursable expense is incurred then,

upon written application by the teacher to the Secretary, the additional travel and accommodation
costs reasonably and actually incurred will be paid to the teacher.

A teacher who claims payment of reimbursable expenses will provide such evidence in substantiation of
the claim as the Secretary may reasonably require.

The Secretary will be entitled to refuse payment of any claim where it appears that the expense arose as
a direct consequence of the serious and wilful misconduct or gross negligence of the person in respect of
whom the expense was incurred.

A teacher will, in respect of any occurrence which gives rise to the incurring of reimbursable expense,
take all reasonable steps to recover any insurance, contributory fund, workers' compensation or other
benefits or common law damages as may lawfully be payable in respect thereof and any sum actually
recovered in respect of items of reimbursable expense under this Schedule will be brought to credit as
against the Secretary's liability for the same. If any such sum will be recovered subsequently to payment
by the Secretary of reimbursable expense to a teacher, that teacher will make an appropriate repayment.
The Secretary will not be entitled to withhold payment of reimbursable expense merely upon the ground
that it or some portion of it may be recoverable at some time in the future from a third party.

The Secretary may, by notice in writing, require any teacher to effect and keep on foot a policy of
insurance or membership of a medical fund to cover that teacher's liability for items of the nature of
reimbursable expense under this schedule.

6.6.1 In any such case, the Secretary will reimburse to the teacher the amount by which any premium
or contribution incurred in so doing exceeds the following amounts:
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6.7

6.8

From the first pay period to
commence on or after

From the first pay period to
commence on or after

From the first pay period to
commence on or after

9.10.2024 9.10.2025 9.10.2026
$ $ $
45 46 47

6.6.2 If a teacher fails to comply with a requirement made by the Secretary under this subclause, such
teacher will not be entitled to claim any reimbursable expense which, but for their failure, would

have been recouped to that teacher as a result of the relevant insurance or membership.

When a teacher is necessarily absent from duty for the purpose of securing advice and or treatment from
a duly qualified practitioner for such teacher or dependent partner or child of such teacher, any period of
such absence involved in travelling to or from the place of residence of the teacher to the place at which
the advice or treatment is obtained will not be debited against any sick leave credit to which that teacher
is entitled. Provided that this clause will be without prejudice to the right of the Secretary in their
discretion to temporarily appoint the teacher to a school nearer to the place of consultation or treatment
where they may deem it desirable so to do.

The Secretary will be entitled to decline payment of reimbursable expense to a teacher in any instance in
which such expense relates to a non-urgent elective consultation or treatment which might reasonably
have been sought during a vacation period whilst the teacher or their relevant dependent partner, child or
children (as the case may be) had, in the normal course, travelled to a location at which the type of
consultation or treatment could be obtained.

7. Part F - Payment of Allowances According to Marital Status (Payment of Allowances Regardless of

7.1

7.2

8.1

Marital Status)

Subject to subclause 7.2 of this clause, where a married couple consists of two teachers who are
otherwise eligible for payment of an allowance under this schedule then, in the case of an allowance
under:

7.1.1 subclause 2.1 or 2.2 of clause 2 of this schedule, each teacher will only be entitled to one half of
the allowance provided therein for a teacher with a dependent partner;

7.1.2 subclause 3.3 of clause 3 of this schedule, each teacher will only be entitled to one half of the
allowance provided therein for a teacher with a dependent child or children;

7.1.3 clause 4 of this schedule, each teacher will only be entitled to one half of the motor vehicle
allowance applicable to a single teacher;

7.1.4 clause 5 of this schedule, each teacher will only be entitled to one half of the vacation travel
allowance; and

7.1.5 subclause 6.2 of clause 6 of this schedule, each teacher will not qualify for reimbursement of
expenses in so far as the teacher's partner qualifies for and claims reimbursement as a teacher.

Where a married couple includes a teacher entitled to allowances under the award and a person entitled
to a similar allowance pursuant to the Crown Employees (Public Service Conditions of Employment)
Award 2009 published 21 October 2016 (380 1.G. 1292) as varied, or its successor, the teacher will only
receive the difference between that allowance and the married couple or dependent allowances under
this schedule.

8. Part G - Locality Allowance Committee
A Locality Allowance Committee will be established for the purpose of -

8.1.1 investigating all matters in dispute and reporting and making recommendations thereon to the

Secretary and the Federation;
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8.1.2 recommending the inclusion or deletion of schools to be covered by the provisions of clause 3 of
this schedule; and

8.1.3 recommending the appropriate groupings and alteration of existing groupings of schools within
clause 3 of this schedule.

8.2  The Locality Allowance Committee will -

8.2.1 consist of an equal number of representatives nominated by the Secretary and the Federation;

8.2.2

8.2.3

are present; and

8.24

APPENDIX A

elect its own chairperson, who will not have a casting vote;

be permitted to act in the absence of any member, provided more than one half of the members

by its creation and operation not affect the exercise of the powers and functions of any tribunal
constituted under the Industrial Relations Act 1996.

ALLOWANCE FOR ISOLATION FROM SOCIO ECONOMIC GOODS AND SERVICES

Groupings of Schools

Group 1 (9)
Clare Enngonia Goodooga CS Louth Marra Creek
Tibooburra Wanaaring Weilmoringle White Cliffs

Group 2 (10)
Baryulgil Booligal Boomi Bullarah Ellerston
Hatfield Hill End Ivanhoe Menindee Wilcannia CS

Group 3 (11)
Bylong Upper Cabramurra Carinda Corinella Jerangle
Lightning Ridge Mingoola Moonan Flat Nowendoc Quambone
Rowena

Group 4 (23)
Bellbrook Blackville Carrathool Collarenebri Croppa Creek
Drake Ebor Fairfax Garah Hermidale
Kingstown Mallawa Mungindi Naradhan Niangala
Palinyewah Tullibigeal Tulloona Wollar Wongwibinda
Wooli Wytaliba Yarrowitch

Group 5 (37)
Bigga Bonalbo Bribbaree Burraga Burren Junction
Cassilis Chandler Dundurrabin Elands Euabalong West
Eumungerie Girilambone Glen Alice Glenreagh Gwabegar
Hargraves Jugiong Mayrung Millbank North Star
Nymboida Old Bonalbo Premer Pyramul Rankins Springs
Rollands Plains Rosewood Rugby Sofala Spring Ridge
Tabulam Tambar Springs Tooraweenah Trunkey Windeyer
Yetman Warrumbungle EEC

Group 6 (33)
Ballimore Bedgerebong Bellata Belltrees Bendemeer
Bonshaw Brewarrina CS Bundarra Caragabal Conargo
Deepwater Emmaville Goolma Grevillia Hernani
Humula Lansdowne Upper |Long Flat Medlow Mullaley
Pallamallawa Rand Rouchel Stuart Town Talbingo
Toomelah Tottenham Ulong Wambangalang EEC | Walgett
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Wattle Flat

Community College
HS & PS

Group 7 (50)

Ashford Barkers Vale Ben Lomond Balranald Bobin
Bogan Gate Bungwahl Bunnaloo Cargo Coolongolook
Copmanhurst Dalgety Dungowan Ellangowan Euchareena
Gravesend Greenethorpe Hannam Vale Moulamein Mullengandra
Khancoban Lake Cargelligo Lowanna Nana Glen Orama
Mumbil Mummulgum Murringo Rappville Savernake
Pilliga Pleasant Hills Quandialla Tooleybuc Towamba
Somerton Tallimba Tarcutta Upper Coopers Willawarrin
Tucabia Tullamore Ulan Creek Woolomin
Urbenville Woolbrook Walbundrie
Walhallow Wyangala Dam Weethalle
Group 8 (75)
Afterlee Ardlethan Attunga Beckom Bemboka
Binalong Binya Blighty Boree Creek Bourke HS & PS
Brocklesby Burrumbuttock Cabbage Tree Carroll Collins Creek
Comboyne Cowper Curlewis Currabubula Delegate
Dorroughby EEC Duri Dunoon Errowanbang Eurongilly
Euston Ganmain Goolgowi Gooloogong Gulargambone
Illabo lluka Jiggi Johns River Koorawatha
Krambach Ladysmith Larnook Lowesdale Lue
Lyndhurst Manifold Matong Mendooran Moonbi
Moorland Mount George Murrami Nabiac Nangus
Nimbin Nundle Peak Hill Risk, The Rookhurst
Rosebank Rukenvale Rye Park Stockinbingal Stratheden
Telegraph Point Tingha Trundle Tumbarumba HS & |Tuntable Creek
PS
Tyalgum Wakool Wiangaree Wyndham Woodenbong
WhianWhian Woodstock Whitton
Group 9 (67)
Avriah Park Bald Blair Barellan Barmedman Blandford
Brungle Burringbar Channon, The Clergate Clunes
Coffee Camp Collingullie Coolah Coramba Corndale
Crabbes Creek Crossmaglen Cudal Coutts Crossing Darlington Pt.
Delungra Eltham Eungai Eureka Gerogery
Geurie Gum Flat lIford Jennings Kentucky
Kootingal Maimuru Mandurama Manildra Marrar
Merriwa Mitchells Island Moteagle Mullion Creek Murrurundi
Neville Nimmitabel Numeralla Oaklands Orara Upper
Oxley Island Pacific Palms Pocket, The Pomona Pottsville Beach
Quaama Red Range Rock Central, The |Sandy Hollow Spring Hill
Stratford Thalgarrah EEC Timbumburi Ulmarra Urana
Uranquinty Walla Walla Wallabadah Wallenbeen Wardell
Wombat Wongarbon
Group 10 (116)
Adaminaby Adelong Barham HS & PS Barrington Batlow
Berridale Bexhill Bibbenluke Bingara Binnaway
Black Mountain Blakebrook Bodalla Boggabilla CS Boggabri
Bombala HS & PS | Bonville Borenore Bournda EEC Broadwater
Candelo Caniaba Carcoar Carool Cascade EEC
Central Tilba Chatsworth Island | Chillingham Cobar HS & PS Coleambally
Coolamon Coomealla HS Coopernook Coorabell Coraki
Corindi Crescent Head Crowdy Head Crystal Creek Cumnock
Cundleton Dareton Dorrigo HS & PS Doubtful Creek Duranbah
Dunedoo CS Durrumbul Empire Vale Eugowra Farrer MAHS
Fernleigh Fingal Head Gilgai Gladstone Goolmangar
Goonengerry Harrington Herons Creek Hillston Howlong

-85 -



N.S.W. INDUSTRIAL GAZETTE — Vol. 397

29 November 2024

Huntingdon Jerilderie Jindabyne Jindera Karangi

Kellys Plains Kendall Kinchela Laggan Lansdowne

Lawrence Leeville Lennox Head Lockhart Main Arm Upper

Martindale Mathoura Millthorpe Modanville Mogo

Nemingha Nyngan HS &PS Smithtown Old Bar Repton

Rous Scotts Head Spring Terrace Stokers Siding Stuarts Point

Table Top Tanja Tathra Terranora Teven-Tintenbar

Tinonee Tintinhull Tregeagle Tumbulgum Uki

Warren CS Wee Waa HS & PS | Wentworth Willow Tree Wilsons Creek

Woodburn Whyrallah Yenda Yeoval Yerong Creek
SCHEDULE 9

EXCESS TRAVEL AND COMPENSATION FOR TRAVEL ON OFFICIAL BUSINESS

PART A

Excess Travel

11

2.1

3.1

1. Definitions
For the purpose of Part A of this Schedule:
1.1.1 "Excess travel" means, for the purposes of clauses 3 and 4, those distances:

0] when travelling from home to work and vice versa, that distance in excess of the distance
between the teacher's home and headquarters;

(i)  on any day where the teacher is required during the day to travel from one school to
another.

"Headquarters" means that school where the major part of the teacher's duties are performed; or if
the teacher is appointed to two schools on an equal time basis, then the headquarters school will
be the school nearest to the teacher's place of residence. Provided that where a teacher is
appointed to two schools on an equal time basis and has previously had a school hominated as
their headquarters school, that school will be retained as the headquarters while they continue to
teach at that school, notwithstanding a change to the other school.

1.1.2

1.1.3 "Teaching Program" means all face to face teaching and other duties that take place during the

teacher's normal hours of schooling.
2. Teaching in More Than One School

Where in any school a teacher, including a temporary teacher, cannot be, or has not been, allocated a
complete teaching load, the teacher may be timetabled to teach in more than one school. Such teachers
include Teacher Librarians and Teachers of English as a Second Language. The following provisions in
relation to payment for excess travel time and for excess travel will apply:

3. Payment for Excess Travel Time
If in order to perform the teacher's approved teaching program, the teacher is required to travel outside
the teacher's required attendance hours for the particular school from the teacher's home to school and/or

from a school to the teacher's home, the teacher will be paid for excess time occupied in travelling,
subject to:

3.1.1 There will be deducted from the teacher's travelling time on any one day the time normally taken
for the periodic journey from home to headquarters and return
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3.2

3.3

41

4.2

4.3

3.1.2 Periods of less than one quarter of an hour on any one day will be disregarded.

3.1.3 Travelling time will not include any period of travel between 11.00pm on any one day and
7.30am on the following day when the teacher has travelled overnight and sleeping facilities have
been provided for the teacher.

3.1.4 Travelling time will be calculated by reference to the time that might reasonably have been taken
by the use of the most practical and economic means of transport.

3.1.5 No time spent in performing duties will be counted as travelling time.

3.1.6 The teacher is otherwise not compensated for excess travelling time by way of allowance or time
off in lieu.

Payment for excess travelling time will be at the teacher's ordinary rate of pay on an hourly basis,
calculated as follows:

Annual Salary  x 7 X 1
365 30

Teachers who are in receipt of a salary in excess of the rate applicable to Step 5 as set out in Schedule
1A, will be paid travelling time calculated at the rate applicable to the abovementioned rate.

4. Payment for Excess Travel -

All travelling costs reasonably incurred because of excess travel for the use of a private motor vehicle
will be paid on the basis of cents per kilometre at two rates as follows:

4.1.1 up to 8,000 km per annum - 78 cents per km;
4.1.2 over 8,000 km per annum — 31.2 cents per km.

Provided that these rates shall be adjusted pursuant to and in accordance with the rates as
approved from time to time by the Premier’s Department.

For the purposes of payment under this subclause, excess travel on any day where the teacher is required
during the day to travel from one school to another, will be determined in accordance with the
provisions of subclauses 4.1 to 4.8 inclusive.

On days when a teacher is required to travel on official business and travels to and from home, whether
or not the teacher visits headquarters, a deduction will be made from the total distance travelled from
home to home as follows:

Distance Home to Headquarters Deduction
(One Way)
Kilometres Kilometres
1 1
2 2
3 3
4 4
5 5
6 6
7 7
8 8
9 9
10 10
11-29 10
30 or more 10
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4.4

4.5

4.6

4.7

4.8

plus 2 km for each km above 29 km
from home to headquarters.

Provided that when the above deduction in subclause 4.3 has been effected, the teacher will add to the
number of kilometres claimed the kilometres shown in the follow schedule:

Home to Headquarters Add
(One Way)
Kilometres Kilometres

29-35 1

36-40
41-45
46-50
51-55
56-60
61-65

66 and over

O |NOO|O B [WN

This daily deduction discounts the normal one way distance travelled from home to headquarters for
which teachers will not be paid.

Where a teacher is on duty at their headquarters on a particular day and the teacher elects to travel to the
headquarters in their private motor vehicle, no payment will be made for such travel.

4.6.1 If, on such a day, the teacher is directed to travel from their headquarters in an emergency
situation, the teacher may be granted approval to use their own motor vehicle and claim the
normal kilometre rate for the distance from headquarters to the emergency centre and return.

4.6.2 Where a teacher has approval to use their private motor vehicle on official business and is
directed to have the vehicle at headquarters on each day, or particular days, in order to have
available a ready means of transport, payment will be made for the distance from home to
headquarters and return for each day of duty the car is required to be available (on official
business), less the daily deduction.

A claim for travel allowance cannot be made where the headquarters and another centre visited are on
the same or adjacent sites.

The daily deduction is not applied where a teacher is required to use their private motor vehicle from

their home after working hours on official business or when the teacher is required to stay away from
home overnight on official business.

PART B
Compensation for Travel on Official Business
Definitions
1.1 For the purpose of Part B of this Schedule:

1.1.1 "Headquarters" for a teacher means the school or administrative centre nominated by the
Secretary for the particular teacher.

1.1.2 "Teacher" means a permanent or temporary teacher employed in the Teaching Service, but
does not mean, unless otherwise specified, a casual teacher.

"Teacher" includes Consultants, District Guidance Officers (DGO's), School Counsellors,

Itinerant Teachers (teachers of the behaviourally disordered, the visually impaired, the
hearing impaired), Distance Education Centre/School Teachers, Home School Liaison
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Officers (HSLO), Access School Teachers, District Relief Teachers, Outreach Teachers,
Pre School Teachers, Support Teachers Intensive Reading, Careers Advisers, Early
Intervention Teachers, Violence Program Teachers, Languages Other Than English
Teachers (LOTE), Early Student Support Program Teachers (ESSP), teachers
programmed to teach in a school and a TAFE location and includes any equivalent
classifications thereto so long as their work patterns remain unchanged.

2. Except where authorised, teachers are responsible for meeting costs incurred in travel between their
residence and usual place of work.

3. Teachers may be authorised to use their private vehicle for travel on official business in the performance
of their normal duties where other modes of travel are unsuitable or unavailable.

3.1 Payment, on a case by case basis, will be considered by the Department for private motor vehicle
usage by casual teachers who relieve in a position as identified in paragraphl.1.2 and who are
required and authorised to use their private motor vehicle in the performance of their relieving
duties.

4. The Use of a Teacher's Private Motor Vehicle on Official Business is Not Mandatory.

5. Official Business Rate -

5.1

5.2

5.3

The official business rate is payable where the use of a teacher's private motor vehicle on official
business is authorised and the teacher is required to travel on official business using their motor
vehicle on a regular basis of at least once per week throughout the school year or travel a
minimum of 400 kilometres during the school year, except where:

5.1.1 an official vehicle is available;

5.1.2 for all or specific days of travel, public transport is obviously available, suitable, and does
not result in a loss of the teacher's professional time and or restriction in the performance
of the teacher's duties and professional responsibilities.

Where a teacher commences duty other than at the start of the school year the minimum period of

400 kilometres to be travelled, as provided by subclause 5.1 above, will be adjusted

proportionately.

The rate paid is that specified at clause 9 of this schedule.

6. Casual Rate -

6.1

6.2

6.3

The casual rate is payable to teachers who are authorised to use their private motor vehicle to
travel on official business intermittently as opposed to regular use (as provided by clause 5 of this
Schedule) for which the official business rate is paid, except where:

6.1.1 an official vehicle is available;

6.1.2 for all or specific days of travel, public transport is obviously available, suitable, and does
not result in a loss of the teacher's professional time and/or restriction in the performance
of the teacher's duties and professional responsibilities.

In circumstances where teachers are not authorised for reimbursement of travel expenses at the

official business rate, they may be given approval to use their private vehicle on official business

at the casual rate, including travel to attend staff development courses, selection committee
interviews, and Industrial Relations Commission appearances.

The rate paid is that specified at clause 8 of this schedule.

7. Daily Deduction -
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7.1

7.2

7.3

7.4

7.5

7.6

7.7

On days when a teacher is required to travel on official business and travels to and from home,
whether or not the teacher visits headquarters, a deduction will be made from the total distance
travelled from home to home as follows:

Distance Home to Headquarters Deduction
(One Way)
Kilometres Kilometres

1 1

V(N |OI|BWIN
O|NO|O B [WN

9 9
10 10
11-29 10
30 or more 10
plus 2 km for each km above 29 km
from home to headquarters.

Provided that when the above deduction in subclause 7.1 has been effected, the teacher will add
to the number of kilometres claimed the kilometres shown in the following schedule:

Home to Headquarters Add
(One Way)
Kilometres Kilometres

29-35 1

36-40
41-45
46-50
51-55
56-60
61-65

66 and over

O |N[O(O B WIN

This daily deduction discounts the normal one way distance travelled from home to headquarters
for which teachers will not be paid.

Where a teacher is on duty at their headquarters on a particular day and the teacher elects to
travel to the headquarters in their private motor vehicle, no payment will be made for such travel.

If, on such a day, the teacher is directed to travel from their headquarters in an emergency
situation, the teacher may be granted approval to use their own motor vehicle and claim the
normal kilometre rate for the distance from headquarters to the emergency centre and return.

Where a teacher has approval to use their private motor vehicle on official business and is
directed to have the vehicle at headquarters on each day, or particular days, in order to have
available a ready means of transport, payment will be made for the distance from home to
headquarters and return for each day of duty the car is required to be available (on official
business), less the daily deduction.

A claim for travel allowance cannot be made where the headquarters and another centre visited
are on the same or adjacent sites.
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8.

7.8 The daily deduction is not applied where a teacher is required to use their private motor vehicle
from their home after working hours on official business or when the teacher is required to stay
away from home overnight on official business.

Official Business and Casual Rate -

Clause of Schedule Rate/ Cents Per Km
which applies
5 Official Business Rate 0 - 8,000 km per 8,001 km or more per
annum annum
85 34
6 Casual Rate 34

Provided that these rates will be adjusted pursuant to and in accordance with the rates as approved from
time to time by the Secretary, Premier’s Department.

SCHEDULE 10

Special Conditions Covering Home School Liaison Officers and Aboriginal Student Liaison Officers

Qualifications and Appointments -

Officers who are employed as teachers and persons who, in the opinion of the Secretary, have the
appropriate qualifications to be employed as teachers will be eligible to apply for appointment as Home
School Liaison Officers.

Officers who are employed as teachers and persons who, in the opinion of the Secretary, have the
appropriate qualifications and or experience to be appointed as Aboriginal student liaison officers will
be eligible to apply for temporary appointment as Aboriginal student liaison officers.

A successful applicant for appointment to a vacant position of home school liaison officer or Aboriginal
student liaison officer will, subject to Sections 50 and 51 of the Teaching Service Act be temporarily
appointed to a specified location and for a specified period determined by the Secretary.

Duties -

4,

Home school liaison officers and Aboriginal student liaison officers will be responsible for those duties
as determined by the Secretary and will be directly responsible to an officer or such other person(s) as
determined by the Secretary.

Training -

5.

Successful applicants for the position of home school liaison officer or Aboriginal student liaison officer
will, following temporary appointment to specified positions or locations, be required as part of their
duties to undergo a course of training of a nature and for a period prescribed by the Secretary.

Home school liaison officers and Aboriginal student liaison officers whose homes are 100kms or more
from the training course centre will be eligible for financial assistance as provided by the Department
towards the cost of temporary accommodation used while on the course and for travel between their
homes in New South Wales and the course at the beginning and end of the course and on one weekend
during the course. In addition, travel costs in excess of those for daily travel to the course incurred in
attending at locations other than the course centre, on program requirements, will be reimbursed.

Salaries -

Home School Liaison Officers -

7.

On temporary appointment as a home school liaison officer a teacher will continue to receive their
current substantive teaching salary and will continue to progress on the appropriate step on the common
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incremental salary scale on their normal teaching incremental date subject to clause 6, Salary
Progression and Maintenance and clause 21, Calculation of Service of this award. A person not being
an officer will on appointment as a home school liaison officer be paid an annual salary according to
their qualifications and status as if they were appointed as a teacher covered by the award and will
progress on the common incremental salary scale on an incremental date determined by the date of their
appointment as a home school liaison officer subject to clause 6, Salary Progression and Maintenance
and clause 21, Calculation of Service, of this award.

Aboriginal Student Liaison Officers -

8.

10.

Minimum salaries on commencement of employment and progression thereafter under the common
incremental salary scale as set out in Schedule 1A of this award are determined as follows:

Aboriginal student liaison officers who are:

Non-graduates - step 3

Graduates without teacher training - step 4

Graduates with teacher training - step 5

Graduates with five years of training - step 6

Allowances and Additional Leave -

Overtime will not be paid for hours worked in excess of seven hours per day and no compensatory leave

will be allowed for evening, Saturday or Sunday work. In addition, no compensation will be allowed for

time spent in travelling.

To compensate for all incidents of employment, including hours worked in excess of seven hours on any

day, evening, Saturday or Sunday, and time spent in travelling, home school liaison officers and

Aboriginal student liaison officers will receive:

10.1 an allowance as provided for in paragraph 5.2.1 of clause 5, Allowances, and Schedule 7; and

10.2 six weeks leave per annum in addition to the four weeks annual recreation leave provided in
clause 13 of this schedule. The six weeks leave and the four weeks annual recreation leave will
be taken during school vacation periods unless the performance of work required to be done

during a school vacation(s) necessitates part of the ten weeks leave to be taken at other time(s) as
approved by the Secretary.

Hours and Conditions -

11.

12.

13.

14.

Subject to the special conditions contained in this schedule, home school liaison officers and Aboriginal
student liaison officers will enjoy the hours and conditions of employment applying to other non-school
based teaching service personnel.

The ordinary hours of work, exclusive of meal times, will be 35 per week to be worked Monday to
Friday inclusive and to commence on such days at or after 8.00am and conclude on or before 6.00pm.
Provided that, where required, a home school liaison officer or Aboriginal student liaison officer will be
required to work beyond these normal hours on weekdays and to work on weekends.

Annual recreation leave will accrue at the rate of four weeks per year.
Notwithstanding that an officer, on appointment as a home school liaison officer or Aboriginal student
liaison officer, may not comply with the service requirement included in the definition of a transferred

officer contained in Determination No0.1/2001, titled the Transferred Officers Compensation
Determination or its successor determination, but otherwise finds it necessary to move their residence as
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15.

a consequence of the appointment, the officer will be deemed a transferred officer for the purposes of
Determination N0.1/2001 or its successor determination.

An officer appointed as a home school liaison officer is eligible to apply for and accept appointment to
any advertised Teaching Service position.

Subsequent Employment -

Home School Liaison Officers -

16.

17.

An officer appointed as a home school liaison officer will, on completion of the period of the
appointment, be eligible and required to transfer to a teaching position.

A person with a current approval to teach appointed as a home school liaison officer will, on completion
of the period of their appointment, elect to be appointed, pursuant to Section 47 of the Teaching Service
Act, as a permanent teacher with priority to all other persons on any teacher employment waiting list.
This permanent appointment will not be probationary as provided for in Section 48 of the Teaching
Service Act. The home school liaison officer may always elect to accept a temporary appointment as a
teacher.

Aboriginal Student Liaison Officers -

18.

An officer appointed as an Aboriginal student liaison officer will, on completion of the period of the
appointment, be eligible and required to transfer to an appropriate teaching service position.

SCHEDULE 11

Special Conditions Covering Teachers at Residential Agricultural High Schools
Special Conditions -

1.1  The principal, following consultation with a representative nominated by the staff in a residential
agricultural high school, will prepare detailed information on the duties of teachers and the
conditions of employment in the school. This information will include rostered duty
requirements, residential requirements and other information that will assist both new
appointments and teachers who may be transferred to the school by the Secretary.

1.2 All new teachers at the schools will be supplied with a copy of this information before accepting
appointment to the school.

All new vacant positions will be deemed to be special fitness positions, provided that the Secretary will
retain the right to fill any vacant positions by way of transfer or such other manner as considered
appropriate.

Subject to the availability of accommodation, all teachers appointed to vacant positions in the schools
will be required to reside on the school site for a minimum period of three years.

Following the minimum period referred to in clause 3 of this schedule, and subject to the needs of the
school, teachers may apply for a further residence on-site for another two year period. Thereafter a
teacher may seek an extension of residency and tenure beyond this two year period.

Initial appointment of residential teachers and reappointment of residential teachers to the school after
the first or second period of residence on the school site will be made on an annual basis at the
discretion of the principal, with due regard to the needs of the school.

A library supervisor will be appointed to each school for a period of up to 20 hours per week during the
school term to supervise the school library at nights and on weekends.

In selecting a library supervisor the principal will, as he or she considers appropriate, give priority to
employing trained teachers.
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7.

8.

10.

11.

12.

There will be two head teachers (welfare) appointed to each school on the basis of special fitness.
The duties of the head teachers (welfare) will include:
8.1  undertaking rostered supervision duty;

8.2 responsibility for the organisation and implementation of all aspects of residential supervision
within the school;

8.3 implementation of student supervision rosters;
8.4  supervision of teachers on roster duty;
8.5  responsibility for school welfare programs.

At each school, one teacher in charge of residential supervision will be appointed by the principal
(consistent with subclause 2.61 of clause 2, Dictionary of the award) to receive the Teacher in Charge of
Residential Supervision Allowance as provided for in paragraph 5.5.3 of clause 5, Allowances, and
Schedule 7.

Educational programs must be provided for all students at the school, up to and including the last school
day of all four school terms.

All teachers, including head teachers, but excluding the principal and deputy principal appointed to the
school, will be required to perform, on a roster basis, out of normal teaching hours supervision of
students as follows:

11.1 Teachers on a full rostered program will be required to undertake one rostered duty in every ten
days during the designated school year.

11.2  Where the school has more non-resident staff than required to fill the duty roster, staff may be
rotated onto the duty roster over a twelve month period to ensure rostered duty is shared by the
entire staff and will be paid the rostered supervision allowance on a pro rata basis.

11.3 There should be, as far as possible, a gender balance related to the needs of the school within the
staff roster. Where this is not possible the principal, in consultation with the staff, will determine
the most appropriate staffing roster.

11.4 The size and composition of rostered duty teams will be decided by the principal following
consultation with staff at the school. To facilitate a one in ten days roster of a five person duty
team, casual teachers or other staff may be employed by the principal where insufficient full time
teachers are available, to make up the necessary duty teams.

11.5 Teachers on rostered supervision duty will be provided with free meals at the school for the
duration of their rostered duty.

11.6 Staff on rostered duty will be entitled to a half hour break during their duty on week days and a
one hour break during their duty on weekend days. Such breaks will be arranged by those
rostered on duty to ensure that each person receives a break unless extraordinary circumstances
or the exigencies of the school on a particular day makes this impractical. There will be no
requirement to engage casual labour as a result of staff taking such breaks.

A rostered supervision allowance as provided for in paragraph 5.5.1 of clause 5, Allowances, and
Schedule 2 will be paid on the basis that:

12.1 Teachers at the school are required to undertake rostered duties on the basis of one duty every ten
days during the school year.
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13.

14,

15.

16.

17.

18.

12.2 Rostered supervision duty for all teachers on the duty team (whether resident or non-resident)
involves an on call period following the conclusion of active duty. This on call period will
operate from approximately 11.00pm to 7.00am. The on call duty may require, where
accommodation is available, that any member of a duty team stay overnight on the school site.

12.3 During the on call period there will be a minimum of two teachers (excluding the principal and
deputy principal but including at least one member of the rostered duty team) in residence at the
school on each night during the school year to respond to emergencies and any supervisory
requirements as necessary. This would normally include one residential member of the rostered
duty team and one other member of the residential staff. 1f a member of the residential staff is
not available, then a non-residential member of staff will remain on-site. All other members of
the duty team rostered on any day will, however, remain on call.

12.4 Teachers who are absent on leave for one term or more will lose a pro rata proportion of the
rostered supervision allowance. Similarly, a teacher who commences duty at the school other
than in the first week of Term one will be paid the rostered supervision allowance on a pro rata
basis on the amount of supervision actually performed in that school year.

12.5 Should a teacher be sick on any day on which a rostered duty falls, then for the first two such
days in any year the teacher will be entitled to be paid.

An additional allowance based on the average rate for a rostered duty will be paid to three volunteer
teachers at the school to supervise students returning following the Christmas, Terms one, two and three
vacations and compulsory leave weekends. This duty will commence from 3.00pm on the day
preceding the commencement of school until 7.00am the next day.

The head teacher (welfare) will be paid in addition to the rostered supervision allowance a residential
supervision allowance as provided for in paragraph 5.5.2 of clause 5, Allowances, and Schedule 7.

Teacher trained library supervisors will be remunerated at an hourly casual teacher rate. The hourly

casual teacher rate will be calculated on the basis of the daily casual teacher in schools rate divided by

six. This rate is loaded to be inclusive of sick leave, family and community service leave, special leave

and leave loading.

The Department will investigate providing

16.1 Further accommodation for teaching staff at the schools. In the event of the head teacher
(welfare) being single, accommodation to the level provided to other single resident teachers will
be provided.

16.2 Subject to the availability of funds, additional married accommaodation at the schools.

Teachers in residential accommodation on-site in the school will be provided with free board and
lodging, including laundry and utilities.

All teachers in other accommodation (including executive staff) will be required to clean their

accommodation and undertake their own laundry and pay appropriate rental where payment of rental
presently applies.

SCHEDULE 12
Secondary College of Languages
1. Arrangement
Clause No. Subject Matter

1. Arrangement
2. Definitions
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2.1

2.2

2.3

24

2.5

2.6

2.7

2.8

2.9

2.10

2.11

2.12

2.13

2.14

3 Employment Jurisdiction

4, Recruitment and Appointment

5. Allocation to Centres and Classes

6 Duties as Directed

7 Remuneration

8. Travel Expenses

9. Training and Development

10.  Recognition of Service

11.  Anti-Discrimination

12.  Parental Leave and Other Entitlements
13.  Dispute Resolution Procedures

14.  Deduction of Union Membership Fees
15.  Work, Health and Safety

Table 1 - Remuneration, Monetary Rates
2. Definitions
“Accredited” means a teacher who has demonstrated the Australian Professional Standards for Teachers
at the level of Proficient, Highly Accomplished or Lead and has been accredited as such by a Teacher
Accreditation Authority.

“Anti-Discrimination Act” means the Anti-Discrimination Act 1977

"Assistant Supervisor” means an employee who assists the Supervisor and who acts in his/her capacity
during the absence of the Supervisor.

"Centre" means a location at which language teaching and learning is conducted by the Secondary
College of Languages.

"Casual Secondary College of Languages Teacher" means an employee who is engaged on an hourly
rate of pay in the Teaching Service at the Secondary College of Languages.

"Curriculum Co-ordinator" means an employee who assists the Centre Supervisor and the Principal,
Secondary College of Languages in curriculum implementation; development of curriculum resources
and provision of advice on language teaching methodology.

"Department” means the Department of Education.

“Employee” means a person employed as a supervisor, assistant supervisor, curriculum coordinator or
teacher at the Secondary College of Languages by the Secretary or delegate under the provisions of the
Teaching Service Act.

"Federation" means the Australian Education Union NSW Teachers Federation Branch.

“Industrial Relations Act” means the Industrial Relations Act 1996

"Industrial Relations Commission" means the Industrial Relations Commission of New South Wales
established by the Industrial Relations Act.

"Parties" means the Department and the Federation.

"Principal, Secondary College of Languages" means the officer appointed by the Secretary to be
responsible for the operation of the Secondary College of Languages.

"Secondary College of Language Teacher" means an employee responsible as part of a team for the
educational instruction of students in a community language.
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2.15

2.16

2.17

2.18

2.19

2.20

2.21

2.22

3.1

41

4.2

4.3

4.4

4.5

5.1

"Secondary College of Languages” means a multi-location facility established by the Department to
provide an avenue for students of a particular community language background to pursue the study of
that language which cannot otherwise be studied in the student’s regular school.

"Secretary" means the Secretary of Education.

“Sessional Secondary College of Language Teacher or other employee” means an employee who is
employed as a supervisor, assistant supervisor or curriculum co-ordinator on a temporary basis. The
definition of temporary teacher provided for in clause 2.62 of the award does not include sessional
Secondary College of Language teacher.

"Supervisor" means an employee who co-ordinates a team of assistant supervisors, curriculum co-
ordinators, teachers and clerical staff and is responsible for the educational and administrative leadership
at an operating location of the Secondary College of Languages.

“Teacher Accreditation Act” means the Teacher Accreditation Act 2004.

“Teacher Accreditation Authority” means the person or body delegated by the Secretary of the
Department of Education under the Teacher Accreditation Act to accredit in government schools.

“Teaching Service Act” means the Teaching Service Act 1980.

“Temporary Employee” means and includes all persons employed on a temporary basis, other than on a
casual basis under the Teaching Service Act.

3. Employment Jurisdiction
Casual Secondary College of Language teachers and sessional Secondary College of Language
supervisors, assistant supervisors and curriculum co-ordinators are employed in accordance with the
Teaching Service Act.

4. Recruitment and Appointment

Employees covered by this schedule are engaged to teach in the Department's Secondary College of
Languages.

Offers of appointment and continuing employment during periods of appointment will continue and be
conditional on:

4.2.1 the Secondary College of Languages' ongoing need for the service provided; and
4.2.2 satisfactory performance of duties.

Satisfactory performance of duties for all employees will be appraised via an annual performance and
development process.

Appointments will be made on merit and will be subject to the qualification requirements as specified in
subclause 4.5 of this clause.

Secondary College of Language supervisors, assistant supervisors, curriculum co-ordinators and
teachers must be accredited.

5. Allocation to Centres and Classes
Allocation of employees to Centres and classes will be the responsibility of the Principal, Secondary
College of Languages. The Principal will consider the following matters in the allocation to Centres and

classes:

5.1.1 continuity of educational programs;
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6.1

6.2

6.3

7.1

7.2

7.3

7.4

7.5

7.6

7.7

5.1.2 distance travelled from home to centre; and
5.1.3 curriculum needs of the centre.
6. Duties as Directed

The Secretary, his/her delegate, nominee or representative may direct an employee to carry out such
duties as are within the limits of the employee’s skill, competence and training consistent with the
classifications covered by the award and provided that such duties are not designed to promote de-
skilling.

The Secretary may direct an employee to carry out such duties and use such tools, materials and
equipment as may be required, provided that the employee has been properly trained in the use of such
tools, materials and equipment.

Any directions issued by the Secretary pursuant to subclauses 6.1 and 6.2 of this clause will be
consistent with the Secretary’s responsibility to provide a safe and healthy working environment.

7. Remuneration

Rates of pay will be paid in accordance with Table 1, Remuneration, Monetary Rates to this schedule.
The rates of pay for employees are as set out in Table 1 - Remuneration, Monetary Rates, to this
schedule.

Subject to clause 8, Travel Expenses, the above rates of pay are fully inclusive rates which incorporate
remuneration for all terms and conditions of employment.

Supervisors, Assistant Supervisors and Curriculum Coordinators will be paid no less than the Saturday
sessional rates as prescribed in the said Table 1 for administrative, supervisory and curriculum
coordination work undertaken at a Centre. Saturday sessional rates include payment for incidental work
such as securing premises and resources, peak time administrative duties, irregular consultations with
students, parents and staff, and the parent/teacher meetings and presentation days as set down in the
Saturday School calendar.

Sessional work on a Saturday for Supervisors, Assistant Supervisors and Curriculum Co-ordinators will
be of four hours duration, unless otherwise determined by the Principal, Secondary College of
Languages in consultation with the employee and with due notice and will be remunerated at the
sessional rates prescribed in Table 1, Monetary Rates.

Where a Supervisor, Assistant Supervisor or Curriculum Coordinator is required by the Principal,
Secondary College of Languages to work at a Centre, hours additional to the four sessional hours
specified in subclause 7.4 of this clause, including regular additional hours to meet the ongoing needs of
particular Centres, remuneration for these hours will be paid at the hourly rates prescribed in Table 1 for
each additional hour that they are required to work. Periods of less than one hour will be remunerated in
intervals of 30 minutes or part thereof.

Casual Secondary College of Language Teachers will be paid the hourly rates of pay prescribed in Table
1. The approved paid hours for this classification of teachers will be as follows:

7.6.1 Year 7 - 10 classes - 2.75 hours per week

7.6.2 Years 11 - 12 Continuers and Background Speakers course classes - 3.75 hours per week

7.6.3 Year 12 Extension course classes - an additional one hour per week.

For a Casual Secondary School of Languages Teacher to be entitled to payment for hours in addition to

those prescribed in subclause 7.6 of this clause, prior approval to work the additional hours must be
obtained from the Principal, Secondary College of Languages before that work is undertaken. Additional
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7.8

7.9

7.10

8.1

8.2

hours will be remunerated at the hourly rates prescribed in Table 1. Periods of less than one hour will be
remunerated in intervals of 30 minutes or part thereof.

A Casual Secondary College of Language Teacher’s approved paid hours as prescribed in subclause 7.6
includes 0.5 hours preparation time and 0.25 hours playground duty.

During the 0.5 hours preparation time Casual Secondary College of Language Teachers may be required
to be present at their Centres, if considered necessary by the Supervisor, for consultation with staff,
students and/or parents.

Salary packaging

7.10.1 For the purposes of this clause "salary" means the salary or rates of pay prescribed for the
employee's classification by Table 1 and any allowances paid to an employee which form part of
the employee’s salary for superannuation purposes.

7.10.2 An employee may, by agreement with the employer, enter into a salary packaging arrangement
including salary sacrifice to superannuation where they may convert up to 100% of their salary to
other benefits.

Any pre-tax and post-tax payroll deductions must be taken into account prior to determining the
amount of salary available to be packaged. Such payroll deductions may include but are not
limited to, compulsory superannuation payments, HECS payments, child support payments,
judgment debtor/garnishee orders, union fees, health fund premiums.

7.10.3 The terms and conditions of the salary packaging arrangement, including the duration as agreed
between the employee and employer, will be provided in a separate written agreement, in
accordance with the Department’s salary packaging guidelines. Such agreement must be made
prior to the period of service to which the earnings relate.

7.10.4 Salary packaging must be cost neutral for the employer. Employees must reimburse the employer
in full for the amount of:

7.10.4.1 any fringe benefits tax liability arising from a salary packaging arrangement; and
7.10.4.2 any administrative fees.

7.10.5 Where the employee makes an election to salary package the following payments made by the
employer in relation to an employee will be calculated by reference to the annual salary which
the employee would have been entitled to receive but for the salary packaging arrangement:

7.10.5.1 Superannuation Guarantee Contributions;

7.10.5.2 any salary-related payment including but not limited to allowances and workers
compensation payments; and

7.10.5.3 payments made in relation to accrued leave paid on termination of the employee’s
employment or on the death of the employee.

8. Travel Expenses
Where an employee is required and authorised to travel in the performance of their duties,
reimbursement for travel expenses will be paid in accordance with the provisions applying to other

Departmental teachers.

Employees are not regarded as teachers timetabled to teach in more than one school when determining
reimbursement for travel expenses.

-99 -



N.S.W. INDUSTRIAL GAZETTE — Vol. 397 29 November 2024

9.1

9.2

9.3

9.4

10.1

10.2

111

11.2

11.3

114

9. Training and Development

The Department confirms its commitment to training and development for employees and will provide
appropriate training and development opportunities to meet this commitment within the context of the
needs and priorities of the Secondary College of Languages. The Department has an expectation that
employees will attend appropriate staff development and curriculum co-ordination activities. The
appropriateness of the activities will be determined by the Principal, Secondary College of Languages in
consultation with Supervisors.

Employees recognise the importance of maintaining and updating their skills for the benefit of the
students of the Secondary College of Languages.

Approved attendance at training and development courses and staff development and curriculum co-
ordination activities will be remunerated as additional hours in accordance with subclauses 7.5 or 7.7 of
clause 7, Remuneration.

The Performance and Development Framework applies to all teachers in all classifications at the
Secondary College of Languages.

10. Recognition of Service

Employees holding a Departmental approval to teach in regular government schools in New South
Wales, not otherwise permanently employed by the Department, will have service at the Secondary
College of Languages from 4 August 1995 recognised as service with the Department, on the basis that
each six approved paid hours at the Secondary College of Languages, pursuant to clause 7,
Remuneration, will be equivalent to one day of service.

Employees holding a Departmental approval to teach in regular government schools in NSW but not
otherwise permanently employed by the Department will have service at the Secondary College of
Languages from 4 August 1995 recognised for the purposes of incremental progression on permanent
appointment to the Department.

11. Anti-Discrimination

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 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.

It follows that in fulfilling their obligations under the dispute resolution procedures 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.

Under the Anti-Discrimination Act, 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.

Nothing in this clause is to be taken to affect:
11.4.1 any conduct or act which is specifically exempted from anti-discrimination legislation;
11.4.2 offering or providing junior rates of pay to persons under 21 years of age;

11.4.3 any act of practice of a body established to propagate religion which is exempted under section
56(d) of the Anti-Discrimination Act;

11.4.4 a party to this award from pursuing matters of unlawful discrimination in any state or federal
jurisdiction.

- 100 -



N.S.W. INDUSTRIAL GAZETTE — Vol. 397 29 November 2024

11.5 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.

12. Parental Leave and Other Entitlements

12.1 Employees will be entitled to unpaid parental leave under Chapter 2, Part 4, Division 1, Section 54
Entitlement to Unpaid Parental leave, Industrial Relations Act, if they meet the definition of a regular
casual employee (see section 53(2) of the Industrial Relations Act). The following provisions will also
apply in addition to those set out in the Industrial Relations Act).

12.1.1 The Secretary must not fail to re-engage an employee who meets the definition of a regular
casual employee because:

M the employee or employee's spouse is pregnant; or
(ii)  the employee is or has been immediately absent on parental leave.

The rights of the Secretary in relation to engagement and re-engagement of employees are
not affected, other than in accordance with this clause.

12.2 Personal Carers Entitlements

12.2.1 Employees are entitled to not be available to attend work, or to leave work if they need to care
for a family member described in 12.4.2 below who is sick and requires care and support, or who
requires care due to an unexpected emergency, or the birth of a child. This entitlement is subject
to the evidentiary requirements set out below in 12.2.4, and the notice requirements set out in
12.2.5.

12.2.2 The Secretary and the employee will agree on the period for which the employee will be entitled
to not be available to attend work. In the absence of agreement, the employee is entitled to not be
available to attend work for up to 48 hours (i.e. two days) per occasion. The employee is not
entitled to any payment for the period of non-attendance.

12.2.3 The Secretary must not fail to re-engage an employee because the employee accessed the
entitlements provided for in this clause. The rights of the Secretary to engage or not to engage an
employee are otherwise not affected.

12.2.4 The employee will, if required,

(i) establish either by production of a medical certificate or statutory declaration, the illness
of the person concerned and that the illness is such as to require care by another person, or

(if)  establish by production of documentation acceptable to the Secretary or a statutory
declaration, the nature of the emergency and that such emergency resulted in the person
concerned requiring care by the employee.

In normal circumstances, a employee must not take carer's leave under this subclause
where another person had taken leave to care for the same person.

12.2.5 The employee must, as soon as reasonably practicable and during the ordinary hours of the first
day of such absence, inform the Secretary of their inability to attend for duty. If it is not
reasonably practicable to inform the Secretary during the ordinary hours of the first day of such
absence, the employee will inform the Secretary within 24 hours of the absence.

12.3 Bereavement entitlements
12.3.1 Employees are entitled to not be available to attend work, or to leave work upon the death in

Australia of a family member on production of satisfactory evidence (if required by the
Secretary).
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12.4

13.1

12.3.2 The Secretary and the employee will agree on the period for which the employee will be entitled
to not be available to attend work. In the absence of agreement, the employee is entitled to not be
available to attend work for up to 48 hours (i.e. two days) per occasion. The employee is not
entitled to any payment for the period of non-attendance.

12.3.3 The Secretary must not fail to re-engage an employee because the employee accessed the
entitlements provided for in this clause. The rights of the Secretary to engage or not engage a
employee are otherwise not affected.

12.3.4 The employee must, as soon as reasonably practicable and during the ordinary hours of the first
day or shift of such absence, inform the Secretary of their inability to attend for duty. If it is not
reasonably practicable to inform the Secretary during the ordinary hours of the first day or shift
of such absence, the employee will inform the Secretary within 24 hours of the absence.

The entitlement in accordance with this clause is subject to:

12.4.1 the employee being responsible for the care and support of the person concerned; and

12.4.2 the person concerned being:

(i a spouse of the employee; or

(i)  a de facto spouse, being a person of the opposite sex to the employee who lives with the
employee as her husband or his wife on a bona fide domestic basis although not legally
married to that employee; or

(iii)  a child or an adult child (including an adopted child, a stepchild, a foster child or an ex
nuptial child), parent (including a foster parent and legal guardian), grandparent,
grandchild or sibling of the employee or of the spouse or of the de facto spouse of the
employee; or

(iv) asame sex partner who lives with the employee as the de facto partner of that employee
on a bona fide domestic basis; or

(v) a relative of the employee who is a member of the same household where, for the
purposes of this definition:

"relative” means a person related by blood, marriage, affinity or Aboriginal kinship
structures;

"affinity" means a relationship that one spouse or partner has to the relatives of the other;
and

"household™ means a family group living in the same domestic dwelling.
13. Dispute Resolution Procedures

Subject to the provisions of the Industrial Relations Act, should any dispute, question or difficulty about
an industrial matter arise then the following procedures will apply:

13.1.1 Should any dispute (including a question or difficulty) arise as to matters occurring in a particular
workplace, then the employee and/or the Federation’s workplace representative will raise the
matter with the appropriate Principal or Supervisor as soon as practicable.

13.1.2 The Principal or Supervisor will discuss the matter with the employee and/or the Federation’s

workplace representative within two working days with a view to resolving the matter or by
negotiating an agreed method and time frame for proceeding.
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13.2

13.3

141

14.2

14.3

14.4

145

14.6

151

15.2

13.1.3 Should the above procedure be unsuccessful in producing resolution of the dispute or should the
matter be of a nature which involves multiple workplaces, then the employee and/or the
Federation may raise the matter with an appropriate officer of the Department with a view to
resolving the dispute, or by negotiating an agreed method and time frame for proceeding.

Where the above procedures in subclause 13.1 do not lead to a resolution of the dispute, the matter will
be referred to the Chief People Officer of the Department and the Branch Secretary of the Federation.
They or their nominees will discuss the dispute with a view to resolving the matter or negotiating an
agreed method and time frame for proceeding.

Should the above procedures not lead to a resolution, then either party may make application to the
Industrial Relations Commission.

14. Deduction of Union Membership Fees

The union will 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.

The union will 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 will be
provided to the employer at least one month in advance of the variation taking effect.

Subject 14.1 and 14.2 above, the employer must 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.

Monies so deducted from employees' pay must 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.

Unless other arrangements are agreed to by the employer and the union, all union membership fees must
be deducted on a fortnightly basis.

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 will be read as requiring the employee to make a
fresh authorisation in order for such deductions to continue.

15. Work, Health and Safety
For the purposes of this clause, the following definitions will apply:

15.1.1 A "labour hire business" is a business (whether an organisation, business enterprise,
company, partnership, co-operative, sole trader, family trust or unit trust, corporation
and/or person) which has as its business function, or one of its business functions, to
supply staff employed or engaged by it to another employer for the purpose of such staff
performing work or services for that other employer

15.1.2 A "contract business" is a business (whether an organisation, business enterprise,
company, partnership, co-operative, sole trader, family trust or unit trust, corporation
and/or person) which is contracted by another employer to provide a specified service or
services or to produce a specific outcome or result for that other employer which might
otherwise have been carried out by that other employer’s own employees.

If the employer engages a labour hire business and/or a contract business to perform work wholly or
partially on the employer’s premises, the employer will do the following (either directly, or through the

agency of the labour hire or contract business):

15.2.1 consult with employees of the labour hire business and/or contract business regarding the
workplace occupational health and safety consultative arrangements;
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15.2.2 provide employees of the labour hire business and/or contract business with appropriate
occupational health and safety induction training including the appropriate training required for
such employees to perform their jobs safely.

15.2.3 provide employees of the labour hire business and/or contract business with appropriate personal
protective equipment and/or clothing and all safe work method statements that they would
otherwise supply to their own employees; and

15.2.4 ensure employees of the labour hire business and/or contract business are made aware of any
risks identified in the workplace and the procedures to control those risks.

15.3 Nothing in this clause is intended to affect or detract from any obligation or responsibility upon a labour
hire business arising under the Work Health and Safety Act 2011 or the Workplace Injury Management and
Workers Compensation Act 1998.

Table 1- Remuneration, Monetary Rates

Secondary College of Languages

Classification

Saturday sessional rate
from the first pay period
to commence on or
after 9.10.2024

Saturday sessional rate
from the first pay period
to commence on or
after 9.10.2025

Saturday sessional rate
from the first pay period
to commence on or
after 9.10.2026

from the first pay period
to commence on or
After 9.10.2024

from the first pay period
to commence on or
After 9.10.2025

$ $ $
Increase 3% 3% 3%
Supervisor 924.79 952.53 981.11
Assistant Supervisor 732.77 754.75 777.39
Curriculum Coordinator 732.77 754.75 777.39
Classification Hourly rate Hourly rate Hourly rate

from the first pay period
to commence on or
after 9.10.2026

$ $ $
Increase 3% 3% 3%
Supervisor 154.14 158.76 163.52
Assistant Supervisor 122.14 125.80 129.57
Curriculum Coordinator 122.17 125.80 129.57
Teacher 100.36 103.37 106.47

SCHEDULE 13

Chief Education Officers

©CoOo~NoGr~®LNE

10.

12.
13.

Arrangement

Purpose and Principles of this Schedule

Definitions
Qualifications

Salaries and Other Remuneration

Conditions of Employment

Recreation Leave
Deferred Salary Scheme

Performance Management and Professional

Development
Mobility Provisions
Technological Change

Dispute Resolution Procedures

Duties as Directed
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2.1

2.2

2.3

2.4

14.  Right of Return of Permanent Officers Temporarily
Appointed to Chief Education Officer Positions

15.  Anti-Discrimination

16.  Work, Health and Safety

PART B

MONETARY RATES

Table 1 - Salary Scale

2. Purpose and Principles of This Schedule

This schedule establishes the conditions of employment, including salaries, of chief education officers.

The parties to this schedule are the Department and the Federation.

The parties will support chief education officers by:

(@)
(b)
(©
(d)
(€)

providing clear lines of communication on matters affecting individuals and their work;
developing individual and collective talents;

promoting co-operation and teamwork;

recognising individual and team contributions; and

promoting career planning and development.

This schedule aims to assist the Department and chief education officers in pursuing the goal of
continuous improvement by:

(@)
(b)

(©)
(d)

(€)
()

9
(h)

(i)

)
(k)

supporting schools in carrying out the government agenda;

facilitating teaching and learning processes which will improve student opportunities and
outcomes;

improve organisation-wide productivity and efficiency;

assisting and accelerating cultural change in the workplace towards greater participation and
flexibility;

promoting better and more satisfying jobs;

developing and pursuing constructive changes aimed at improving teaching and learning in
schools on a co-operative, continuing basis by using a consultative approach;

maintaining essential standards of employment conditions;

providing certainty, stability and equity in salaries and conditions arrangements for the period of
the award;

laying a foundation for further workplace improvement through a commitment to improved
teaching and learning in schools, greater customer focus and commitment to quality service and
to joint development of performance measures;

enhancing the opportunities of chief education officers for career progression and mobility; and

improving the effectiveness of the Department.
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3.1

3.2

3.3

3.4

3.5

3.6

3.7

3.8

41

4.2

4.3

5.1

5.2

5.3

5.4

5.5

5.6

3. Definitions
"Act" means the Teaching Service Act 1980.
"Chief Education Officer" means a person appointed as such by the Secretary under the Act.
"Department" means the Department of Education.

"Industrial Relations Commission" means the Industrial Relations Commission of New South Wales,
established by the Industrial Relations Act 1996.

"Officer" means and includes all persons permanently or temporarily employed in the Teaching Service
under the provisions of the Act.

"Parties" means the Department and the Federation.

"Secretary" means the Secretary, Department of Education.

"Union" means the Australian Education Union NSW Teachers Federation Branch.
4. Qualifications

The parties agree that the qualification requirements of positions should accurately reflect their
requirements and should conform with equal employment opportunity principles.

The position criteria for future vacant chief education officer positions will, in the main, reflect the need
for relevant educational experience.

Qualifications for appointment as a chief education officer will be as determined by the Secretary.

5. Salaries and Other Remuneration
Except as otherwise provided in subclause 5.5 of this clause, chief education officers must be employed
at an annual salary not less than that for the classifications as set out in Table 1 - Salary Scale, of Part B,

Monetary Rates.

Subject to the provisions of the Act and to the regulation made thereunder, chief education officers
covered by this schedule will be paid the salary as set out in the said Table 1.

The salaries payable in Table 1 include remuneration of all incidents of employment other than:

(@  annual leave loading;

(b)  travel or subsistence or motor vehicle allowances;

(c) allowances in relation to relocation expenses; and

(d) climatic living and disability (Broken Hill) allowances.

Persons appointed as chief education officers subsequent to the making of this schedule will be
appointed to the appropriate salary level based on their background, experience and, where applicable,

previous salary level.

Chief education officers not on salary level 3 shall be entitled to progress to a higher level of salary after
12 months of service at each salary level subject to satisfactory performance.

Salary packaging
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6.1

6.2

6.3

For the purposes of this clause "salary" means the salary or rates of pay prescribed by Part B, Table 1 of
this schedule and superable allowances.

5.6.1 An employee may, by agreement with the employer, enter into a salary packaging arrangement
including salary sacrifice of superannuation where they may convert up to 100% of their salary to
other benefits.

Any pre-tax and post-tax payroll deductions must be taken into account prior to determining the
amount of salary available to be packaged. Such payroll deductions may include but are not
limited to, compulsory superannuation payments, HECS payments, child support payments,
judgment debtor/garnishee orders, union fees, health fund premiums.

5.6.2 The terms and conditions of the salary packaging arrangement, including the duration as agreed
between the employee and employer, will be provided in a separate written agreement, in
accordance with the Department’s salary packaging guidelines. Such agreement must be made
prior to the period of service to which the earnings relate.

5.6.3 Salary packaging must be cost neutral for the employer. Employees must reimburse the employer
in full for the amount of:

5.6.3.1 any fringe benefits tax liability arising from a salary packaging arrangement; and
5.6.3.2 any administrative fees.

5.6.4 Where the employee makes an election to salary package the following payments made by the
employer in relation to an employee shall be calculated by reference to the annual salary which
the employee would have been entitled to receive but for the salary packaging arrangement:

5.6.4.1 Superannuation Guarantee Contributions;

5.6.4.2 any salary-related payment including but not limited to allowances and workers
compensation payments; and

5.6.4.3 payments made in relation to accrued leave paid on termination of the employee’s
employment or on the death of the employee.

6. Conditions of Employment

The provisions of this schedule prevail over any award, industrial agreement, public sector agreement,
determination under the Teaching Service Act 1980 or award of the Industrial Relations Commission
which deal with the same matters in so far as they purport to apply to a chief education officer bound by
this schedule.

Chief education officers will have access to working hours consistent with the flexible working hours
conditions as provided for in clause 21 of the Crown Employees (Public Service Conditions of
Employment) Reviewed Award 2009 as varied, excluding the local arrangements that apply in the
Department, subject to operational requirements and departmental convenience.

Deduction of Union Membership Fees.

6.3.1 The union will 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.

6.3.2 The union will 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.
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7.1

7.2

7.3

8.1

8.2

9.1

9.2

9.3

9.4

10.1

6.3.3 Subject to 6.3.1 and 6.3.2 above, the employer must 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.

6.3.4 Monies so deducted from employees’ pay will 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.

6.3.5 Unless other arrangements are agreed to by the employer and the union, all union membership
fees shall be deducted on a fortnightly basis.

6.3.6 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.

7. Recreation Leave

Chief education officers are entitled to four weeks recreation leave per annum.

Recreation leave will be taken at a time and for a period agreed between the chief education officer and
the supervisor.

Payment will be made at the chief education officer’s salary rate at that time.

8. Deferred Salary Scheme
The Department’s deferred salary scheme provides chief education officers with an opportunity to take a
year away from work for professional development and other experience such as industry experience,

post graduate study, working in overseas education and training systems or other activities.

Under the deferred salary scheme, chief education officers are able to defer 20 per cent of their salary
for the first four years and be paid the deferred salary in the fifth year whilst on leave.

9. Performance Management and Professional Development

The performance of chief education officers will be reviewed in accordance with the Department’s
performance management and development scheme.

The parties confirm a commitment to professional and career training and development for chief
education officers and to their obligation to maintain and update their professional skills for the benefit
of students, staff and the Department.

The Department is committed to providing access to and support for professional, management
development and technological training, and to enhance the career mobility of chief education officers.

Where the chief education officer is required to undertake a professional development activity by the
Department, the compulsory fees involved will be met by the Department. Where the professional
development activity is voluntary, the Department may, at its discretion, refund all or part of the
compulsory fees incurred by chief education officers approved to undertake such training and
professional development programs.

10. Mobility Provisions

The parties agree to develop and implement strategies to enhance the mobility between chief education
officers and senior administrators in the Department.
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111

11.2

12.1

13.1

13.2

13.3

11. Technological Change
The Federation agrees to support the implementation of the Department’s Technology Strategy.

The Department will assist chief education officers in meeting the demands of the Department’s
technology strategy by providing access to equipment and professional development opportunities
designed to increase chief education officers’ efficiency and productivity.

12. Dispute Resolution Procedures

Subject to the provisions of the Industrial Relations Act 1996, should any dispute (including a question
or difficulty) about an industrial matter arise, then the following procedure shall apply.

12.1.1 Should any dispute, question or difficulty arise as to matters occurring in a particular workplace,
then the chief education officer will raise the dispute, question or difficulty with the supervisor as
soon as practicable.

12.1.2 The supervisor will discuss the matter with the chief education officer within two working days
with a view to resolving the dispute, question or difficulty or by negotiating an agreed method
and timeframe for proceeding.

12.1.3 Should the above procedure be unsuccessful in producing a resolution of the dispute, question or
difficulty or should the matter be of a nature which involves multiple workplaces, then the chief
education officer may raise the matter with an appropriate officer of the Department with a view
to resolving the dispute, question or difficulty or negotiating an agreed method and timeframe for
proceeding.

12.1.4 Where the procedures in paragraph 12.1.3 of this subclause do not lead to resolution of the
dispute, question or difficulty, the matter will be referred to the Chief People Officer and the
Branch Secretary of the union. They or their nominees will discuss the dispute, question or
difficulty within five working days with a view to resolving the matter by negotiating an agreed
method and timeframe for proceeding.

12.1.5 Should the above procedures not lead to resolution then either party may make application to the
Industrial Relations Commission of New South Wales.

13. Duties as Directed
The Secretary, delegate, nominee or representative may direct a chief education officer to carry out such
duties as are within the limits of the chief education officer’s skills, competence and training, provided
that such duties do not promote deskilling.

The Secretary may determine the location at which such duties will be carried out.

Any direction issued by the Secretary pursuant to subclauses 13.1 and 13.2 of this clause shall be
consistent with the Secretary’s responsibility to provide a safe, healthy working environment.

14. Right of Return of Permanent Officers Temporarily Appointed to Chief Education Officer Positions

14.1

14.2

A permanent officer of the Department temporarily appointed to a chief education officer position for a
period not exceeding twelve consecutive months will have right of return to their substantive position in
the Department at the conclusion of the temporary appointment.

A permanent officer of the Department temporarily appointed to or acting in a chief education officer
position for a period exceeding 12 consecutive months will have right of return to a position of
equivalent salary and status as the substantive position occupied prior to the temporary appointment or
acting arrangement.
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15.1

15.2

15.3

154

155

16.1

16.2

15. Anti-Discrimination

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.

It follows that in fulfilling their obligations under the dispute resolution procedure prescribed in clause
12, 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.

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.

Nothing in this clause is to be taken to affect:
any conduct or act which is specifically exempted from anti-discrimination legislation;
offering or providing junior rates of pay to persons under 21 years of age;

any act or practice of a body established to propagate religion which is exempted under section 56(d) of
the Anti-Discrimination Act 1977, or

a party to this award from pursuing matters of unlawful discrimination in any state or federal
jurisdiction.

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.

16. Work, Health and Safety
For the purposes of this subclause, the following definitions shall apply:

16.1.1 A "labour hire business" is a business (whether an organisation, business enterprise, company,
partnership, co-operative, sole trader, family trust or unit trust, corporation and/or person) which
has as its business function, or one of its business functions, to supply staff employed or engaged
by it to another employer for the purpose of such staff performing work or services for that other
employer.

16.1.2 A "contract business" is a business (whether an organisation, business enterprise, company,
partnership, co-operative, sole trader, family trust or unit trust, corporation and/or person) which
is contracted by another employer to provide a specified service or services or to produce a
specific outcome or result for that other employer which might otherwise have been carried out
by that other employer's own employees.

Any employer which engages a labour hire business and/or a contract business to perform work wholly
or partially on the employer's premises shall do the following (either directly, or through the agency of
the labour hire or contract business):

16.2.1 consult with employees of the labour hire business and/or contract business regarding the
workplace occupational health and safety consultative arrangements;

16.2.2 provide employees of the labour hire business and/or contract business with appropriate

occupational health and safety induction training including the appropriate training required for
such employees to perform their jobs safely;
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16.2.3 provide employees of the labour hire business and/or contract business with appropriate personal
protective equipment and/or clothing and all safe work method statements that they would
otherwise supply to their own employees; and

16.2.4 ensure employees of the labour hire business and/or contract business are made aware of any
risks identified in the workplace and the procedures to control those risks.

16.3

Nothing in this subclause is intended to affect or detract from any obligation or responsibility upon a

labour hire business arising under the Work Health and Safety Act 2011 or the Workplace Injury

Management and Workers Compensation Act 1998.

PART B

MONETARY RATES

Table 1 - Salary Scale

Chief Education Officer Salary from first pay Salary from first pay Salary from first pay
period on or after period on or after period on or after
9.10.2024 9.10.2025 9.10.2026
$ $ $
Increase 3% 3% 3%
Level 3 212,534 218,910 225,477
Level 2 203,780 209,893 216,190
Level 1 189,189 194,865 200,711
SCHEDULE 14
Australian Professional Standards for Teachers
Standard 1 - know students and how they learn
FOCUS GRADUATE PROFICIENT HIGHLY LEAD
ACCOMPLISHED
Physical, social and | 1.1.1 112 113 114
intellectual Demonstrate Use teaching Select from a Lead colleagues to
development and knowledge and strategies based on | flexible and select and develop
characteristics of understanding of knowledge of effective repertoire | teaching strategies
students physical, social and | students’ physical, | of teaching to improve student

intellectual
development and
characteristics of
students and how
these may affect
learning.

social and
intellectual
development and
characteristics to
improve student
learning.

strategies to suit
physical, social and
intellectual
development and
characteristics of
students.

learning using
knowledge of the
physical, social and
intellectual
development and
Characteristics of
students.

Understand how
students learn

121

Demonstrate
knowledge and
understanding of
research into how
students learn and
the implications for
teaching.

1.2.2

Structure teaching
programs using
research and
collegial advice
about how students
learn.

1.2.3

Expand
understanding of
how students learn
using research and
workplace
knowledge.

1.2.4

Lead processes to
evaluate the
effectiveness of
teaching programs
using research and
workplace
knowledge about
how students learn.
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Students with
diverse linguistic,
cultural, religious
and socio economic
backgrounds

131

Demonstrate
knowledge of
teaching strategies
that are responsive
to the learning
strengths and needs
of students from
diverse linguistic,
cultural, religious
and socio economic

132

Design and
implement teaching
strategies that are
responsive to the
learning strengths
and needs of
students from
diverse linguistic,
cultural, religious
and socio economic

133

Support colleagues
to develop effective
teaching strategies
that address the
learning strengths
and needs of
students from
diverse linguistic,
cultural, religious
and socio economic

134

Evaluate and revise
school learning and
teaching programs,
using expert and
community
knowledge and
experience, to meet
the needs of
students with
diverse linguistic,

backgrounds. backgrounds. backgrounds. cultural, religious
and socio economic
backgrounds.
Strategies for 141 142 143 144
teaching Aboriginal | Demonstrate broad | Design and Provide advice and | Develop teaching

and Torres Strait
Islander students

knowledge and
understanding of
the impact of
culture, cultural
identity and
linguistic
background on the
education of
students from
Aboriginal and

implement effective
teaching strategies
that are responsive
to the local
community and
cultural setting,
linguistic
background and
histories of Torres
Strait Islander

support colleagues
in the
implementation of
effective teaching
strategies for
Aboriginal and
Torres Strait
Islander students
using knowledge of
Community

programs that
support equitable
and ongoing
participation of
Aboriginal and
Torres Strait
Islander students by
engaging in
collaborative
relationships

Islander students. representatives. representatives and
backgrounds. parents/carers.
Differentiate 151 152 153 154
teaching to meet the | Demonstrate Develop teaching Evaluate learning Lead colleagues to

specific learning
needs of students
across the full range
of abilities

knowledge and
understanding of
strategies for
differentiating
teaching to meet the
specific learning
needs of students

activities that
incorporate
differentiated
strategies to meet
the specific learning
needs of students
across the full range

and teaching
programs, using
student assessment
data, that are
differentiated for
the specific learning
needs of students

evaluate the
effectiveness of
learning and
teaching programs
differentiated for
the specific learning
needs of students

across the full range | of abilities. across the full range | across the full range
of abilities. of abilities. of abilities.
Strategies to 16.1 1.6.2 1.6.3 164
support full Demonstrate broad | Design and Work with Initiate and lead the
participation of knowledge and implement teaching | colleagues to access | review of school
students with understanding of activities that specialist policies to support

Disability

legislative
requirements and
teaching strategies
that support the
participation and
learning of students
with disability.

support the
participation and
learning of students
with disability and
address relevant
policy and
legislative
requirements.

knowledge, and
relevant policy and
legislation, to
develop teaching
programs that
support the
participation and
learning of students
with disability.

the engagement and
full participation of
students with
disability and
ensure compliance
with legislative
and/or system
policies.
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Standard 2 - know the content and how to teach it

FOCUS GRADUATE PROFICIENT HIGHLY LEAD
ACCOMPLISHED
Content and 211 212 213 214
teaching strategies | Demonstrate Apply knowledge | Support colleagues | Lead initiatives

of the teaching area

knowledge and
understanding of
the concepts,
substance and
structure of the
content and
teaching strategies
of the teaching area

of the content and
teaching strategies
of the teaching area
to develop engaging
teaching activities.

using current and
comprehensive
knowledge of
content and
teaching strategies
to develop and
implement
engaging learning
and teaching

within the school to
evaluate and
improve knowledge
of content and
teaching strategies
and demonstrate
exemplary teaching
of subjects using
effective, research-

programs. based learning and
teaching programs.
Content selection 2.2.1 2.2.2 2.2.3 224

and organisation

Organise content
into an effective
learning and
teaching sequence.

Organise content
into coherent, well-
sequenced learning
and teaching

Exhibit innovative
practice in the
selection and
organisation of

Lead initiatives that
utilise
comprehensive
content knowledge

programs. content and to improve the
delivery of learning | selection and
and teaching sequencing of
programs. content into
coherently
organised learning
and teaching
programs.
Curriculum, 231 2.3.2 2.3.3 234
assessment and Use curriculum, Design and Support colleagues | Lead colleagues to
Reporting assessment and implement learning | to plan and develop learning

reporting
knowledge to
design learning

and teaching
programs using
knowledge of

implement learning
and teaching
programs using

and teaching
programs using
comprehensive

sequences and curriculum, contemporary knowledge of
lesson plans. assessment and knowledge and curriculum,
reporting understanding of assessment and
requirements. curriculum, reporting
assessment and requirements.
reporting
requirements.
Understand and 24.1 2.4.2 2.4.3 2.4.4
respect Aboriginal | Demonstrate broad | Provide Support colleagues | Lead initiatives to

and Torres Strait
Islander people to
Promote
reconciliation
Between
Indigenous and
non-Indigenous
Australians

knowledge of,
understanding of
and respect for
Aboriginal and
Torres Strait
Islander histories,
cultures and
languages.

opportunities for
students to develop
understanding of
and respect for
Aboriginal and
Torres Strait
Islander histories,
cultures and
languages.

with providing
opportunities for
students to develop
understanding of
and respect for
Aboriginal and
Torres Strait
Islander histories,
cultures and
languages.

assist colleagues
with opportunities
for students to
develop
understanding of
and respect for
Aboriginal and
Torres Strait
Islander histories,
cultures and
languages.
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Literacy and
numeracy strategies

2.5.1

Know and
understand literacy
and numeracy
teaching strategies
and their
application in
teaching areas.

2.5.2

Apply knowledge
and understanding
of effective
teaching strategies
to support students
literacy

and numeracy
achievement.

bl

253

Support colleagues
to implement
effective teaching
strategies to
improve students’
literacy and
Numeracy
achievement.

254

Monitor and
evaluate the
implementation of
teaching strategies
within the school to
improve students’
achievement in
literacy and
numeracy using
research-based
knowledge and
student data.

Information and
Communication
Technology (ICT)

2.6.1

Implement teaching
strategies for using
ICT to expand
curriculum learning
opportunities for
students.

2.6.2

Use effective
teaching strategies
to integrate ICT
into learning and
teaching programs
to make selected
content relevant and
meaningful.

2.6.3

Model high-level
teaching knowledge
and skills and work
with colleagues to
use current ICT to
improve their
teaching practice
and make content
relevant and
meaningful.

2.6.4

Lead and support
colleagues within
the school to select
and use ICT with
effective teaching
strategies to expand
learning
opportunities and
content knowledge
for all students.

Standard 3 - plan for and implement effective teaching and learning

FOCUS GRADUATE PROFICIENT HIGHLY LEAD
ACCOMPLISHED
Establish 3.1.1 3.1.2 3.13 3.14
Challenging Set learning goals | Set explicit, Develop a culture Demonstrate
learning goals that provide challenging and of high expectation | exemplary practice
achievable achievable learning | for all students by | and high
challenges for goals for all modelling and expectations and
students of varying | students. setting challenging | lead colleagues to
abilities and learning goals. encourage students
characteristics. to pursue
challenging goals in
all aspects of their
education.
Plan, structure and | 3.2.1 3.2.2 3.2.3 3.24
sequence learning Plan lesson Plan and implement | Work with Exhibit exemplary

programs

sequences using
knowledge of
student learning,
content and
effective teaching
strategies.

well structured
learning and
teaching programs
or lesson sequences
that engage students
and promote
learning.

colleagues to plan,
evaluate and
modify learning and
teaching programs
to create productive
learning
environments that
engage all students.

practice and lead
colleagues to plan,
implement and
review the
effectiveness of
their learning and
teaching programs
to develop students’
knowledge,
understanding and
skills.
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Use teaching
Strategies

331
Include a range of
teaching strategies

3.3.2
Select and use
relevant teaching

3.33
Support colleagues
to select and apply

3.34
Work with
colleagues to

in teaching. strategies to effective teaching review, modify and
Develop knowledge | strategies to expand their
skills, problem develop knowledge, | repertoire of
solving and critical | skills, problem teaching strategies
creative thinking. solving and critical | to enable students
and creative to use knowledge,
thinking. skills, problem
solving and critical
and creative
thinking.
Select and use 3.4.1 3.4.2 3.4.3 3.4.4
resources Demonstrate Select and/or create | Assist colleagues to | Model exemplary
knowledge of a and use a range of | create, select and skills and lead
range of resources, | resources, including | use a wide range of | colleagues in

including ICT, that
engage students in
their learning.

ICT, to engage
students in their
learning.

resources, including
ICT, to engage
students in their
learning.

selecting, creating
and evaluating
resources, including
ICT, for application
by teachers within
or beyond the
school.

Use effective
classroom
communication

35.1

Demonstrate a range
of verbal and non-
verbal
communication
strategies to support
student

35.2

Use effective verbal
and non-verbal
communication
strategies to support
student
understanding,

3.5.3

Assist colleagues to
select a wide range
of verbal and non-
verbal
communication
strategies to support

354

Demonstrate and
lead by example
inclusive verbal and
non-verbal
communication
using collaborative

engagement. participation students’ strategies and
engagement and understanding, contextual
achievement. engagement and knowledge to
achievement. support students’
understanding,
engagement and
achievement.
Evaluate and 3.6.1 3.6.2 3.6.3 3.6.4
improve teaching Demonstrate broad | Evaluate personal Work with Conduct regular

programs

knowledge of
strategies that can
be used to evaluate
teaching programs
to improve student
learning.

teaching and
learning programs
using evidence,
including feedback
from students and
student assessment
data to inform
planning.

colleagues to
review current
teaching and
learning programs
using student
feedback, student
assessment data,
knowledge of
curriculum and

reviews of teaching
and learning
programs using
multiple sources of
evidence including:
student assessment
data, curriculum
documents,
teaching practices

workplace and feedback from

practices. parents/carers,
students and
colleagues.
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Engage parents/
carers in the
educative process

3.7.1

Describe a broad
range of strategies
for involving
parents/carers in the
educative process

3.7.2

Plan for appropriate
and contextually
relevant
opportunities for
parents/carers to be
involved in their
children’s learning.

3.7.3

Work with
colleagues to
provide appropriate
and contextually
relevant
opportunities for
parents/carers to be
involved in their
children’s learning.

3.74

Initiate contextually
relevant processes
to establish
programs that
involve
parents/carers in the
education of their
children and
broader school
priorities and

activities.
Standard 4 -create and maintain supportive and safe learning environments
FOCUS GRADUATE PROFICIENT HIGHLY LEAD
ACCOMPLISHED

Support student 41.1 4.1.2 4.1.3 414

Participation Identify strategies | Establish and Model effective Demonstrate and
to support inclusive | implement practice and support| lead by example the
student inclusive and colleagues to development of

participation and
engagement in
classroom
activities.

positive interactions
to engage and
support all students
in classroom
activities.

implement
inclusive strategies
that engage and
support all students.

productive and
inclusive learning
environments
across the school by
reviewing inclusive
strategies and
exploring new
approaches to
engage and support
all students.

Manage classroom
Activities

421

Demonstrate the
capacity to organise
classroom activities
and provide clear

422

Establish and
maintain orderly
and workable
routines to create an

4.2.3

Model and share
with colleagues a
flexible repertoire
of strategies for

424

Initiate strategies
and lead colleagues
to implement
effective classroom

directions. environment where | classroom management and
student time is management to promote student
spent on learning ensure all students | responsibility for
tasks. are engaged in learning.
purposeful
activities.
Manage challenging | 4.3.1 4.3.2 433 434
Behaviour Demonstrate Manage challenging | Develop and share | Lead and implement
knowledge of behaviour by with colleagues a behaviour
practical establishing and flexible repertoire | management

approaches to
manage challenging
behaviour.

negotiating clear
expectations with
students and address
discipline issues
promptly, fairly and
respectfully.

of behaviour
management
strategies using
expert knowledge
and workplace
experience.

initiatives to assist
colleagues to
broaden their range
of strategies.
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Maintain student
Safety

441

Describe strategies
that support
students’ wellbeing
and safety working
within school
and/or system,
curriculum and
legislative
requirements.

442

Ensure students’
wellbeing and
safety within school
by implementing
school and/or
system, curriculum
and legislative
requirements.

443

Initiate and take
responsibility for
implementing
current school
and/or system,
curriculum and
legislative
requirements to
ensure student well-
being and safety.

444

Evaluate the
effectiveness of
student well-being
policies and safe
working practices
using current school
and/or system,
curriculum and
legislative
requirements and
assist colleagues to
update their

practices.

Use ICT safely, 451 45.2 453 454

responsibly and Demonstrate an| Incorporate Model, and support| Review or

ethically understanding  of| strategies to| colleagues to| implement new
the relevant issues| promote the safe,| develop, strategies| policies and
and the strategies| responsible and| to promote the safe, | strategies to ensure
available to support| ethical use of ICT | responsible and| the safe,
the safe,| in learning and| ethical use of ICT| responsible and
responsible and| teaching. in learning and| ethical use of ICT
ethical use of ICT teaching. in learning and
in learning and teaching.
teaching.

Standard 5 -assess, provide feedback and report on student learning

FOCUS GRADUATE PROFICIENT HIGHLY LEAD
ACCOMPLISHED

Assess student 511 5.1.2 5.1.3 514

Learning Demonstrate Develop, select and | Develop and apply | Evaluate school
understanding of use informal and a comprehensive assessment policies
assessment formal, diagnostic, | range of assessment | and strategies to
strategies including, | formative and strategies to support colleagues
informal and summative diagnose learning with: using
formal, diagnostic, | assessment needs, comply with | assessment data to

formative and
summative

approaches to
assess student

strategies to assess
student learning

curriculum
requirements and
support colleagues
to evaluate the

diagnose learning
needs, complying
with curriculum,
system and/or

learning. effectiveness of school assessment
their approaches to | requirements and
assessment. using a range of
assessment
strategies.
Provide feedback to | 5.2.1 5.2.2 5.2.3 5.2.4

students on their
learning

Demonstrate an
understanding of
the purpose of
providing timely
and appropriate
feedback to
students about their
learning

Provide timely,
effective and
appropriate
feedback to
students about their
achievement
relative to their
learning goals.

Select from an
effective range of
strategies to provide
targeted feedback
based on informed
and timely
judgements of each
student’s current
needs in order to
progress learning.

Model exemplary
practice and initiate
programs to support
colleagues in
applying a range of
timely, effective
and appropriate
feedback strategies.
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Make consistent
and comparable
Judgements

53.1

Demonstrate
understanding of
assessment
moderation and its
application to
support consistent
and comparable
judgements of
student learning.

53.2

Understand and
participate in
assessment
moderation
activities to support
consistent and
comparable
judgements of
student learning.

533

Organise assessment
moderation activitieg
that support
consistent and
comparable
judgements of
student learning.

5.3.4

Lead and evaluate
moderation
activities that
ensure consistent
and comparable
judgements of
student learning to
meet curriculum
and school or

system
requirements.
Interpret student 54.1 54.2 543 544
Data Demonstrate the Use student Work with Co-ordinate student

capacity to interpret
student assessment
data to evaluate
student learning and
modify teaching
practice.

assessment data to
analyse and
evaluate student
understanding of
subject/ content,
identifying
interventions and
modifying teaching
practice.

colleagues to use
data from internal
and external student
assessments for
evaluating learning
and teaching,
identifying
interventions and
modifying teaching

performance and
program evaluation
using internal and
external student
assessment data to
improve teaching
practice.

practice.
Report on student 55.1 55.2 55.3 55.4
Achievement Demonstrate Report clearly, Work with Evaluate and revise

understanding of a
range of strategies
for reporting to
students and
parents/carers and
the purpose of

accurately and
respectfully to
students and
parents/ carers
about student
achievement

colleagues to
construct accurate,
informative and
timely reports to
students and
parents/carers about

reporting and
accountability
mechanisms in the
school to meet the
needs of students,
parents/carers and

keeping accurate making use of student learning and | colleagues.
and reliable records | accurate and achievement.
of student reliable records.
achievement.
Standard 6 - engage in professional learning
FOCUS GRADUATE PROFICIENT HIGHLY LEAD
ACCOMPLISHED
Identify and plan 6.1.1 6.1.2 6.1.3 6.1.4

professional
learning needs

Demonstrate an
understanding of
the role of the
National
Professional
Standards for
Teachers in
Identifying
Professional
learning needs.

Use the National
Professional
Standards for
Teachers and
advice from
colleagues to
identify and plan
professional
learning needs.

Analyse the
National
Professional
Standards for
Teachers to plan
personal
professional
development goals,
support colleague to
identify and achieve
personal
development goals
and pre-service
teachers to improve
classroom practice.

Use comprehensive
knowledge of the
National
Professional
Standards for
Teachers to plan
and lead the
development of
professional
learning policies
and programs that
address the
professional
learning needs of
colleagues and pre-
service teachers.
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Engage in
professional
learning and
improve practice

6.2.1

Understand the
relevant and
appropriate sources
of professional

6.2.2

Participate in
learning to update
knowledge and
practice, targeted to

6.2.3

Plan for professional
learning by
accessing and
critiquing relevant

6.2.4

Initiate collaborative
relationships to
expand professional
learning

learning for professional needs | research, engage in | opportunities,
teachers. and school and/or high quality targeted| engage in research,
system priorities. opportunities to and provide quality
improve practice opportunities and
and offer quality placements for pre-
placements for pre- | service teachers.
service teachers
where applicable.
Engage with 6.3.1 6.3.2 6.3.3 6.3.4
colleagues and Seek and apply Contribute to Initiate and engage | Implement
improve practice Constructive collegial in professional Professional

feedback from
supervisors and
teachers to improve
teaching practices.

discussions and
apply constructive
feedback from
colleagues to
improve
professional
knowledge and

discussions with
colleaguesin a
range of forums to
evaluate practice
directed at
improving
professional

dialogue within the
school or
professional
learning network(s)
that is informed by
feedback, analysis
of current research

practice. knowledge and and practice to
practice, and the improve the
educational educational
outcomes of outcomes of
students. students.
Apply professional | 6.4.1 6.4.2 6.4.3 6.4.4
Learning and Demonstrate an Undertake Engage with Advocate for,

improve student
learning

understanding of
the rationale for
Continued
Professional
learning and the
implications for
improved student
learning.

professional
learning programs
designed to address
identified student
learning needs.

colleagues to
evaluate the
effectiveness of
teacher professional
learning activities
to address student
learning needs.

participate in and
lead strategies to
support high-
quality professional
learning
opportunities for
colleagues that
focus on improved
student learning.

Standard 7 - engage professionally with colleagues, parents/carers and the community

FOCUS GRADUATE PROFICIENT HIGHLY LEAD
ACCOMPLISHED
Meet professional 7.1.1 7.1.2 7.1.3 7.1.4
ethics and Understand and Meet codes of Maintain high Model exemplary
responsibilities apply the key ethics and conduct | ethical standards ethical behaviour

Principles described
in codes of ethics

and conduct for the
teaching profession.

established by
regulatory
authorities, systems
and schools.

and support
colleagues to
interpret codes of
ethics and exercise
sound judgement in
all school and
community
contexts.

and exercise
informed
judgements in all
professional
dealings with
students, colleagues
and the community.
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Comply with
legislative,
administrative and
organisational
requirements

7.2.1

Understand the
relevant legislative,
administrative and
Organisational

7.2.2

Understand the
implications of and
comply with

relevant legislative,

7.2.3
Support colleagues
to review and

interpret legislative,
administrative, and

7.2.4

Initiate, develop
and implement
relevant  policies

and processes to

polices and| administrative and| organisational support colleagues’
processes required| organisational and| requirements, compliance  with
for teachers| professional policies and| and understanding
according to school | requirements, processes. of existing and new
stage. polices and legislative,
processes. administrative,
organisational and
professional
responsibilities.
Engage with the 7.3.1 7.3.2 7.3.3 7.3.4
parents/carers Understand Establish and Demonstrate Identify, initiate
strategies for maintain respectful | responsiveness in and build on
working effectively, | collaborative all communications | opportunities that
sensitively and relationships with with parents/carers | engage parents/
confidentially with | parents/carers about their carers in both the
parents/carers. regarding their children’s learning | progress of their
children’s learning | and well-being. children’s learning
and well-being. and in the
educational
priorities of the
school.
Engage with 7.4.1 7.4.2 7.4.3 7.4.4
Professional Understand the role | Participate in Contribute to Take a leadership
teaching networks | of external professional and professional role in professional
and broader professionals and community networks and and community
communities community networks and associations and networks and
representatives in forums to broaden | build productive support the
broadening knowledge and links with the wider | involvement of
teachers’ improve practice. community to colleagues in

professional
knowledge and
practice.

improve teaching
and learning.

external learning
opportunities.

J. PAINGAKULAM J, Deputy President

Printed by the authority of the Industrial Registrar.
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SERIAL C9873

INDEPENDENT COMMISSION AGAINST CORRUPTION AWARD
2024

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES

Application by Independent Commission Against Corruption.

(Case No. 342450 of 2024)

Before Justice Chin

15 November 2024

AWARD
Clause No. Subject Matter
1. Title of Award
2. Dictionary of Terms
3. Aims of the Award
4. Communication and Consultation
5. ICAC Officer Classification and Salary Structure
6. Basis of Employment
7. Performance Management and Salary Increments
8. Training and Development
9. Redundancy and Redeployment
10.  Conditions of Employment
11.  Hours of Employment - Flexible Working Hours
Scheme (FWHS)
12.  Flexible Work Arrangements (FWA)
12A. Lactation Breaks
13.  Annual Leave
14.  Concessional Leave and Easter Thursday
15.  Extended Leave
16.  Family and Community Service Leave and Carer’s
Leave
17.  Holy Days and Essential Religious Duties
18.  Leave Without Pay
19.  Military Leave
20.  Parental Leave
21.  Public Holidays
22.  Sick Leave
23.  Special Leave
23A. Leave for Matters Arising from Domestic Violence
24.  Study Time and Examination Leave
25.  Travelling Time Compensation
26.  Overtime
27.  Performing Higher Duties
28.  Allowances and Loadings
29.  Secure Employment Test Case - WHS Obligations
30.  Grievance and Dispute Resolution
31.  No Extra Claims
32.  Anti-Discrimination
33.  Salary Packaging
34.  Area, Incidence and Duration
Schedule 1 - ICAC Officer Classification Salary Rates

Schedule 2 - Allowance Rates
Schedule 3 - Casual Employees Entitlements
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1. Title of Award
This Award will be known as the Independent Commission Against Corruption Award 2024.
2. Dictionary of Terms
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
Chief Commissioner - the Chief Commissioner of the ICAC

Domestic Violence - means domestic violence as defined in the Crimes (Domestic and Personal Violence) Act
2007

3. Aims of the Award

The Commission is a statutory body set up under the Independent Commission Against Corruption 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 Award Negotiation Committee comprised three staff, a Public Service
Association industrial officer and three 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

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.
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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 to staff, 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 Chief 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 Chief Commissioner for a
period of two years.

Operation - The CCG determines its own meeting procedure and charter of operation.
Other committees - The Access and Equity Committee, the Occupational Health and Safety Committee and the
Classification Committee report to the Chief Commissioner through the CCG. The CCG will ensure that these
committees are appropriately structured and operate in accordance with relevant legislation, including 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
(1)  The ICAC Officer classification Grades 1 - 8 have regard to the following principles:

(@  work of equal value attracts equal remuneration in a structure reflecting a composite weighting of
the markets from which the Commission recruits its employees

(b)  astructure which supports improved performance.
(2)  The ICAC Officer grades and salary rates appear in Table 1 of Schedule 1 of this Award.
(3)  The salary structure has regard for equivalent work value and salaries in the following markets:

NSW public sector (Administrative & Clerical and Legal), Police/Investigator (NSW, Federal,
Australian Crime Commission)

Private sector (Information Technology)

(4)  All ICAC positions are evaluated using job evaluation processes and placed within the ICAC Officer
grades, as shown in Table 1 of Schedule 1 of this Award.

(5)  Table 2 of Schedule 1 shows the salaries of Investigation Division positions that receive overtime and/or
incidents allowances as detailed in clauses 26(5) and 28(5) of this Award.

(6)  Merit based selection processes are required for permanent upward movement between ICAC Officer
grades.

(7)  Progression through the salary points (increments) in an ICAC Officer grade requires satisfactory

performance within the Commission’s performance management system, as described in clause 7 of this
Award.
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(8)
©)

1)

)

3)

(4)

()

(6)

(7)

(8)

©)

(10)

This Award applies to positions as specified in position descriptions as at the making of this Award.

The annual salaries of ICAC staff covered by this Award shall be adjusted by an increase of 4.0 per cent
from the first full pay period on or after 1 July 2024, 3.0 per cent from 1 July 2025 and 3 per cent from 1
July 2026.

6. Basis of Employment

The employment of members of staff of the Commission is subject to s.104 of the Independent
Commission Against Corruption Act 1988.

Members of staff of the Commission are appointed by the Chief Commissioner and are taken to be
employed by the Government of New South Wales in the service of the Crown but the Chief
Commissioner is, for the purposes of any proceedings relating to staff employed under s.104 held before
a competent tribunal having jurisdiction to deal with such matters, taken to be the employer of the staff.

Persons employed under s.104 are appointed as a member of staff of the Commission at the discretion of
the Chief Commissioner and are subject to the control and direction of the Chief Commissioner.

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:

(@)  additional skills, expertise or experience in the current workforce are required and the position
will not be required on an ongoing basis.

(b)  aposition 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 skills, expertise or experience within the Commission prior to the
initiation of any external action. Appointment to a position at the ICAC will involve a six months
probationary period or such period as the Chief Commissioner directs. The probationary period applies
to permanent employees.

Satisfactory performance encompasses, but is not limited to:

(@)  satisfactory discharge of duties as incorporated in the individual performance agreement

(b)  participation in corporate activities

(c)  commitment to and participation in training and development opportunities.

Satisfactory conduct encompasses, but is not limited to:

(@)  observing the law

(b)  observing Commission policies and procedures

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

Subject to section 104 of Independent Commission Against Corruption Act 1988, the Commission will,
wherever possible, follow the management practices relating to termination and dismissal prescribed in
legislation that affects NSW employers.

Recruits may decide to be seconded to a permanent position or come to the Commission on Leave

Without Pay from their substantive public sector employer. Where the Commission offers ongoing
employment in the same position then staff currently on secondment or leave without pay may apply to
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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.

A temporary employee may be directly appointed to a permanent position if the employee has filled that
position for one year on a temporary basis and was initially recruited under merit selection.

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.

Casual employees shall receive leave entitlements as referred to in Schedule 3 of this Award.
7. Performance Management and Salary Increments

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

(@)  toestablish a climate of continuous improvement within the Commission

(b)  to match individual staff performance objectives with Commission performance objectives and
Corporate and Strategic Plans

(c)  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

(d) toensure the identification of training and development needs are in line with requirements of the
individual and the Commission.

The Commission’s performance management system is based on an annual performance 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, these stages are outlined in the Commission’s
policy on performance management.

Progression through the salary points in the ICAC Officer range is based on performance under the
Commission’s performance management system. The Annual Review, which occurs in June each year,
includes an overall assessment of performance.

All staff have a common increment date of 1 July and their increment will be eligible for payment in the
first full pay period commencing on or after 1 July each year, subject to satisfactory performance under
the Commission’s performance management system.

The minimum period of service required before consideration for an increment would be 4 months
subject to completion of a Performance Agreement within 6 weeks of appointment or promotion.
Procedures for managing poor performance will include:

(@  the implementation of a 3 month performance improvement plan, with a further extension of 1
month if performance remains unsatisfactory.

(b)  the deferral of an increment following unsatisfactory performance will create a new increment
anniversary date for that year. If performance is maintained at a satisfactory level for at least a 4
month period, prior to the common increment date of 1 July, the staff member, similar to other
staff, may be considered for an increment at that time. If the period of satisfactory performance
and issuing of a new increment date is less than four months prior to the common increment date
then the staff member will only receive an increment on their new increment date and will not be
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entitled to another increment at the common increment date. If performance is maintained at a
satisfactory level, it will not be until the subsequent year that the common increment date will
once again become applicable.

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

(b)  refresher courses

()  new skills training

(d)  participation in corporate activities

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

(f)  transfer, promotion or secondment opportunities
(o) training where performance has been identified as inadequate
(h)  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
(b)  accessis fair and in line with EEO principles

(c)  corporate or Unit planning or training arising out of the Commission’s performance management
program

(d) the level of resources needed in implementing the program and the most effective way of using
those resources.

9. Redundancy and Redeployment

Staff and management are covered by the provisions of the NSW Department of Premier and Cabinet's
'‘Managing Excess Employees' Policy and directions for redundancy and redeployment.

)

()

10. Conditions of Employment

The conditions of employment are set out in this Award and include compliance with the Commission’s
General Policies and Procedures. The Commission’s General Policies and Procedures are to be read as
amended and in force at the date under consideration. To the extent of any inconsistency between the
Commission’s General Policies and Procedures and the Award, the conditions of the Award shall
prevail.

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 Chief Commissioner. If it is decided they should apply, this Award will be
varied in accordance with the Industrial Relations Act 1996.
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In setting conditions of service for staff of the Commission regard will be given to the provisions of the
current Crown Employees (Public Service Conditions of Employment) Award.

If conditions of employment for staff of the Commission are not covered by this Award then the
provisions of the current Crown Employees (Public Service Conditions of Employment) Award will be
referred to. Any changes to conditions of service will be made in consultation with the CCG. Where
they differ, for example in relation to Surveillance Officer conditions, they are defined in policy
documents held at the ICAC.

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. However, the transfer of annual leave entitlements is restricted to a maximum of 5 days.
This restriction of a maximum of 5 days of leave does not apply to the transfer of other types of leave
entitlements to the Commission.
11. Hours of Employment - Flexible Working Hours Scheme (FWHS)

The Commission operates under a Flexible Working Hours Scheme as follows. This clause must be
read in conjunction with the Commission’s Flexible Working Hours Policy (Policy 31) as is in force at

the relevant time. The provisions of this clause prevail to the extent of any inconsistency with the policy.

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 Division, Section or team and the Commission

(b)  decisions regarding working hours will be made between an employee and their direct supervisor
based on consultation and negotiation

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

(d) staff will give reasonable notice of request for flex leave.

The provisions of this clause shall apply to part time staff on a pro rata basis.

Surveillance Officers - Management recognises the need for greater flexibility in managing the flexible
working hours' scheme for Surveillance Officers and allows for variations in recognition of the
employment situation of surveillance staff, which are referred to in the Flexible Working Hours policy.
Ordinary 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. Minimum hours may be varied temporarily by
agreement of the staff member and their Executive Director in exceptional circumstances.

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

Meal break - Minimum of 30 minutes every 5 hours. Surveillance Officer meal breaks and the payment
of meal allowances are defined in a policy document held at the ICAC.
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Flex Period - 140 hours (4 weeks), which are the contract hours for a fulltime employee.

Maximum Flex Leave that can be taken in any financial year - 26 days (182 hours). 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. Staff are
expected to take Flex leave and or banked flex leave as either a half day (3.5 hours) or a full day (7
hours). Part time employees may take a pro rata amount equivalent to the hours worked on a specific
day. Flex Leave may be taken at the beginning and/or end of a period of other 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 banked flex leave that can be
used is 3.5 hours. 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
Timekeeper system. Data from the Record will be analysed from time to time.

Where a staff member has accrued 6 weeks recreation leave (over 30 days), unless otherwise authorised
by their Director, flex leave, including banked flex leave can only be taken in situations where at least
one day of recreation leave has been applied for and approved within the flex period. If, however
recreation leave has been applied for and declined or not actioned by the manager, access to flex leave is
still available.

12. 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 to part time staff 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.

(b)  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.

(c)  Part Year Employment - enables staff to work for an agreed number of weeks per year, with an
agreed number of unpaid weeks.

(d)  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.

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
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salary level but may not be able return to the work carried out before entering the FWA in accordance
with the ICAC Policy.

12A. Lactation Breaks

This clause applies to staff members who are lactating mothers. A lactation break is provided for
breastfeeding, expressing milk or other activity necessary to the act of breastfeeding or expressing milk
and is in addition to any other rest period and meal break as provided for in this Award.

A fulltime staff member or a part time staff member working more than 4 hours per day is entitled to a
maximum of two paid lactation breaks of up to 30 minutes each per day.

A part time staff member working 4 hours or less on any one day is entitled to only one paid lactation
break of up to 30 minutes on any day so worked.

A flexible approach to lactation breaks can be taken by mutual agreement between a staff member and
their manager provided the total lactation break time entitlement is not exceeded. When giving
consideration to any such requests for flexibility, a manager needs to balance the operational
requirements of the organisation with the lactating needs of the staff member.

The Commission shall provide access to a suitable, private space with comfortable seating for the
purpose of breastfeeding or expressing milk.

Other suitable facilities, such as refrigeration and a sink, shall be provided where practicable. Where it is
not practicable to provide these facilities, discussions between the manager and staff member will take
place to attempt to identify reasonable alternative arrangements for the staff member’s lactation needs.

Staff members experiencing difficulties in effecting the transition from home-based breastfeeding to the
workplace will have telephone access in paid time to a free breastfeeding consultative service, such as
that provided by the Australian Breastfeeding Association’s Breastfeeding Helpline Service or the
Public Health System.

Staff members needing to leave the workplace during time normally required for duty to seek support or
treatment in relation to breastfeeding and the transition to the workplace may utilise sick leave in
accordance with clause 22, Sick Leave, of this award, or access to the flexible working hours scheme
provided in clause 11, Hours of Employment - Flexible Working Hours Scheme (FWHS) of this award,
where applicable.

13. Annual Leave

Staff are entitled to 20 working days/140 hours of 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 % day. At least
10 days annual leave must be taken each financial year. To enable better planning of annual 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 can accrue to a maximum of 30 working days/210
hours unless an approval to conserve annual leave has been granted by the relevant director. The taking
of flex leave can be affected by annual leave balance in excess of 30 days. Refer to clause 11, Hours of
Employment - Flexible Working Hours Scheme (FWHS).
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14. Concessional Leave and Easter Thursday

Concessional Leave: At Christmas, where the Premier grants concessional leave, the Chief
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.

Easter Thursday: The Chief Commissioner may grant access to an additional ¥ 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. In order to be able to take the additional ¥ day of flex leave the staff
member must have enough flex time accrued during the flex period to ensure he/she does not go into
debit of more than 10 hours at the end of the flex period.

15. Extended Leave
The ICAC extended leave entitlements are:

(@)  Extended leave (EL) entitlement after 10 years service - 2 months (44 working days) on full pay
and 11 working days for every year of service thereafter. EL may be taken at half pay.

(b)  EL entitlement after 7 years service - staff with 7 years or more service will be entitled to take (or
be paid out on resignation) EL in the usual manner. The quantum of leave available is that which
would have applied if pro rata leave was granted. No repayment will be required if a staff
member does not reach 10 years service.

(© EL entitlement after 5 years service but less than 7 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 1 month’s EL
for 5 years service plus a pro-rata rate for service of between 6 and 7 years.

(d)  EL on Double Pay - A staff member with an entitlement to EL may elect to take leave at double
pay. The additional payment will be made as a superable, taxable allowance for employees
covered by the First State Superannuation Act 1992 and members of another complying fund of
their choice. The double payment is not superable for members of the closed NSW Public Sector
Superannuation Schemes, which are established by the Police Regulation (Superannuation) Act
1906, the State Authorities Non-Contributory Superannuation Act 1987, the State Authorities
Superannuation Act 1987 and the Superannuation Act 1916.

The staff members leave balance will be debited for the actual period of the absence from work and an
equivalent number of days as are necessary to pay the allowance. Other leave entitlements, e.g.
recreation leave, sick leave and EL will accrue at the single time rate where a staff member takes EL at
double time. Superannuation contributions will only be made on the basis of the actual absence from
work, i.e. at the single time rate. Where a staff member elects to take EL at double pay, in most cases a
minimum period of absence of one week should be taken, i.e. one week leave utilising two weeks of
accrued leave.

Public holidays that fall whilst a staff member is on a period of EL will be paid and not debited from a
staff member’s EL entitlement. In respect of public holidays that fall during a period of double pay EL a
staff member will not be debited in respect of the leave on a public holiday. The staff member’s leave
balance will however be reduced by an additional day to fund the non-superable taxable allowance.

Service for EL purposes - The following service with public sector agencies may count for EL purposes,
depending on the agency:

(@  permanent and temporary work periods of employment with the ICAC under the Independent
Commission Against Corruption Act 1988.

(b)  continuous service with agencies under the Government Sector Employment Act 2013 and as
defined by the Department of Finance, Services and Innovation, NSW Industrial Relations
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Executive Director. 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 EL purposes providing that the offer of employment with the
Commission was accepted with the Commission prior to resignation.

16. Family and Community Service Leave and Carer's Leave

Family and Community Service Leave (FACSL) - staff may be granted FACSL for reasons relating to
unplanned and/or emergency situations associated with:

(@  their family responsibilities

(b)  their performance of community service duties

(c)  pressing necessity.

Such unplanned and emergency situations may include, but not be limited to, the following: -

(@  Compassionate grounds, such as the death or illness of a close member of the family or a member
of the staff member's household including organising and attending to funeral arrangements;

(b)  Emergency accommodation matters up to one day, such as attendance at court as defendant in an
eviction action, arranging accommodation, or when required to remove furniture and effects;

(© Emergency or weather conditions; such as when flood, fire, snow or disruption to utility services
etc, threatens a staff member’s property and/or prevents a staff member from reporting for duty;

(d)  Attending to emergency or unplanned or unforeseen family responsibilities, such as attending a
child's school for an emergency reason or emergency cancellations by child care providers;

(e)  Attendance at court by a staff member to answer a charge for a criminal offence, only if the Chief
Commissioner considers the granting of family and community service leave to be appropriate in
a particular case;

()] Attendance as a competitor in major amateur sport (other than Olympic or Commonwealth
Games) for staff members who are selected to represent Australia or the State;

(909  Absence during normal working hours to attend meetings, conferences or to perform other duties
for staff members holding office in Local Government whose duties necessitate absence during
normal working hours for these purposes, provided that the staff member does not hold a position
of Mayor of a Municipal Council, President of a Shire Council or Chairperson of a County
Council.

Non-emergency appointments or duties shall be scheduled or performed outside of normal working
hours or through approved use of flexible working arrangements or other appropriate leave.

FACS leave can be used for carer’s responsibilities to care for an ill family member as defined below.
In this situation, FACS leave does not need to be unplanned or an emergency however, FACS leave
needs to be exhausted prior to carer’s leave being accessed to care for an ill family member. Refer to
carer’s leave for further explanation.

A family and relative of a staff member for these purposes is:

(@  Your child

(b)  The child of your current or former husband, wife, de facto opposite or same sex partner

(c)  Any adult who you are the legal guardian of
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(d)  Any ‘immediate family member’. This means any of the following:
M Your current or former husband, wife, de facto opposite or same sex partner,

(i) Your grandchild or the grandchild of your current or former husband, wife, de facto
opposite or same sex partner,

(iif)  Your parent or the parent of your current or former husband, wife, de facto opposite or
same sex partner,

(iv)  Your grandparent or the grandparent of your current or former husband, wife, de facto
opposite or same sex partner,

(v)  Your brother or sister or the brother or sister of your current or former husband, wife, de
facto opposite or same sex partner.

Family and community service leave shall accrue as follows:

(@  2-1/2 days in the staff member’s first year of service;

(b)  2-1/2 days in the staff member’s second year of service; and
(© 1 day per year thereafter.

Part time staff will accrue at a pro-rata amount.

Where FACSL is exhausted, two additional 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 an ill family member using the above definition of family member.

The sick leave that can be accessed is:

(@  unused sick leave from the previous 3 years.

(b)  access to additional sick leave accumulated from eligible service may be granted in special cases.
When applying for CL staff must supply:

(@ a medical certificate or Statutory Declaration for periods greater than 2 consecutive working
days.

(b)  details of the name of the person being cared for, their relationship with that person, the reason
for that period of leave.

(c)  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, with evidence and medical certificates
being required when applying for carer’s leave for takings in excess of two consecutive days.

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.

17. 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.
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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.

18. 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 be granted in this case is 12 months subject to special
approval by the Chief Commissioner. Staff taking 12 months LWOP must return to work for the
Commission for a minimum of 2 years before further LWOP is granted.
A staff member shall not be required to exhaust accrued paid leave before proceeding on leave without
pay but, if the staff member elects to combine all or part of accrued paid leave with leave without pay,
the paid leave shall be taken before leave without pay.
No paid leave shall be granted during a period of leave without pay.

19. 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 - up to 24 calendar days
(b)  Army Reserve - up to 24 calendar days
(c)  Air Force Reserve - up to 28 calendar days
The Chief Commissioner may grant a staff member special leave of up to 1 day to attend medical
examinations and tests required for acceptance as volunteer part time members of the Australian
Defence Forces.
A staff member who is requested by the Australian Defence Forces to provide additional military
services requiring leave in excess of the entitlement specified may be granted Military Leave Top Up
Pay by the Chief Commissioner. Military Leave Top Up Pay is calculated as the difference between a
staff member’s ordinary pay as if they had been at work, and the Reservist’s pay which they receive
from the Commonwealth Department of Defence.
During a period of Military Leave Top Up Pay, a staff member will continue to accrue sick leave,
recreation and extended leave entitlements, and the Commission is to continue to make superannuation
contributions at the normal rate.

20. Parental Leave

Parental leave includes maternity, adoption and "other parent" leave.

Maternity leave shall apply to a staff member who is pregnant and, subject to this clause the staff
member shall be entitled to be granted maternity leave as follows:

(@)  Foraperiod up to 9 weeks prior to the expected date of birth; and
(b)  For afurther period of up to 12 months after the actual date of birth.
(c) A staff member who has been granted maternity leave and whose child is stillborn may elect to

take available sick leave instead of maternity leave.

Adoption leave shall apply to a staff member adopting a child and who will be the primary care giver,
the staff member shall be granted adoption leave as follows:

(@)  Foraperiod of up to 12 months if the child has not commenced school at the date of the taking of
custody; or
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(b)  For such period, not exceeding 12 months on a full-time basis, as the Chief Commissioner may
determine, if the child has commenced school at the date of the taking of custody.

(c)  Special Adoption Leave - A staff member shall be entitled to special adoption leave (without
pay) for up to 2 days to attend interviews or examinations for the purposes of adoption. Special
adoption leave may be taken as a charge against recreation leave, extended leave, flexitime or
family and community service leave.

Where maternity or adoption leave does not apply, "other parent” leave is available to male and female
staff who apply for leave to look after his/her child or children. Other parent leave applies as follows:

(@)  Short other parent leave - an unbroken period of up to 8 weeks at the time of the birth of the child
or other termination of the spouse's or partner's pregnancy or, in the case of adoption, from the
date of taking custody of the child or children;

(b)  Extended other parent leave - for a period not exceeding 12 months, less any short other parental
leave already taken by the staff member as provided for in paragraph (a) of this subclause.
Extended other parental leave may commence at any time up to 2 years from the date of birth of
the child or the taking of custody of the child.

A staff member taking maternity or adoption leave is entitled to payment at the ordinary rate of pay for a

period of up to 14 weeks, a staff member entitled to short other parent leave is entitled to payment at the

ordinary rate of pay for a period of up to 1 week, provided the staff member:

(@  Applied for parental leave within the time and in the manner determined set out in subclause (10)
of this clause; and

(b)  Prior to the commencement of parental leave, completed not less than 40 weeks' continuous
service.

(c)  Payment for the maternity, adoption or short other parent leave may be made as follows:
0] in advance as a lump sum; or
(i)  fortnightly as normal; or
(iii) ~ fortnightly at half pay; or
(iv)  acombination of full-pay and half pay.

Payment for parental leave is at the rate applicable when the leave is taken. A staff member holding a
fulltime position who is on part time leave without pay when they start parental leave is paid:

(@) atthe fulltime rate if they began part time leave 40 weeks or less before starting parental leave;

(b)  at the part time rate if they began part time leave more than 40 weeks before starting parental
leave and have not changed their part time work arrangements for the 40 weeks;

(c) at the rate based on the average number of weekly hours worked during the 40 week period if
they have been on part time leave for more than 40 weeks but have changed their part time work
arrangements during that period.

A staff member who commences a subsequent period of maternity or adoption leave for another child
within 24 months of commencing an initial period of maternity or adoption leave will be paid:

(@) atthe rate (full time or part time) they were paid before commencing the initial leave if they have
not returned to work; or
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(b)  atarate based on the hours worked before the initial leave was taken, where the staff member has
returned to work and reduced their hours during the 24 month period; or

(c) at a rate based on the hours worked prior to the subsequent period of leave where the staff
member has not reduced their hours.

Except as provided in subclauses (5), (6) and (7) of this clause parental leave shall be granted without
pay.

Right to request

(@ A staff member who has been granted parental leave in accordance with subclause (2), (3) or (4)
of this clause may make a request to the Chief Commissioner to:

M extend the period of unpaid parental leave for a further continuous period of leave not
exceeding 12 months;

(if)  return from a period of full time parental leave on a part time basis until the child reaches
school age (Note: returning to work from parental leave on a part time basis includes the
option of returning to work on part time leave without pay);
to assist the staff member in reconciling work and parental responsibilities.

(b)  The Chief Commissioner shall consider the request having regard to the staff member’s
circumstances and, provided the request is genuinely based on the staff member’s parental
responsibilities, may only refuse the request on reasonable grounds related to the effect on the
workplace or the Commission’s business. Such grounds might include cost, lack of adequate
replacement staff, loss of efficiency and the impact on customer service.

Notification Requirements

(@  When the Commission is made aware that a staff member or their spouse is pregnant, or is
adopting a child, the Commission must inform the staff member of their entitlements and their
obligations under the award.

(b) A staff member who wishes to take parental leave must notify the Commission in writing at least
8 weeks (or as soon as practicable) before the expected commencement of parental leave:

(i) that she/he intends to take parental leave, and
(if)  the expected date of birth or the expected date of placement, and
(iif)  if she/he is likely to make a request under subclause (9) of this clause.

(c)  Atleast 4 weeks before a staff member's expected date of commencing parental leave they must
advise:

(i) the date on which the parental leave is intended to start, and
(if)  the period of leave to be taken.
(d)  Staff member’s request and the Chief Commissioner’s decision to be in writing

The staff member’s request under paragraph (9)(a) and the Chief Commissioner’s decision made
under paragraph (9)(b) must be recorded in writing.

(e) A staff member intending to request to return from parental leave on a part time basis or seek an

additional period of leave of up to 12 months must notify the Commission in writing as soon as
practicable and preferably before beginning parental leave. If the notification is not given before
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commencing such leave, it may be given at any time up to 4 weeks before the proposed return on
a part time basis, or later if the Chief Commissioner agrees.

(j)] A staff member on maternity leave is to notify the Commission of the date on which she gave
birth as soon as she can conveniently do so.

(9) A staff member must notify the Commission as soon as practicable of any change in her
intentions as a result of premature delivery or miscarriage.

(h) A staff member on maternity or adoption leave may change the period of leave or arrangement,
once without the consent of the Commission and any number of times with the consent of the
Commission. In each case she/he must give the Commission at least 14 days notice of the change
unless the Chief Commissioner decides otherwise.

A staff member has the right to her/his former position if she/he has taken approved leave or part time
work in accordance with subclause (9) of this clause, and she/he resumes duty immediately after the
approved leave or work on a part time basis.

If the position occupied by the staff member immediately prior to the taking of parental leave has ceased
to exist, but there are other positions available that the staff member is qualified for and is capable of
performing, the staff member shall be appointed to a position of the same grade and classification as the
staff member’s former position.

A staff member does not have a right to her/his former position during a period of return to work on a
part time basis. If the Chief Commissioner approves a return to work on a part time basis then the
position occupied is to be at the same classification and grade as the former position.

A staff member who has returned to full time duty without exhausting their entitlement to 12 months
unpaid parental leave is entitled to revert back to such leave. This may be done once only, and a
minimum of 4 weeks notice (or less if acceptable to the Commission) must be given.

A staff member who is sick during her pregnancy may take available paid sick leave or accrued
recreation or extended leave or sick leave without pay. A staff member may apply for accrued recreation
leave, extended leave or leave without pay before taking maternity leave. Any leave taken before
maternity leave, ceases at the end of the working day immediately preceding the day she starts her
nominated period of maternity leave or on the working day immediately preceding the date of birth of
the child, whichever is sooner.

A staff member may elect to take available recreation leave or extended leave within the period of
parental leave provided this does not extend the total period of such leave.

A staff member may elect to take available recreation leave at half pay in conjunction with parental
leave provided that:

(@)  accrued recreation leave at the date leave commences is exhausted within the period of parental
leave;

(b)  the total period of parental leave is not extended by the taking of recreation leave at half pay;

(c)  when calculating other leave accruing during the period of recreation leave at half pay, the
recreation leave at half pay shall be converted to the full time equivalent and treated as full pay
leave for accrual of further recreation, extended and other leave at the full time rate.

If, for any reason, a pregnant staff member is having difficulty in performing her normal duties or there
is a risk to her health or to that of her unborn child the Commission, should, in consultation with the
staff member, take all reasonable measures to arrange for safer alternative duties. This may include but,
is not limited to greater flexibility in when and where duties are carried out, a temporary change in
duties, retraining, multi-skilling, job redesign and working from home or remotely.
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If such adjustments cannot reasonably be made, the Chief Commissioner must grant the staff member
maternity leave, or any available sick leave, for as long as it is necessary to avoid exposure to that risk
as certified by a medical practitioner, or until the child is born whichever is the earlier.

Communication during parental leave

(@  Where a staff member is on parental leave and a definite decision has been made to introduce
significant change at the workplace, the Commission shall take reasonable steps to:

() make information available in relation to any significant effect the change will have on the
status or responsibility level of the position the staff member held before commencing
parental leave; and

(i)  provide an opportunity for the staff member to discuss any significant effect the change
will have on the status or responsibility level of the position the staff member held before
commencing parental leave.

(b)  The staff member shall take reasonable steps to inform the Chief Commissioner about any
significant matter that will affect the staff member’s decision regarding the duration of parental
leave to be taken, whether the staff member intends to return to work and whether the staff
member intends to request to return to work on a part time basis.

(c)  The staff member shall also notify the Chief Commissioner of changes of address or other
contact details which might affect the Commission’s capacity to comply with paragraph (a) of

this subclause.

21. Public Holidays

The provisions of the Banks and Banks Holidays Act 1912 apply and provide for the following public holidays:
New Year’s Day, Australia Day, Good Friday, Easter Saturday, Easter Monday, Anzac Day, Christmas Day,
Boxing Day or such other public holidays that are proclaimed. The Public Service Holiday is to be taken on a
day determined by the Chief Commissioner between Christmas Day and New Year’s Day.

1)

()

)
(4)

22. Sick Leave

Staff members at the time of the Award variation will accrue sick leave in accordance with this clause
from 1 January 2009 onwards.

(@ At the commencement of employment with the Public Sector, a fulltime staff member is granted
an accrual of 5 days sick leave providing this does not exceed the amount that would normally
accrue over their period of employment. This also applies to temporary employees.

(b)  After the first four months of employment, a fulltime staff member shall accrue sick leave on a
daily basis at the rate of 1.25 working days per month for the balance of the first year of service.

(c)  After the first year of service, the staff member shall accrue sick leave on a daily basis at the rate
of 15 working days per year of service.

Payment during the initial 3 months of employment with the Commission - Paid sick leave which may
be granted to a staff member, in the first 3 months of employment shall be limited to 5 days paid sick
leave, unless the Executive Director approves otherwise. Paid sick leave in excess of 5 days granted in
the first 3 months of employment shall be supported by a satisfactory medical certificate.

Paid sick leave shall not be granted during a period of unpaid leave.

Any leave not taken is accumulated. Once sick leave with pay is exhausted, sick leave without pay may
be granted.
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Medical certificates must be provided for periods of sick leave in excess of 2 consecutive working days,
taken on a strike day, consecutively with a public holiday and any time after giving notice of resignation
or termination. If a staff member is required to provide evidence of illness for an absence of 2
consecutive working days or less, the Executive Director will advise them in advance.

A staff member may absent themselves for a total of 5 working days due to illness without the provision
of evidence of illness/medical certificate to their Manager. Staff members who absent themselves in
excess of 5 working days in a calendar year may be required to furnish evidence of illness to their
manager for each occasion absent for the balance of the calendar year.

As a general practice backdated medical certificates will not be accepted. However, if a staff member
provides evidence of illness/medical certificate that only covers the latter part of the absence, they can
be granted sick leave for the whole period if the manager is satisfied that the reason for the absence is
genuine.

The granting of paid sick leave shall be subject to the staff member providing evidence which indicates
the nature of illness or injury and the estimated duration of the absence. If a staff member is concerned
about disclosing the nature of the illness to their manager, they may elect to have the application for sick
leave dealt with confidentially by an alternate manager or by the Human Resources Section.

If a staff member who is absent on recreation leave and/or extended leave, furnishes to their manager a
satisfactory medical certificate in respect of an illness of five or more than five working days in
duration, which occurred during the period of leave, their manager may, subject to the provisions of this
clause, grant sick leave to the staff member.

Normal sick leave conditions, such as the requirement to furnish medical certificates pertain to sick
leave without pay. Sick leave without pay will count as service for the accrual of paid sick leave and
recreation leave otherwise it is treated similar to LWOP.

23. Special Leave

Special 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 may be granted are:

(@  for jury service, subject to the provision of a certificate of attendance,
(b)  where staff are subpoenaed or called as a witness by the State, Territory or Commonwealth,
(c)  some trade union activities with the prior approval of the Chief Commissioner,
(d)  other instances determined by the Chief Commissioner.
23A. Leave for Matters Arising from Domestic Violence
The definition of domestic violence is found in clause 2 of this award.

Staff experiencing domestic violence are entitled to 10 days paid domestic and family violence leave per
calendar year (non-cumulative and able to be taken in part-days, single days, or consecutive days).

The leave is to be available for employees experiencing domestic and family violence, for purposes
including; seeking safe accommodation; attending medical, legal, police or counselling appointments
relating to their experience of domestic and family violence; attending court and other legal proceedings
relating to their experience of domestic and family violence; organising alternative care or education
arrangements for their children; or other related purposes approved by the agency head.

When approving leave, the Chief Commissioner needs to be satisfied, on reasonable grounds, that

domestic and family violence has occurred, and may require proof such as; an agreed document issued
by the Police Force, a court, a domestic violence support service or a member of the legal profession; a
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provisional, interim or final Apprehended Violence Order (AVO), certificate of conviction or family law
injunction; or a medical certificate.

The leave entitlement can be accessed without the need to exhaust other existing leave entitlements first.

The leave entitlement does not extend to casual employees. Temporary and part-time employees will be
entitled to the leave on a pro-rata basis

Where the leave entitlements referred to in subclause 23A(2) are exhausted, leave entitlements provided
for Family and Community Service Leave, Sick Leave and Sick Leave to Care for a Family Member,
and Special Leave may be used by staff members experiencing domestic violence.

Personal information concerning domestic violence will be kept confidential by the Commission.
The Chief Commissioner, where appropriate, may facilitate flexible working arrangements subject to
operational requirements, including changes to working times and changes to work location, telephone
number and email address.

24. 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.
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;

(b)  for qualifying studies entirely by thesis the grant is 10 days;

(c)  for masters degree studies by research and thesis only, the total grant is:

0] 25 days for courses of 2 years minimum duration;
(if) 35 days for courses of 3 years minimum duration.

(d)  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.
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25. Travelling Time Compensation
Staff, except Investigators (surveillance), 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
it 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.
(b)  Travel outside bandwidth: is paid at the normal hourly rate, less normal travelling time.

()  Waiting time: will be paid, less one hour, unless overnight accommaodation 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.

At the Executive Director’s discretion, a staff member may be compensated for such time either by:

(@  Payment calculated at staff's current rate of pay with a maximum rate of the 1st Year Rate of
ICAC Officer Grade 3; or

(b)  If it is operationally convenient, by taking equivalent time off in lieu to be granted for excess
time spent in travelling on official business. Such time in lieu must be taken within 1 month of
accrual unless otherwise authorised by the staff member’s manager.

Time in Lieu is Calculated at the Same Rate as Payment.

26. Overtime

ICAC Officers Grade 1-6 - who are directed to work outside of the Flex Bandwidth shall be paid
overtime at the rate of:

(@  Monday to Saturday
150% (time and a half) for the first 2 hours and
200% every hour thereafter.
(b)  Sunday
200% (double time)
(c)  Public Holidays
(M Monday to Friday:
250% (double time and a half - includes normal salary rate) during bandwidth
250% (double time and a half) after bandwidth
(i)  Saturday and Sunday:
250% (double time and a half)
Overtime is paid at staff’s current rate of pay up to a maximum rate of Grade 5, 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.
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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

(b)  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

(c)  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 to be taken within three months of the
leave being granted.

Investigations Staff Overtime Allowance - Investigators, Senior Investigators, Senior Forensic
Accountant, Special Investigators, Senior Technical Officers, Forensic Accountant, Technical Officer,
Investigators (surveillance) and Surveillance Team Leader 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, Investigators (surveillance), Forensic Accountant, Technical Officer - 9.1%

(b)  Senior Investigators, Special Investigators, Surveillance Team Leader, Senior Forensic
Accountant and Senior Technical Officer - 8.7%

27. Performing Higher Duties

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:

(@ 10 working days or less - No payment

(b) 11 or more working days - 100% difference for the full period, except if the staff member does
not undertake all the duties and responsibilities of the higher position, a percentage of the
difference is paid as agreed between the staff member and his/her manager.

28. Allowances and Loadings

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.

(b)  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.
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Associate's Allowance

Staff trained to be Associates will receive the allowance referred to in Schedule 2 of this Award. 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.

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 of this Award. An annual review of whether the payment of
the allowance is still applicable will occur on the anniversary of receiving the allowance. The allowance
will be increased in line with the salary increases prescribed in this Award.

First Aid Allowance

(@)  Staff appointed as First Aid Officers will be paid the allowances appearing in Schedule 2 of this
Award. These allowances will increase in line with the salary increases prescribed in this Award.
The First Aid Allowance shall not be paid during extended leave or any other continuous period
of leave which exceeds one week.

(b)  When the First Aid Officer is absent on leave for more than one week and another qualified staff
member is selected to relieve in the First Aid Officer's position, such staff members shall be paid
a pro rata first aid allowance for assuming the duties of a First Aid Officer.

Incidents Allowance

A 12.2% Incidents Allowance is payable to Investigator (surveillance), Surveillance Team Leader,
Senior Technical Officer and Technical Officer 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.

Travel Allowances - Accommodation, Meals and 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.

(b)  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. 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. The
Commission, rather than the staff member, will book and pay for the accommodation in lieu of
paying an allowance to the staff member unless it is not conducive to the conduct of a particular
investigation.

(c)  When it is necessary for a staff member to make his/her own arrangements for accommodation,
where practicable, he/she shall obtain prior approval for such arrangements and the Commission
may elect to pay the provider directly. Investigators (surveillance) are exempt from this rule and
would have their own policy.

(d)  Travel involving an overnight stay when accommaodation is provided free of charge, a daily
allowance for incidentals as set by the Australian Taxation Office will be paid.

()  For travel involving no overnight stay no meal allowance will be paid. Investigators
(surveillance) are excluded from this clause and have their own policy regarding the payment of
meal allowances for one day journeys. If an exception is made by the Chief Commissioner or
his/her delegate due to operational considerations, then meals only may be paid at the rate set
from time to time by the Australian Taxation Office.
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M Breakfast, when required to commence travel at or before 6.00 am

(i) Lunch when required to travel a total distance on the day of at least 100 kilometres and, as
a result, is located at a distance of at least 50 kilometres from the Commission’s office at
the time of taking the normal lunch break

(iiiy  Dinner, when required to travel after 7.30 pm.

f Overseas Travel will be at the rate specified from time to time by the Australian Taxation Office
as the reasonable limit.

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 rates are determined by the Department of Premier and Cabinet. Current allowances
appear in Schedule 2 of this Award.

(b)  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.

29. Secure Employment Test Case - WHS Obligations
For the purposes of this clause, the following definitions shall apply:

(@ A "labour hire business" is a business (whether an organisation, business enterprise, company,
partnership, co-operative, sole trader, family trust or unit trust, corporation and/or person) which
has as its business function, or one of its business functions to supply staff employed or engaged
by it to another employer for the purpose of such staff performing work or services for that other
employer.

(b) A "contract business" is a business (whether an organisation, business enterprise, company,
partnership, co-operative, sole trader, family trust or unit trust, corporation and/or person) which
is contracted by another employer to provide a specified service or services or to produce a
specific outcome or result for that other employer which might otherwise have been carried out
by that other employer’s own employees.

If the employer engages a labour hire business and/or a contract business to perform work wholly or
partially on the employer’s premises, the employer shall do the following (either directly, or through the
agency of the labour hire or contract business).

(@  consult with employees of the labour hire business and/or contract business regarding the work
health and safety consultative arrangements;

(b)  provide employees of the labour hire business and/or contract business with appropriate work
health and safety induction training including the appropriate training required for such
employees to perform their jobs safely.

(c)  provide employees of the labour hire business and/or contract business with appropriate personal
protective equipment and/or clothing and all safe work method statements that they would
otherwise supply to their own employees; and

(d)  ensure employees of the labour hire business and/or contract business are made aware of any
risks identified in the workplace and the procedures to control those risks.

Nothing in this clause is intended to affect or detract from any obligation or responsibility upon a labour

hire business arising under the Work Health and Safety Act 2011 or the Workplace Injury Management
and Workers Compensation Act 1998.
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(4)  Disputes regarding the application of this clause

Where a dispute arises as to the application or implementation of this clause, the matter shall be dealt
with pursuant to the disputes settlement procedures of this Award.

(5)  This clause has no application in respect to organisations which are properly registered as Group
Training Organisations under the Apprenticeship and Traineeship Act 2001 (or equivalent interstate
legislation) and are deemed by the relevant State Training Authority to comply with the national
standards for Group Training Organisations.

30. Grievance and Dispute Resolution
(1)  These procedures are separate to the ICAC Grievance Policy for matters not related to this Award.

(2)  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.

(3) A staff member or persons engaged under clause 30 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.

(4)  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.

(5) If the matter remains unresolved with the immediate manager, the staff member or persons engaged
under clause 30 may request to meet the appropriate person at the next level of management in order to
resolve the matter. 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 Chief Commissioner.

(6)  If the matter remains unresolved, the Chief 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.

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

(8)  The staff member, or persons engaged under clause 30 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.

(9)  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 Relations Commission in relation to
the dispute.

31. No Extra Claims

The Industrial Relations Commission recognises that the parties have provided an undertaking that other than
as provided for in the Industrial Relations Act 1996, there will be no further claims/demands or proceedings
instituted before the NSW Industrial Relations Commission for extra or reduced wages, salaries, rates of pay,
allowances or conditions of employment with respect to the Employees covered by the Award that take effect
prior to the nominal expiry of the Award unilaterally made by a party to this Award unless otherwise agreed by
the parties.

This undertaking does not prevent the Parties from continuing collaborative discussions during the life of the
Award to deliver additional enhancements to remuneration and/or conditions of employment, and to achieve
additional industry wide and systemic efficiencies and productivity improvements to the delivery of
Government services to the public. Changes to conditions or salaries may be jointly progressed and, if agreed,
an application to vary the Award may be made by consent prior to the nominal expiry of the Award.

- 144 -



N.S.W. INDUSTRIAL GAZETTE — Vol. 397 29 November 2024

(1)

()

)

(4)

Q)

32. Anti-Discrimination

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, pregnancy or potential pregnancy, disability,
homosexuality or other sexual orientation, transgender identity, age, carer’s or family responsibilities.

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.

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.

Nothing in this clause is to be taken to affect:
(@  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.

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.

(@  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."”

33. Salary Packaging

The Commission supports the provision of salary packaging for non-SES staff. The range of items and the
terms of salary packaging is in accordance with the Department of Premier and Cabinet’s Guidelines and are
set out in the ICAC Salary Sacrificing Info page located on the ICAC’s Intranet.

(@)

(b)

34. Area, Incidence and Duration

This Award applies to all employees permanently, casually 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 Award 2022

published on 4 August 2023 (394 1.G. 1523) and all variations thereof and take effect from 1 July 2024
and shall remain in force until 30 June 2027.
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SCHEDULE 1 - ICAC OFFICER CLASSIFICATION SALARY RATES

Table 1
ICAC OFFICER| Salary Point FFPP 1.7.23 FFPP 1.7.24 FFPP 1.7.25 FFPP 1.7.26
GRADE
$ $ $ $

1A 1 60,702 63,130 65,024 66,975
2 62,036 64,517 66,453 68,447

3 64,173 66,740 68,742 70,804

4 65,782 68,413 70,465 72,579

5 67,384 70,079 72,181 74,346

1B 1 68,458 71,196 73,332 75,532
2 70,321 73,134 75,328 77,588

3 72,462 75,360 77,621 79,950

4 74,336 77,309 79,628 82,017

5 76,210 79,258 81,636 84,085

1C 1 75,941 78,979 81,348 83,788
2 77,812 80,924 83,352 85,853

3 79,951 83,149 85,643 88,212

4 81,822 85,095 87,648 90,277

5 84,494 87,874 90,510 93,225

2 1 86,103 89,547 92,233 95,000
2 87,974 91,493 94,238 97,065

3 90,381 93,996 96,816 99,720

4 93,320 97,053 99,965 102,964

5 95,465 99,284 102,263 105,331

3 1 98,135 102,060 105,122 108,276
2 100,807 104,839 107,984 111,224

3 102,950 107,068 110,280 113,588

4 106,155 110,401 113,713 117,124

5 108,830 113,183 116,578 120,075

4 1 111,237 115,686 119,157 122,732
2 113,912 118,468 122,022 125,683

3 117,392 122,088 125,751 129,524

4 120,597 125,421 129,184 133,060

5 123,812 128,764 132,627 136,606

5 1 126,207 131,255 135,193 139,249
2 129,148 134,314 138,343 142,493

3 132,896 138,212 142,358 146,629

4 137,175 142,662 146,942 151,350

5 140,383 145,998 150,378 154,889

6 1 141,184 146,831 151,236 155,773
2 145,461 151,279 155,817 160,492

3 148,411 154,347 158,977 163,746

4 152,151 158,237 162,984 167,874

5 156,967 163,246 168,143 173,187

7 1 154,828 161,021 165,852 170,828
2 157,229 163,518 168,424 173,477
3 159,907 166,303 171,292 176,431
4 162,312 168,804 173,868 179,084
5 168,460 175,198 180,454 185,868
8 1 164,988 171,588 176,736 182,038
2 169,530 176,311 181,600 187,048
3 173,809 180,761 186,184 191,770
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4 178,085 185,208 190,764 196,487
5 182,628 189,933 195,631 201,500
Table 2
FFPP 1 July 2023
Classification Base Rate 8.7% 9.1% 12.2% Annual
FFPP 1.7.23| Overtime | Overtime Incidents Salary
$ Allowance | Allowance | Allowance | including
$ $ $ allowances
$
Investigator (Surveillance) 98,135 8,930 11,972 119,038
ICAC Officer Grade 3 - Salary Point 1
Investigator (Surveillance) 100,807 9,173 12,298 122,279
ICAC Officer Grade 3 - Salary Point 2
Investigator (Surveillance) 102,950 9,368 12,560 124,878
ICAC Officer Grade 3 - Salary Point 3
Investigator (Surveillance) 106,155 9,660 12,951 128,766
ICAC Officer Grade 3 - Salary Point 4
Investigator (Surveillance) 108,830 9,904 13,277 132,011
ICAC Officer Grade 3 -Salary Point 5
Investigator/Forensic Accountant 111,237 10,123 121,360
ICAC Officer Grade 4 - Salary Point 1
Investigator/Forensic Accountant 113,912 10,366 124,278
ICAC Officer Grade 4 - Salary Point 2
Investigator/Forensic Accountant 117,392 10,683 128,075
ICAC Officer Grade 4 - Salary Point 3
Investigator/Forensic Accountant 120,597 10,974 131,571
ICAC Officer Grade 4 - Salary Point 4
Investigator/Forensic Accountant 123,812 11,267 135,079
ICAC Officer Grade 4 - Salary Point 5
Technical Officer 111,237 10,123 13,571 134,930
ICAC Officer Grade 4 - Salary Point 1
Technical Officer 113,912 10,366 13,897 138,175
ICAC Officer Grade 4 - Salary Point 2
Technical Officer 117,392 10,683 14,322 142,396
ICAC Officer Grade 4 - Salary Point 3
Technical Officer 120,597 10,974 14,713 146,284
ICAC Officer Grade 4 - Salary Point 4
Technical Officer 123,812 11,267 15,105 150,184
ICAC Officer Grade 4 - Salary Point 5
Senior Investigator/Senior Forensic 126,207 10,980 137,187
Accountant
ICAC Officer Grade 5 - Salary Point 1
Senior Investigator/Senior Forensic 129,148 11,236 140,384
Accountant
ICAC Officer Grade 5 - Salary Point 2
Senior Investigator /Senior Forensic 132,896 11,562 144,458
Accountant
ICAC Officer Grade 5 - Salary Point 3
Senior Investigator /Senior Forensic 137,175 11,934 149,109
Accountant
ICAC Officer Grade 5 - Salary Point 4
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Senior Investigator/Senior Forensic 140,383 12,213 152,596
Accountant
ICAC Officer Grade 5 - Salary Point 5
Surveillance Team Leader/Senior 126,207 10,980 15,397 152,584
Technical Officer
ICAC Officer Grade 5 -Salary Point 1
Surveillance Team Leader/Senior 129,148 11,236 15,756 156,140
Technical Officer
ICAC Officer Grade 5 -Salary Point 2
Surveillance Team Leader/Senior 132,896 11,562 16,213 160,671
Technical Officer
ICAC Officer Grade 5 -Salary Point 3
Surveillance Team Leader/Senior 137,175 11,934 16,735 165,845
Technical Officer
ICAC Officer Grade 5 -Salary Point 4
Surveillance Team Leader/Senior 140,383 12,213 17,127 169,723
Technical Officer
ICAC Officer Grade 5 -Salary Point 5
Special Investigator 141,184 12,283 153,467
ICAC Officer Grade 6 - Salary Point 1
Special Investigator 145,461 12,655 158,116
ICAC Officer Grade 6 - Salary Point 2
Special Investigator 148,411 12,912 161,323
ICAC Officer Grade 6 - Salary Point 3
Special Investigator 152,151 13,237 165,388
ICAC Officer Grade 6 - Salary Point 4
Special Investigator 156,967 13,656 170,623
ICAC Officer Grade 6 - Salary Point 5
FFPP 1 July 2024
Annual
Base Rate 8.7% 9'10./0 12.'2% Salary
A : Overtime Incidents . ;
Classification FFPP Overtime Allowance | Allowance including
1.7.2024 | Allowance $ $ Allowances
$
Investigator (Surveillance) ICAC
Officer Grade 3 - Salary Point 1 102,060 9,287 12,451 123,798
Investigator (Surveillance) ICAC
Officer Grade 3 - Salary Point 2 104,839 9,540 12,790 127,169
Investigator (Surveillance) ICAC
Officer Grade 3 - Salary Point 3 107,068 9,743 13,062 129,873
Investigator (Surveillance) ICAC
Officer Grade 3 - Salary Point 4 110,401 10,046 13,469 133,916
Investigator (Surveillance) ICAC 113183 10300 13.808 137,201

Officer Grade 3 - Salary Point 5
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Investigator/Forensic Accountant

ICAC Officer Grade 4 - Salary Point1 | ~1>686 10,527 126,213
Investigator/Forensic Accountant 118.468 10.781 129.249
ICAC Officer Grade 4 - Salary Point 2 ' ’ '
Investigator/Forensic Accountant 122 088 11.110 133.198
ICAC Officer Grade 4 - Salary Point 3 ' ’ '
Investigator/Forensic Accountant 125.421 11413 136.834
ICAC Officer Grade 4 - Salary Point 4 ' ’ '
Investigator/Forensic Accountant

ICAC Officer Grade 4 - Salary Point5 | 25764 11,718 140,482
Technical Of_flcer ICAC Officer Grade 115,686 10527 14114 140,327
4 - Salary Point 1

Technical Of_flcer ICAC Officer Grade 118,468 10781 14,453 143,702
4 - Salary Point 2

Technical Offlcer ICAC Officer Grade 122,088 11,110 14,895 148,093
4 - Salary Point 3

Technical Offlcer ICAC Officer Grade 125.421 11,413 15,301 152,135
4 - Salary Point 4

Technical Officer ICAC Officer Grade 128,764 11718 15.709 156,191

4 - Salary Point 5

Senior Investigator/Senior Forensic
Accountant ICAC Officer Grade 5 - 131,255 11,419 142,674
Salary Point 1

Senior Investigator/Senior Forensic
Accountant ICAC Officer Grade 5 - 134,314 11,685 145,999
Salary Point 2

Senior Investigator/Senior Forensic
Accountant ICAC Officer Grade 5 - 138,212 12,024 150,236
Salary Point 3

Senior Investigator/Senior Forensic
Accountant ICAC Officer Grade 5 - 142,662 12,412 155,074
Salary Point 4

Senior Investigator/Senior Forensic
Accountant ICAC Officer Grade 5 - 145,998 12,702 158,700
Salary Point 5

Surveillance Team Leader/Senior
Technical Officer ICAC Officer Grade 131,255 11,419 16,013 158,687
5 -Salary Point 1

Surveillance Team Leader/Senior
Technical Officer ICAC Officer Grade 134,314 11,685 16,386 162,385
5 - Salary Point 2
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Surveillance Team Leader/Senior

Technical Officer ICAC Officer Grade 138,212 12,024 16,862 167,098
5 - Salary Point 3
Surveillance Team Leader/Senior
Technical Officer ICAC Officer Grade 142,662 12,412 17,405 172,479
5 - Salary Point 4
Surveillance Team Leader/Senior
Technical Officer ICAC Officer Grade 145,998 12,702 17,812 176,512
5 - Salary Point 5
Special Investigator ICAC Officer
Grade 6 - Salary Point 1 146,831 12,774 159,605
Special Investigator ICAC Officer
Grade 6 - Salary Point 2 151,279 13,161 164,440
Special Investigator ICAC Officer
Grade 6 - Salary Point 3 154,347 13,428 167,775
Special Investigator ICAC Officer
Grade 6 - Salary Point 4 158,237 13,767 172,004
Special Investigator ICAC Officer
Grade 6 - Salary Point 5 163,246 14,202 177,448
FFPP 1 July 2025
Classification Base 8.7% 9.1% 12.2% Annual
Rate Overtime Overtime Incidents Salary
FFPP | Allowance | Allowance | Allowance | including
1.7.25 $ $ $ Allowances
$ $
Investigator (Surveillance)
ICAC Officer Grade 3 - Salary Point 1 105,122 9,566 12,825 127,513
Investigator (Surveillance)
ICAC Officer Grade 3 - Salary Point 2 107,984 9,827 13,174 130,985
Investigator (Surveillance)
ICAC Officer Grade 3 - Salary Point 3 110,280 10,035 13,454 133,769
Investigator (Surveillance)
ICAC Officer Grade 3 - Salary Point 4 113,713 10,348 13873 137,934
Investigator (Surveillance)
ICAC Officer Grade 3 -Salary Point 5 116,578 10,609 14,223 141,410
Investigator/Forensic Accountant ICAC
Officer Grade 4 - Salary Point 1 119,157 10,843 130,000
Investigator/Forensic Accountant ICAC
Officer Grade 4 - Salary Point 2 122,022 11,104 133,126
Investigator/Forensic Accountant ICAC
Officer Grade 4 - Salary Point 3 125,751 11,443 137,194
Investigator/Forensic Accountant ICAC
Officer Grade 4 - Salary Point 4 129,184 11,756 140,940
Investigator/Forensic Accountant ICAC
Officer Grade 4 - Salary Point 5 132,627 12,069 144,696
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Technical Officer ICAC Officer Grade 4 -
Salary Point 1

119,157

10,843

14,537

144,537

Technical Officer
ICAC Officer Grade 4 - Salary Point 2

122,022

11,104

14,887

148,013

Technical Officer
ICAC Officer Grade 4 - Salary Point 3

125,751

11,443

15,342

152,536

Technical Officer
ICAC Officer Grade 4 - Salary Point 4

129,184

11,756

15,760

156,700

Technical Officer
ICAC Officer Grade 4 - Salary Point 5

132,627

12,069

16,180

160,876

Senior Investigator/Senior Forensic
Accountant
ICAC Officer Grade 5 - Salary Point 1

135,193

11,762

146,955

Senior Investigator/Senior Forensic
Accountant
ICAC Officer Grade 5 - Salary Point 2

138,343

12,036

150,379

Senior Investigator /Senior Forensic
Accountant
ICAC Officer Grade 5 - Salary Point 3

142,358

12,385

154,743

Senior Investigator /Senior Forensic
Accountant
ICAC Officer Grade 5 - Salary Point 4

146,942

12,784

159,726

Senior Investigator/Senior Forensic
Accountant
ICAC Officer Grade 5 - Salary Point 5

150,378

13,083

163,461

Surveillance Team Leader/Senior
Technical Officer
ICAC Officer Grade 5 -Salary Point 1

135,193

11,762

16,494

163,449

Surveillance Team Leader/Senior
Technical Officer
ICAC Officer Grade 5 -Salary Point 2

138,343

12,036

16,878

167,257

Surveillance Team Leader/Senior
Technical Officer ICAC Officer Grade 5 -
Salary Point 3

142,358

12,385

17,368

172,111

Surveillance Team Leader/Senior
Technical Officer
ICAC Officer Grade 5 -Salary Point 4

146,942

12,784

17,927

177,653

Surveillance Team Leader/Senior
Technical Officer
ICAC Officer Grade 5 -Salary Point 5

150,378

13,083

18,346

181,807

Special Investigator
ICAC Officer Grade 6 - Salary Point 1

151,236

13,158

164,394

Special Investigator
ICAC Officer Grade 6 - Salary Point 2

155,817

13,556

169,373

Special Investigator
ICAC Officer Grade 6 - Salary Point 3

158,977

13,831

172,808

Special Investigator
ICAC Officer Grade 6 - Salary Point 4

162,984

14,180

177,164

Special Investigator
ICAC Officer Grade 6 - Salary Point 5

168,143

14,628

182,771

FFPP 1 July 2026

Classification

Base

8.7%

9.1%

12.2%

Annual
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Rate Overtime | Overtime | Incidents Salary
FFPP | Allowance | Allowance | Allowance | including
1.7.2024 $ $ $ Allowances
$

Investigator (Surveillance) ICAC 108,276 9,853 13,210 131,339
Officer Grade 3 - Salary Point 1
Investigator (Surveillance) ICAC 111,224 10,121 13,569 134,914
Officer Grade 3 - Salary Point 2
Investigator (Surveillance) ICAC 113,588 10,337 13,858 137,783
Officer Grade 3 - Salary Point 3
Investigator (Surveillance) ICAC 117,124 10,658 14,289 142,071
Officer Grade 3 - Salary Point 4
Investigator (Surveillance) ICAC 120,075 10,927 14,649 145,651
Officer Grade 3 - Salary Point 5
Investigator/Forensic 122,732 11,169 133,901
Accountant ICAC
Investigator/Forensic 125,683 11,437 137,120
Accountant ICAC
Investigator/Forensic 129,524 11,787 141,311
Accountant ICAC
Investigator/Forensic 133,060 12,108 145,168
Accountant ICAC
Investigator/Forensic 136,606 12,431 149,037
Accountant ICAC
Technical Officer ICAC Officer 122,732 11,169 14,973 148,874
Grade 4 - Salary Point 1
Technical Officer ICAC Officer 125,683 11,437 15,333 152,453
Grade 4 - Salary Point 2
Technical Officer ICAC Officer 129,524 11,787 15,802 157,113
Grade 4 - Salary Point 3
Technical Officer ICAC Officer 133,060 12,108 16,233 161,401
Grade 4 - Salary Point 4
Technical Officer ICAC Officer 136,606 12,431 16,666 165,703
Grade 4 - Salary Point 5
Senior Investigator/Senior 139,249 12,115 151,364
Forensic Accountant ICAC Officer
Grade 5 - Salary Point 1
Senior Investigator/Senior 142,493 12,397 154,890
Forensic Accountant ICAC Officer
Grade 5 - Salary Point 2
Senior Investigator/Senior 146,629 12,757 159,386

Forensic Accountant ICAC Officer
Grade 5 - Salary Point 3
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Senior Investigator/Senior 151,350 13,167 164,517
Forensic Accountant ICAC Officer
Grade 5 - Salary Point 4
Senior Investigator/Senior 154,889 13,475 168,364
Forensic Accountant ICAC Officer
Grade 5 - Salary Point 5
Surveillance Team Leader/Senior | 139,249 12,115 16,988 168,352
Technical Officer ICAC Officer
Grade S - Salarv Pnint 1
Surveillance Team Leader/Senior | 142,493 12,397 17,384 172,274
Technical Officer ICAC Officer
Grade 5 - SQalarv Paint 2
Surveillance Team Leader/Senior | 146,629 12,757 17,889 177,275
Technical Officer ICAC Officer
Grade S - Salarv Paint R
Surveillance Team Leader/Senior | 151,350 13,167 18,465 182,982
Technical Officer ICAC Officer
Grade S - SQalarv Pnint 4
Surveillance Team Leader/Senior | 154,889 13,475 18,896 187,260
Technical Officer ICAC Officer
Grade S - Salarv Pnint 5
Special Investigator ICAC 155,773 13,552 169,325
Officer Grade 6 - Salary Point 1
Special Investigator ICAC 160,492 13,963 174,455
Officer Grade 6 - Salary Point 2
Special Investigator ICAC 163,746 14,246 177,992
Officer Grade 6 - Salary Point 3
Special Investigator ICAC 167,874 14,605 182,479
Officer Grade 6 - Salary Point 4
Special Investigator ICAC 173,187 15,067 188,254
Officer Grade 6 - Salary Point 5
SCHEDULE 2 - ALLOWANCE RATES
(1)  Associate’s Allowance, Community Language Allowance Scheme and First Aid Allowance
Allowance FFPP FFPP FFPP FFPP
1.7.2023 | 1.7.2024 | 1.7.2025 | 1.7.2026
$ $ $ $
Associate’s Allowance subclause 28(2):
Total allowance payable in12
month financial period not to exceed
(p-a) 7,273 7,564 7,791 8,025
50% allowance payable to approved staff
members on basis of training and | 3,636 3,781 3,894 4,011
availability (p.a)
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Daily Rate (pd) 90.90 94.55 97.40 100.30
Community Language Scheme subclause | 1,580 1,643 1,692 1,743
28(3) (p-a)

Alarm Allowance (on call allowance) 1.10 1.14 1.17 1.21
(ph/)

For officers that are required to be on call 7,626 7,931 8,169 8,414
(p-a)

First Aid Allowance (Senior) (p.a) 1,529 1,590 1,638 1,687

First Aid Allowance subclause 28(4) (p.a) 1,018 1,059 1,091 1,124

()

3)

(4)

()

Overtime Meal Allowances - subclause 26(3)

Allowances will equal the ATO reasonable limits as set from time to time and as adopted by the ICAC.

Travel Allowances - subclause 28(6)

(@)

(b)

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 and involving no overnight stay and approved for
reasons relating to operational necessity.

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.

Motor Car Allowances - subclause 28(7)

(@)
(b)

Official business rate set in line with ATO rates and in future, will vary in line with ATO rates.

Specified journey rate will be 40% of official business rate.

Casual Employees: Persons employed on a casual basis will receive:

(@)

(b)
(©)
(d)

Loadings of

0] 15% for Mondays to Fridays

(i)  50% for Saturdays

(iii)  75% for Sundays

(iv)  150% for Public Holidays

An additional payment of 1/12th in lieu of annual leave

Minimum period of engagement of 3 hours

Maximum period of engagement of 9 hours (excluding meal breaks) without the payment of

overtime

- 154 -



N.S.W. INDUSTRIAL GAZETTE — Vol. 397 29 November 2024

1)

()

)

(€)

Overtime is paid at the overtime rates set out in clause 26 and based on the ordinary hourly rate
plus 15% loading.

SCHEDULE 3 - CASUAL EMPLOYEES’ ENTITLEMENTS

Casual employees are entitled to unpaid parental leave under Chapter 2, Part 4, Division 1, section 54,
Entitlement to Unpaid Parental Leave, in accordance with the Industrial Relations Act 1996. The
following provisions shall also apply in addition to those set out in the Industrial Relations Act 1996
(NSW).

(@)

The Commission must not fail to re-engage a regular casual employee (see section 53(2) of the
Act) because:

M the employee or employee's spouse is pregnant; or
(ii)  the employee is or has been immediately absent on parental leave.

The rights of an employer in relation to engagement and re-engagement of casual employees are
not affected, other than in accordance with this clause.

Personal Carer’s entitlement for casual employees

(@)

(b)

(©

(d)

(€)

Casual employees are entitled to not be available to attend work, or to leave work if they need to
care for a family member described in (3) below who is sick and requires care and support, or
who requires care due to an unexpected emergency, or the birth of a child. This entitlement is
subject to the evidentiary requirements set out below in (d), and the notice requirements set out in

(e).

The Chief Commissioner and the casual employee shall agree on the period for which the
employee will be entitled to not be available to attend work. In the absence of agreement, the
employee is entitled to not be available to attend work for up to 48 hours (i.e. two days) per
occasion. The casual employee is not entitled to any payment for the period of non-attendance.

The Chief Commissioner must not fail to re-engage a casual employee because the employee
accessed the entitlements provided for in this clause. The rights of an employer to engage or not
to engage a casual employee are otherwise not affected.

The casual employee shall, if required,

(i) establish either by production of a medical certificate or statutory declaration, the illness
of the person concerned and that the illness is such as to require care by another person, or

(if)  establish by production of documentation acceptable to the employer or a statutory
declaration, the nature of the emergency and that such emergency resulted in the person
concerned requiring care by the employee.

In normal circumstances, a casual employee must not take carer's leave under this subclause
where another person had taken leave to care for the same person.

The casual employee must, as soon as reasonably practicable and during the ordinary hours of the
first day or shift of such absence, inform the employer of their inability to attend for duty. If it is
not reasonably practicable to inform the employer during the ordinary hours of the first day or
shift of such absence, the employee will inform the employer within 24 hours of the absence.

A Family Member for the Purposes of (2)(a) above is:

(@)

a spouse of the staff member; or
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(4)

(b)

(©)

(d)

a de facto spouse being a person of the opposite sex to the staff member who lives with the staff
member as her husband or his wife on a bona fide domestic basis although not legally married to
that staff member; or

a child or an adult child (including an adopted child, a step child, a foster child or an ex-nuptial
child), parent (including a foster parent or legal guardian), grandparent, grandchild or sibling of
the staff member or of the spouse or of de facto spouse of the staff member; or

a same sex partner who lives with the staff member as the de facto partner of that staff member
on a bona fide domestic basis; or a relative of the staff member who is a member of the same
household, where for the purposes of this definition:

"relative" means a person related by blood, marriage, affinity or Aboriginal kinship structures;
"affinity” means a relationship that one spouse or partner has to the relatives of the other; and

"household" means a family group living in the same domestic dwelling.

Bereavement entitlements for casual employees

(@)

(b)

(©)

(d)

Casual employees are entitled to not be available to attend work, or to leave work upon the death
in Australia of a family member on production of satisfactory evidence (if required by the
employer).

The Chief Commissioner and the casual employee shall agree on the period for which the
employee will be entitled to not be available to attend work. In the absence of agreement, the
employee is entitled to not be available to attend work for up to 48 hours (i.e. two days) per
occasion. The casual employee is not entitled to any payment for the period of non-attendance.

The Chief Commissioner must not fail to re-engage a casual employee because the employee
accessed the entitlements provided for in this clause. The rights of an employer to engage or not
engage a casual employee are otherwise not affected.

The casual employee must, as soon as reasonably practicable and during the ordinary hours of the
first day or shift of such absence, inform the employer of their inability to attend for duty. If it is
not reasonably practicable to inform the employer during the ordinary hours of the first day or
shift of such absence, the employee will inform the employer within 24 hours of the absence.

D. CHIN, Vice President.

Printed by the authority of the Industrial Registrar.
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(105) SERIAL C9860

TRANSPORT INDUSTRY - GENERAL CARRIERS CONTRACT
DETERMINATION 2017

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES
Application by Transport Workers' Union of New South Wales, Industrial Organisation of Employees.
(Case No. 77087 of 2022)
Before Commissioner McDonald 11 November 2024
VARIATION
1. Delete the tables in subclause F.3.2 of clause F.3, The Surcharge, of Schedule F - Temporary Fuel
Surcharge, of the determination published 24 August 2020 (387 1.G. 924) and reprinted 1 March 2024
(396 1.G. 891), and insert in lieu the following:

F.3.2 For pay periods commencing between 18 November 2024 and 15 December 2024, the
Temporary Fuel Surcharge shall be:

Vehicle Carrying Capacity Surcharge (per km)
Rigid-carrying capacity over 3 and including 5 tonnes $0.08
Rigid-carrying capacity over 5 and including 8 tonnes $0.09
Rigid-carrying capacity over 8 and including 10 tonnes $0.13
Rigid-carrying capacity over 10 and including 12 tonnes $0.13
Rigid-carrying capacity over 12 and including 14 tonnes $0.13
Rigid-carrying capacity over 14 tonnes or more $0.17
Single Axle Prime Mover $0.17
Bogie Axle Prime Mover $0.21

For pay periods commencing between 21 October 2024 and 17 November 2024, the Temporary
Fuel Surcharge shall be:

Vehicle Carrying Capacity Surcharge (per km)
Rigid-carrying capacity over 3 and including 5 tonnes $0.08
Rigid-carrying capacity over 5 and including 8 tonnes $0.10
Rigid-carrying capacity over 8 and including 10 tonnes $0.15
Rigid-carrying capacity over 10 and including 12 tonnes $0.15
Rigid-carrying capacity over 12 and including 14 tonnes $0.15
Rigid-carrying capacity over 14 tonnes or more $0.19
Single Axle Prime Mover $0.19
Bogie Axle Prime Mover $0.23
2. Delete the tables in subclause F.3.3 of clause F.3, The Surcharge of Schedule F - Temporary Fuel

Surcharge, and insert in lieu the following:

For pay periods commencing between 18 November 2024 and 15 December 2024.

Vehicle Carrying Capacity Surcharge (per hour)
Rigid-carrying capacity over 8 and including 10 tonnes $1.85
Rigid-carrying capacity over 10 and including 12 tonnes $1.85
Rigid-carrying capacity over 12 and including 14 tonnes $1.85
Rigid-carrying capacity over 14 tonnes or more $2.37
Single Axle Prime Mover $2.38
Bogie Axle Prime Mover $2.89
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For pay periods commencing between 21 October 2024 and 17 November 2024,

Vehicle Carrying Capacity Surcharge (per hour)
Rigid-carrying capacity over 8 and including 10 tonnes $2.04
Rigid-carrying capacity over 10 and including 12 tonnes $2.04
Rigid-carrying capacity over 12 and including 14 tonnes $2.04
Rigid-carrying capacity over 14 tonnes or more $2.61
Single Axle Prime Mover $2.62
Bogie Axle Prime Mover $3.19
3. This variation will take effect on 18 November 2024.

J. McDONALD, Commissioner

Printed by the authority of the Industrial Registrar.

- 158 -



N.S.W. INDUSTRIAL GAZETTE — Vol. 397 29 November 2024

(267) SERIAL C9869

CROWN EMPLOYEES (CHIEF EDUCATION OFFICERS -
DEPARTMENT OF EDUCATION) SALARIES AND CONDITIONS
AWARD 2021

INDUSTRIAL RELATIONS COMMISSION OF NEW SOUTH WALES

Application by NSW Department of Education.
(No. IRC 418654 of 2024)
Before Justice Paingakulam 26 November 2024
ORDER OF RESCISSION
The Industrial Relations Commission of New South Wales orders that the Crown Employees (Chief Education

Officers - Department of Education) Salaries and Conditions Award 2021 published 26 February 2021 (389 1.G.
231) as varied, be rescinded on and from 26 November 2024.

J. PAINGAKULAM, Deputy President

Printed by the authority of the Industrial Registrar.

- 159 -



N.S.W. INDUSTRIAL GAZETTE — Vol. 397 29 November 2024

SERIAL C9866

ENTERPRISE AGREEMENTS APPROVED
BY THE INDUSTRIAL RELATIONS COMMISSION

(Published pursuant to s.45(2) of the Industrial Relations Act 1996)

EA24/09 - The Hills Shire Council Enterprise Agreement 2024-2027

Made Between: The Hills Shire Council -&- New South Wales Local Government, Clerical,
Administrative, Energy, Airlines & Ultilities Union; The Local Government Engineers' Association of
New South Wales; The Development and Environmental Professionals' Association.

New/Variation: Replaces EA21/09

Approval and Commencement Date: Approved 11 November 2024 and commenced 1 July 2024
Description of Employees: The agreement applies to all employees employed by The Hills Shire Council
located at 3 Columbia Court, Norwest, NSW 2153, with the exception of Senior Staff designated in

accordance with the provisions of the Local Government Act 1993 (NSW).

Nominal Term: 36 Months.

Printed by the authority of the Industrial Registrar.
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