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Section A — Scope of Agreement

1. TiITLE

1.1 This Agreement, made under Section 172 of the Fair Work Act 2009, will be known as the ACT Public
Sector Nursing and Midwifery Enterprise Agreement 2017-2019.

2. MAIN PURPOSE

2.1 The main purpose of this Agreement is to provide for common terms and conditions that apply across
the ACT Public Sector (ACTPS) and terms and conditions that reflect the operational and business
requirements of the particular Business Units and of nursing and midwifery employees.

Retaining our people

2.2 In order to promote permanent employment and job security for employees, the ACTPS will
endeavour to minimise the use of temporary and casual employment. The ACTPS agrees to the use
of temporary employees only where there is no officer available with the expertise, skills or
qualifications required for the duties to be performed or the assistance of a temporary nature is
required for the performance of urgent or specialised work within a particular business unit of the
ACTPS and it is not practical in the circumstances to use the services of an existing officer.

2.3 In respect of casual employment, where regular and systematic patterns of work exist and where
persons have a reasonable expectation that such arrangements will continue, consideration should
be given to engaging the person on a different basis, including on a permanent or temporary basis.

2.4 The ACTPS will continue to consult with unions and employees on the development of strategies and
initiatives that may assist in the successful recruitment and retention of mature age employees. Such
strategies and initiatives will be the subject of discussion and agreement between the employee and
the head of service.

2.5 These strategies and initiatives may include:

2.5.1 developing flexible working arrangements, such as variable employment, part-year
employment, job sharing and purchased leave;

2.5.2 planning phased retirement arrangements for individual mature age employees who are
considering retirement within four to five years, including through reducing the employee’s
management or higher level responsibilities during a phased retirement period;

2.5.3 examining the implications of current superannuation legislation for using such flexible
employment and working arrangements and informing affected employees how such
implications may be addressed;

2.5.4 arranging training to assist the employee in any changing roles the employee may have as
part of the employee’s phased retirement;

2.5.5 developing arrangements to facilitate the return of former mature age employees,
including by engaging such persons for a short period in a mentoring capacity;

2.5.6 at the discretion of the head of service, contributing to the cost to an employee of financial
advice received as part of planning for a phased retirement period.

Attracting future employees

2.6 The ACTPS will consult with the union(s) through the Directorate Consultative Committee (DCC) to
develop strategies to assist in attracting and retaining suitable employees. This will involve
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2.7

development of appropriate strategies and processes, including the conduct of surveys of staff, to
assist this objective.

The ACTPS may run various entry programs in the light of operational needs and available resources.
Entry to these programs will be by merit selection. All employment arrangements for entry level
positions, including graduates, trainees and apprentices should be fair and attractive.

Developing our people

2.8

2.9

2.10

2.11

The ACTPS will consult and agree with the union(s) on the development and finalisation of Learning
and Development Plans and on the annual key learning and development priorities. The ACTPS and
the union(s) will also agree on the equitable use of resources to address these priorities and
strategies appropriate for the different categories of employees. For the purposes of this subclause,
"resources" includes, but is not limited to, employees, time, funding (where required) and
equipment.

This Agreement supports a performance culture within the ACTPS that promotes ethical workplace
conduct and rewards employees for their contribution towards the achievement of ACTPS's
objectives.

It is acknowledged that performance management is important to employee development and to
ensuring that the relationship between corporate, team and individual responsibilities is aligned to
individual, team and organisational objectives.

Any performance management schemes in the ACTPS will not include performance pay and will not
be used for disciplinary purposes.

Recognising our people

2.12

2.13

The ACTPS is committed to achieving an environment where employees feel valued for the
contribution they make to achieving organisational goals. The most effective form of recognition is
timely and appropriate feedback. The ACTPS will consult with the union(s) on other effective ways
of recognising and rewarding the achievement of individuals and work groups.

Any outcomes of this consultation will only be implemented by agreement of the ACTPS and the
union(s).

Ensuring fairness

2.14

2.15

The ACTPS recognises and encourages the contribution that people with diverse backgrounds,
experiences and skills can make to the workplace. The ACTPS aims to ensure that this diversity is
able to contribute to effective decision making and delivery of client service.

The ACTPS will work with employees to prevent and eliminate discrimination on the basis of sex,
sexuality, gender identity, relationship status, status as a parent or carer, pregnancy, breastfeeding,
race, religious or political conviction, disability, industrial activity, age, profession, trade, occupation
or calling, association, or a spent conviction, in accordance with the Discrimination Act 1991.

Achieving a better work and life balance

2.16

2.17

The ACTPS is committed to providing employees with a work/life balance that recognises the family
and other personal commitments of employees.

The ACTPS acknowledges the commitment and responsibilities that Aboriginal and Torres Strait
Islander employees have to their community, and that Aboriginal or Torres Strait Islander identity is
not left at the door when entering the workplace. The ACTPS recognises that Aboriginal and Torres
Strait Islander employees have the capacity to make a unique and important contribution and bring
a strength to the operations of the Australian Capital Territory and Public Sector.
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2.18

2.19

2.20

This Enterprise Agreement provides a number of entitlements specific to Aboriginal and Torres Strait
Islander employees in recognition of their community and cultural responsibilities, and in this
statement expressly recognises the roles that Aboriginal and Torres Strait Islander employees may
be required to undertake as part of their community. Involvement in community is an on-going
function for Aboriginal and Torres Strait Islander peoples and is not tied to 'office hours'.

It is recognised that commitment to community can result in expectations being placed on Aboriginal
and Torres Strait Islander employees that may not be expected of other employees, and that
Aboriginal and Torres Strait Islander employees may be culturally bound to the performance of
specific functions for their community. It is also recognised that Aboriginal and Torres Strait Islander
employees may be impacted in their lives by a variety and accumulation of cultural factors.

Within and subject to operational requirements, supervisors and managers should seek to work with
Aboriginal and Torres Strait Islander employees to support utilising the appropriate entitlements
contained in this Agreement and achieve an appropriate balance between cultural and community
responsibilities, and workplace duties.

Promoting a healthy and safe working environment

2.21

2.22

2.23

The ACTPS is committed to promoting, achieving and maintaining the highest levels of health and
safety for all employees.

The ACTPS will take all reasonable steps and precautions to provide a healthy, safe and secure
workplace for the employee. The ACTPS and all employees will act in @ manner that is consistent
with the WHS Act.

Further, given the clear evidence of the benefits and cost effectiveness of workplace health initiatives
for both employers and employees, the ACTPS will develop health and wellbeing policies and
programs that promote healthy lifestyles and help maintain a high standard of physical and mental
health, along with supporting individual workplace safety and general wellbeing. Such policies and
programs may include:

2.23.1  organisational/environmental policies and programs;

2.23.2 awareness, training and education programs that promote healthy lifestyles, assist
employees to identify and reduce risk factors; and

2.23.3 traditional and non-traditional physical activity programs.

APPLICATION OF THE AGREEMENT AND COVERAGE

3.1

This Agreement applies to and covers:
3.1.1 the Head of Service on behalf of the Australian Capital Territory;

3.1.2 the Employer as defined by Section 157 of the PSM Act, Calvary Health Care ACT Limited
(Calvary) on behalf of the Australian Capital Territory;

3.1.3 at any time when the Agreement is in operation all persons engaged under the Public
Sector Management Act 1994 in one of the Classifications in Schedule 1, except a person
who is engaged as Head of Service under Section 31(1) of the PSM Act, persons engaged
as directors-general under Section 31(2) of the PSM Act or persons engaged as executives
under Section 31(2) of the PSM Act.

3.14 ACT Territory Authorities and instrumentalities that engage persons under the Public Sector
Management Act 1994 in classifications listed in Schedule 1 of this Agreement.

3.1.5 the Australian Nursing and Midwifery Federation (ANMF) subject to the FWC noting in its
decision to approve this Agreement that it covers the ANMF; and
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4.1

4.2

5.1

5.2

5.3

5.4

5.5

6.1

6.2

3.1.6 the Health Services Union of Australia, subject to the FWC noting in its decision to approve
this Agreement that it covers the HSU.

COMMENCEMENT AND DURATION

This Agreement will commence operation seven days after its approval by the Fair Work Commission.
The nominal expiry date of this Agreement is 31 December 2019.

The Head of Service and unions covered by this Agreement agree to commence bargaining for a
new replacement Agreement no later than 6 (six) months prior to the nominal expiry date of this
Agreement.

OPERATION OF THE AGREEMENT

This Agreement is comprehensive and provides the terms and conditions of employment of the
employees covered by this Agreement other than terms and conditions applying under other
applicable legislation.

Applicable legislation includes:

5.21 Fair Work Act 2009 (Cth) (FW Act);

5.2.2 Public Sector Management Act 1994 (ACT) (PSM Act),

5.2.3 Public Sector Management Standards (PSM Standards);

5.2.4 Financial Management Act 1996 (ACT) (FM Act)

5.2.5 Work Health and Safety Act 2011 (ACT) (WHS Act),

5.2.6 Territory Records Act 2002 (ACT) (TR Act),

5.2.7 Holidays Act 1958 (ACT) Holidays Act;

5.2.8 Safety Rehabilitation and Compensation Act 1988 (Cth) (SRC Act); and
5.2.9 Superannuation Guarantee (Administration) Act 1992.

This Agreement constitutes a closed agreement in settlement of all claims for its duration. Therefore,
during the life of this Agreement, there will be no further claims affecting the provisions of this
Agreement, except where this is consistent with the terms of this Agreement. This subclause does
not limit the rights to vary an agreement under the Fair Work Act (2009).

This Agreement will be read and interpreted in conjunction with the NES. Where there is
inconsistency between this Agreement and the NES, and the NES provides greater benefit, the NES
provision will apply to the extent of the inconsistency.

This Agreement prevails over ACT legislation, including the Public Sector Management Act 1994 and
the Public Sector Management Standards and relevant policy statements and guidelines to the extent
of any inconsistency.

. AGREEMENT AVAILABILITY

Copies of this Agreement will be made available, in paper or electronic form, to employees covered
by this Agreement.

Employees covered by the Agreement must be aware of the relevant conditions and entitlements of

this Agreement. Managers supervising employees will ensure that those employees are aware of the
relevant conditions and entitlements.
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7.1

7.2

7.3

7.4

8.1

8.2

8.3

8.4

8.5

8.6

. AUTHORITY OF THE HEAD OF SERVICE

The Head of Service may, in writing, delegate any power or function that the Head of Service has
under this Agreement to another person or position within the ACTPS, subject to directions, except
for this power of delegation and the powers under subclauses 172.2 and 179.1.

This does not limit the power of the Head of Service to authorise a person to act for and on the
Head of Service's behalf.

Only directors-general may, in writing, sub-delegate a power or function delegated to them by the
Head of Service.

In this Agreement reference to the head of service may be taken to mean delegate where the Head
of Service has delegated the particular power or function under subclause 7.1.

PuBLIC SECTOR EMPLOYERS AND CALVARY HEALTH CARE ACT LIMITED

Certain statutory office-holders and chief executive officers are defined by Section 152 of the PSM
Act to be a Public Sector Employer where a territory law states that:

8.1.1 they may employ staff; and
8.1.2 the staff must be employed under the PSM Act.

Calvary Health Care ACT Limited (Calvary) is defined by Section 157 of the PSM Act to be an employer
of a public hospital employee where a services agreement is in force between the Australian Capital
Territory and Calvary for a public hospital employee to be employed by Calvary under the PSM Act
to provide public health services to the Australian Capital Territory.

Where a statutory office-holder or chief executive officer is a Public Sector Employer, or where
Calvary is an employer of a public hospital employee, then a reference to the head of service in this
Agreement will be taken to mean the Public Sector Employer or Calvary (as applicable) such that the
Public Sector Employer or Calvary (as applicable) may exercise any power or function that the head
of service has under this Agreement, except for the powers under sub-clause 172.2 and 179.1.

A Public Sector Employer or Calvary (as applicable) may, in writing, delegate any power or function
they have under this Agreement to another person or position within the ACTPS, subject to
directions, except for this power of delegation.

This does not limit the power of a Public Sector Employer or Calvary (as applicable) to authorise a
person to act for and on behalf of the Public Sector Employer, or Calvary (as applicable).

In this Agreement, reference to the head of service may be taken to mean delegate of the Public
Sector Employer or Calvary (as applicable) where the Public Sector Employer had delegated the
particular power or function under subclause 8.4.

AUTHORITY OF THE PUBLIC SECTOR STANDARDS COMMISSIONER

9.1

9.2

9.3

Where the Public Sector Standards Commissioner has express powers under this Agreement, only
the Public Sector Standards Commissioner may delegate, in writing, those powers to another person
or position within the ACTPS, subject to directions, except for this power of delegation.

This does not limit the power of the Public Sector Standards Commissioner to authorise a person to
act for and on behalf of the Public Sector Standards Commissioner.

Where the Public Sector Standards Commissioner is conducting investigations by reference to section
144(1)(a)(i) of the PSM Act about a matter declared by the Chief Minister in the way prescribed, the
Public Sector Standards Commissioner is not limited to or bound by the investigation procedures
contained in clauses 149 and 150 of this Agreement.
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10.

TERMINATION OF AGREEMENT

10.1

The ACTPS and the unions covered by the Agreement agree that the maintenance of, and adherence
to, agreed terms and conditions of employment is a key component of good workplace relations and
a dispute free workplace. They therefore agree that they will not exercise their right to terminate
this Agreement under the Fair Work Act 2009.

Section B — Rates of Pay and Pay Related Matters

11.

PAY INCREASES

11.1

11.2

11.3

12,

Employees will be paid in accordance with the employee’s classification and rates of pay set out in
Schedule 1 to this Agreement.

Pay increases that will apply to pay rates for all classifications set out in Schedule 1 of this Agreement
will be:

11.2.1  2.25% paid from the commencement of the first full pay period on or after 1 October
2017;

11.2.2  0.5% paid from the commencement of the first full pay period on or after 1 June 2018;

11.2.3  1.35% paid from the commencement of the first full pay period on or after 1 December
2018;

11.2.4 1.35% paid from the commencement of the first full pay period on or after 1 June 2019;

11.2.5 1.35% paid from the commencement of the first full pay period on or after 1 December
2019.

The increase under subclause 11.2.1 will be paid no later than the second pay day following the
commencement of this Agreement and any back pay will be paid as soon as reasonably possible.

METHOD OF PAYMENT

121

12.2

12.3

12.4
12.5

12.6

Employees will be paid fortnightly and by electronic funds transfer into a financial institution account
of the employee’s choice.

The ACTPS commits to paying employees the employees’ ordinary fortnightly pay and allowances on
the appropriate payday. The ACTPS also commits to paying any shift penalties, overtime payments
and higher duties allowance within two pay periods of the appropriate authorisation having been
received by the relevant corporate area.

Ordinary fortnightly pay will be based on the following formula:

Fortnightly pay = annual rate of pay x 12
313

A part-time employee will be paid pro-rata based on the employee’s agreed working hours.

An employee will, with the approval of the head of service, be advanced the pay due for any period
of approved paid annual or long service leave. Advancement of pay will be subject to payroll
processing timeframes. The approval of the head of service will not be unreasonably withheld.

Once an employee has submitted the appropriate documentation, payment for overtime worked,
penalty rates incurred and other non-salary items may be paid not later than the payday of the
following fortnight.
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Record Keeping

12.7

12.8

13.

The ACTPS will keep records relating to the employees’ work, including records about attendance
and pay, in accordance with the requirements of the Fair Work Act and Fair Work Regulations.

The employee will record the time of commencing and ceasing duty for each period of attendance.
These records will be provided to the supervisor/manager where the supervisor/manager so
requests.

PAYROLL DEDUCTION FOR UNION FEES

13.1

14.

Upon request by the union, the ACTPS will facilitate arrangements for payroll deductions for union
fees. The ACTPS agrees that it will not impose any limitations or impediments to an employee utilising
payroll deductions for union fees that do not apply to other regular payroll deductions.

SUPPORTED WAGE SYSTEM

14.1

14.2

15.

Employees who are assessed as eligible to receive a supported wage under subclause 14.2 are to
be paid the percentage of pay that corresponds to the employee’s assessed productive capacity and
the class of work, which the person is performing, providing that the minimum amount payable is
not less than 10% of the first pay point of the Assistant in Nursing pay range per week.

The ACTPS will arrange for an assessment of the productive capacity of an employee in accordance
with the processes contained in the National Minimum Wage Order issued annually by the FWC,
except that the minimum rate will be as set out in subclause 14.1.

ATTRACTION AND RETENTION INCENTIVES

15.1

15.2

16.

In some special circumstances it may be necessary for the head of service to determine that an
employee or group of employees who are covered by this Agreement and who occupy certain
positions should have attraction and retention arrangements that may differ from some of the terms
and conditions under this Agreement.

The framework under which attraction and retention arrangements may apply during the life of this
Agreement is set out in Schedule 2 of this Agreement.

OVERPAYMENTS

16.1

16.2
16.3

16.4

16.5

An overpayment is any payment in respect of pay, allowance or leave, whether the overpayment is
by accident or otherwise, to which the employee is not entitled.

An overpayment is a debt to the Territory.

In the event that an employee has received an overpayment, the ACTPS will recover the
overpayment in accordance with this clause.

Where the head of service believes that an overpayment has occurred the head of service will work
with the employee to establish the:

16.4.1  pay period(s) in which the overpayment occurred; and
16.4.2  nature of the overpayment; and

16.4.3 reasons why the overpayment occurred; and

16.4.4 gross and net components of the overpayment.

Once the overpayment has been established in accordance with subclause 16.4 the head of service
will provide the details of the overpayment, as per 16.4, to the employee in writing and will consider
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16.6

16.7

16.8

16.9

16.10

16.11

16.12

whether it would be appropriate in the circumstances to waive part or all of the overpayment in
accordance with Section 131 of the Financial Management Act.

Subsequent to the decision of whether to waive the overpayment or not in accordance with subclause
16.5 the head of service will advise the employee in writing, as soon as practicable, of the:

16.6.1 decision as to what if any part of the overpayment will be waived;
16.6.2 amount of the overpayment that is to be recovered if any;

16.6.3  process for recovery of the overpayment, if any; and

16.6.4 proposed recovery rate, if any.

The head of service and the employee will agree on a reasonable recovery rate having regard for all
of the circumstances prior to any recovery being made. Where agreement cannot be reached
subclause 16.10 will apply.

Any such agreement in accordance with subclause 16.7 may include recovery of the overpayment
by the ACTPS:

16.8.1 as a lump sum; or
16.8.2 by payroll deduction from pay.

In respect to recovery action it may be agreed with the employee to adjust their leave credits instead
of, or in combination with, a cash recovery, provided that the employee cannot be worse off in terms
of their leave entitlements than had they requested payment in lieu of annual leave in accordance
with subclause 113.1 or long service leave in accordance with subclause 133.8.2.

Where the head of service and the employee cannot agree about the arrangements for recovery of
an overpayment, the overpayment will be recovered in accordance with an arrangement as
determined by the head of service under Section 246 of the PSM Act.

16.10.1 Where recovery occurs in accordance with subclause 16.10 the overpayment will be
recovered at the rate of up to 10% of the employee’s gross fortnightly pay, or such other
rate determined by the relevant head of service having regard for all of the circumstances.

Despite subclauses 16.7 and 16.10, the recovery period will not usually exceed 26 (twenty-six) pay
periods.

Where an employee is paid an amount to which he or she is not entitled as a result of an amendment
to, or late submission of, a time sheet, evidence, material or other forms, the amount paid (the
"discrepancy"):

16.12.1 may be deducted in the following pay period, provided it is no greater than 10% of the

employee's gross fortnightly pay; and

16.12.2 will not be considered an overpayment for the purposes of this clause 16, provided that the

16.13

16.14

employee is notified accordingly.

Further to subclause 16.12, if more than two pay periods have passed since the discrepancy was
paid, or the discrepancy exceeds 10% of the employee's gross fortnightly pay, the discrepancy will
be considered a debt and the provisions of this clause 16 will apply, unless the employee agrees in
writing to the adjustment being made.

Any outstanding money owing to the ACTPS when an employee ceases employment is to be
recovered by deduction from any final entitlements payable to the employee. If a debt still exists
further debt recovery action is to be taken unless the head of service:
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16.15

17.

16.14.1 directs the recovery be waived, in part or in full, based on evidence provided by the
employee of exceptional circumstance or that such recovery would cause undue hardship;
or

16.14.2 determines that an overpayment is not recoverable.

Where the head of service determines that an overpayment is not recoverable, the provisions of the
relevant Directorate Financial Instructions, relating to the waiver and write off of monies, will apply.

Note: Any disputes about the application of these provisions should be addressed through the
Dispute Avoidance/Settlement Procedures outlined at 158.

UNDERPAYMENTS

17.1

17.2

18.

Where the head of service agrees that an employee has been underpaid on the employee’s base
rate of pay, and the employee requests, an offline payment for the amount owing will be made to
the employee within 3 (three) business days of the head of service receiving the request.

Where a shift penalty, overtime payment or Higher Duties Allowance is not made within 2 pay periods
of the appropriate authorisation having been received by the relevant corporate area, and the
employee requests, an offline payment for the amount owing will be made to the employee within
3 (three) business days of the head of service receiving the request.

PAY POINTS AND INCREMENTS

18.1

18.2

18.3

18.4

18.5

A person who is engaged by the ACTPS or an employee who is promoted or is approved to perform
the duties of a higher office, is entitled to be paid at the first pay point for the classification level.

An eligible employee is entitled (subject to there being no underperformance or Discipline action
undertaken in accordance with Section O — Workplace Values and Behaviours) to be paid an annual
increment on and from the relevant anniversary of the date of commencement for the employee
concerned.

For an employee who has broken the continuity of employment, advancement will occur when the
employee has attained 12 (twelve) months service at the relevant classification level within the
preceding 24 (twenty-four) months.

Increments apply to both an employee’s permanent and higher duties classification. When an
employee has completed 12 (twelve) months higher duties within a 24 (twenty-four) month period
an increment will be paid and all further instances of higher duties will be paid at this level.

Previous service at a higher duties pay must be considered when determining a pay point should the
employee be promoted to that classification, and will be used to determine the date at which
increments fall due.

Accelerated Advancement

18.6

Accelerated incremental advancement may occur as follows:

18.6.1 A person who is engaged by the ACTPS, or an employee who is promoted or approved to
perform higher duties, may be paid at a higher pay point within that classification level.

18.6.2 The head of service may approve the payment of additional accelerated increments to the
employee:

i. at the time annual incremental advancement is due; i.e. at the time an employee is
eligible for annual incremental advancement (either in the substantive or higher duties
position); or

ii. at any other time between periods of annual incremental advancement.
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18.7

subject to a maximum of 2 (two) additional increments within the classification range being
awarded to the employee in a 12-month period (excluding any additional increments
awarded to the employee on commencement in the position in accordance with paragraph
18.6.1.

18.6.3 Where an employee is awarded additional accelerated increments over the 12-month
period between the payments of annual increments, the employee is still eligible for the
payment of an annual increment, and the date of effect of the annual increment will remain
unchanged.

In considering whether to approve payment at a higher pay point as per paragraph 18.6.1, or
accelerated advancement as per paragraph 18.6.2, the head of service will take into account such
factors as:

18.7.1 the employee’s:

qualifications;

relevant work and personal experience;
current pay;

ability to make an immediate contribution; and

18.7.2  difficulties in attracting and retaining suitable employees.

Casual Employees

18.8

19.

Subject to the completion of the relevant incremental assessment, a casual employee will be granted
incremental advancement in accordance with this clause provided that:

18.8.1  Where the aggregate of employment over the respective 12 (twelve) month service period
is equivalent to 20 (twenty) hours or more per week the employee shall be entitled to
annual increments at the incremental hourly rate prescribed for the employee's
classification.

18.8.2 Where the aggregate of employment over each respective 12 (twelve) months service
period is less than the equivalent of 20 (twenty) hours per week the employee shall be
entitled to incremental advancement on completion of 24 (twenty-four) months service at
the incremental hourly rate prescribed for the employee's classification.

CLASSIFICATION / WORK VALUE REVIEW

19.1

19.2

19.3

19.4

An employee, or a group of employees, or the union or other employee representatives (“the
applicant”), may present a case to request the head of service to undertake a classification/work
value review of a position or group of positions.

The head of service will undertake the review in consultation with the employee(s) and/or the union
or other employee representatives.

If the head of service determines that the case presented under subclause 19.1 is frivolous or
vexatious, the head of service will refuse to undertake the review.

If the head of service determines that the case presented under subclause 19.1 does not contain
enough information for the head of service to make an assessment on whether the review is
warranted, the head of service will provide the applicant an opportunity to make further submissions.
If, following such further submissions, or if no such submissions are made, the head of service still
does not have enough information to make an assessment on whether or not the review is
warranted, the head of service may refuse to undertake the review.
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19.5

19.6

19.7

20.

Any classification/work value review will take into account the relevant work level standards, position
descriptions, market and other relevant comparators, including comparators that are considered
pertinent to the skills, competencies and general responsibilities required of the position(s).

These provisions do not affect the right of the head of service to undertake a classification/work
value review at the initiative of the head of service.

Where agreement cannot be reached on the need to conduct the review then the disagreement may
be resolved in accordance with the dispute resolution procedure.

SUPERANNUATION

20.1

20.2

20.3

20.4

20.5

20.6

20.7

20.8

20.9

20.10

The head of service will provide employer superannuation contributions in accordance with the
relevant legislative requirements.

This clause does not apply to employees who are members of the Public Sector Superannuation
Accumulation Plan (PSSap), unless they are eligible to be members of the PSSap as a fund of choice.

This clause does not apply to preserved members of other Superannuation Plans, including CSS and
PSSdb. Employees covered by those Superannuation plans, will receive the employer contributions
specified by the fund rules for the relevant Superannuation plan.

An employee may choose any approved superannuation fund as long as the fund can accept
employer contributions by EFT. If the employee’s chosen fund cannot or will not accept additional
contributions as outlined in subclause 20.5 and 20.10, then the employee will be advised of their
right to change funds, to enable such contributions to be made.

The employer contribution will be:

20.5.1 the Superannuation Guarantee contribution in accordance with the Superannuation
Guarantee (Administration) Act 1992, (which at the commencement of this Agreements
9.5%); and

20.5.2  an additional 1%; and

20.5.3  a further 1% for employees who make extra employee contributions of 3% or more.
The additional contribution in subclause 20.5.2 will increase:

20.6.1 to 1.25% on 1 July 2018; and

20.6.2 to 1.50% on 1 July 2019.

If the legislated minimum Superannuation Guarantee rate is increased during the life of this
Agreement, the increase will be absorbed by the additional contribution provided under subclause
20.5.2 (as increased in accordance with subclause 20.6), but will not affect the "3 for 1" arrangement
in subclause 20.5.3.

The salary for superannuation purposes will be calculated on the employee's Ordinary Time Earnings
(OTE) within the meaning of the Superannuation Guarantee (Administration) Act 1992.

Employer contributions will not be reduced by any other contributions made through salary sacrifice
arrangements.

For employees who take paid or unpaid parental leave (which includes birth, parental, grandparental
and foster care leave), employer contributions (which will be calculated using the same formula as
prescribed in subclause 122.21) will be made for a period equal to a maximum of 52 (fifty-two)
weeks, in accordance with the rules of the appropriate superannuation scheme.
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20.11

21.

The Government will, through the Chief Minister and Treasury Directorate, consult with unions and
employees on changes to superannuation legislation that may be proposed by the Commonwealth.

SALARY SACRIFICE ARRANGEMENTS

21.1

21.2

21.3

21.4

21.5

22.

Voluntary access to salary sacrifice arrangements will be made available to employees in accordance
with ACTPS policies.

The employee will meet all costs incurred as a result of the salary arrangements under these
provisions.

The employee's pay for superannuation purposes and severance and termination payments will be
the gross pay that the employee would receive if the employee were not taking part in salary sacrifice
arrangements.

Changes to salary sacrifice arrangements, including taxation changes, will not be a cause for further
claims against the ACTPS.

The head of service will continue to provide appropriate information to employees concerning salary
sacrifice arrangements.

PAYMENT ON DEATH

22.1

Where an employee dies, or the head of service has directed that an employee will be presumed to
have died on a particular date, the head of service may make a payment or partial payment for
unused leave credits and other entitlements directly to the dependants or the domestic partner, or
to the legal personal representative, or to the estate, of the former employee of an amount that
would have been paid had the employee ceased employment otherwise than because of the
employee's death. The payment in respect of unused LSL will be calculated in accordance with
subclause 133.11.

Section C — Nursing and Midwifery Classifications and Career
Pathways Enhancement

23.

PREAMBLE

23.1

23.2

24.

The nursing and midwifery classification level and pay increments structure is reflected in the rates
of pay in Schedule 1 - Nursing and Midwifery Classifications and Rates of Pay.

All positions for promotion will be filled in accordance with the Public Sector Management Act merit
selection process.

ASSISTANTS IN NURSING (AIN)

24.1

24.2

25,

An Assistant in Nursing (AIN) supports registered nurses/registered midwives in the delivery of
personal health care to patients and the maintenance of a safe patient care environment.

An AIN at all times assists in the provision of nursing/midwifery care under the direct or indirect
supervision of a RN/RM.

ENROLLED NURSE (EN) - LEVEL 1

25.1

Enrolled Nurse Level 1 means an Enrolled Nurse (EN) who delivers nursing care to patients/clients
in any practice setting under the direct or indirect supervision of a registered nurse/midwife and who
provides support to student and new graduate enrolled nurses.
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26. ENROLLED NURSE (EN) - LEVEL 2

26.1  Enrolled Nurse Level 2 means an Enrolled Nurse (EN) who delivers nursing care to patients/clients
in any practice setting under the direct or indirect supervision of a RN/RM, who demonstrates
competence in any area of extended practice and who provides preceptorship for students and new
graduate EN’s.

27. ADVANCEMENT FROM ENROLLED NURSE LEVEL 1 TO ENROLLED NURSE LEVEL 2

27.1  Advancement to a Enrolled Nurse Level 2 will be in accordance with the merit selection process for
either:

27.1.1  promotion to an established position when a position becomes vacant; or
27.1.2  Personal Classification.

27.2  Advancement for permanent officers to a personal classification will be in accordance with the merit
selection process agreed by the parties as set out in Schedule 5 of this Agreement. The selection
process will be conducted quarterly.

28. REGISTERED NURSE (RN)/REGISTERED MIDWIFE (RM) LEVEL 1

28.1 RN/RM Level 1 means a RN or RM who delivers nursing and/or midwifery care to patients/clients
in any practice setting and is provided with, or has access to, guidance from more experienced
nurses or midwives and, who provides support and direction to enrolled nurses and nursing and
midwifery students.

29. REGISTERED NURSE /REGISTERED MIDWIFE LEVEL 2

29.1 RN/RM Level 2 means a RN and/or RM who has demonstrated competence in advanced nursing
or midwifery practice, provides guidance to RN's/RM’s Level 1, enrolled nurses, and nursing and
midwifery students in the delivery of nursing and/or midwifery care; and acts as Team Leader in the
absence of the Clinical Nurse/Midwife Consultant.

30. ADVANCEMENT FROM REGISTERED NURSE /REGISTERED MIDWIFE LEVEL 1 TO REGISTERED NURSE/

REGISTERED MIDWIFE LEVEL 2

30.1 Advancement to a RN/RM Level 2 will be in accordance with the merit selection process for either:
30.1.1 promotion to an established position when a position becomes vacant; or
30.1.2  Personal Classification.

30.2 Advancement for permanent officers to a personal classification will be in accordance with the merit
selection process agreed by the parties as set out in Schedule 5 of this Agreement. The selection
process will be conducted quarterly.

30.3 A RN/RM Level 2 may temporarily perform the duties of a higher office without relinquishing Level
2 status.

31. MoBILITY OF NURSES OR MIDWIVES AT REGISTERED NURSE/REGISTERED MIDWIFE LEVEL 2

31.1 A RN/RM Level 2 may revert to RN/RM Level 1 at any time upon request to the head of service. A
RN/RM Level 1 may reapply for advancement to RN/RM Level 2 at any subsequent assessment.

31.2 A RN/RM Level 2 may from time to time seek transfer to another work area, and retain their Level

2 status, subject to the following:
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32.

31.2.1 the request should be discussed by the employee with the manager and CNC (or
equivalent) of the losing and gaining work areas;

31.2.2 the employee must lodge an application according to the agreed selection process to assess
the employee's suitability to work at Level 2 in the new work area;

31.2.3 where a transfer to a vacant position in the new work area is immediately available, the
employee may transfer there as a RN/RM Level 1, pending the outcome of the assessment
process;

31.2.4 if the employee's application is successful, then the employee will be back paid as Level 2
to the date of first transfer to the new work area;

31.2.5 if the employee's application is not successful on the first occasion, then the employee may
reapply for assessment at a later time, but in that case, there will be no back pay in the
event that the employee is successful.

REGISTERED NURSES/REGISTERED MIDWIVES LEVEL 2 POSITIONS - VACANCIES

32.1
32.2

32.3

33.

Positions classified at RN/RM Level 2 as already established will be maintained.

A minimum of 25% of the nursing/midwifery workforce in each clinical unit will be classified at level
2 with additional positions according to organisational need. The proportion of RN/RM level 2
(comprised of both personal and established positions) of the total number of registered
nurses/midwives level 1 and 2 will not be reduced over the life of the Agreement.

In those areas that were part of ACT Community Health as established on 31 January 2011, the
proportion of established RN/RM Level 2 positions in the total number of established RN/RM Level 1
and Level 2 positions will not be reduced below 75% over the life of the Agreement.

REGISTERED NURSES /REGISTERED MIDWIVES, LEVEL 3

33.1

33.2

33.3

34.

Registered Nurse/Registered Midwife — Level 3 means a RN/RM who may be referred to as:

. clinical nurse or midwife consultant; or

. nurse or midwifery educator, nurse manager; or
. nurse coordinator; or

. advanced practice nurse; or

) clinical nurse coordinator.

Except as provided for below in subclause 33.3 (regarding composite role), a Level 3 RN/RM will be

appointed to the clinical, management, research/education stream.

Composite Roles as a RN/RM Level 3 Grade 2 may be appointed across streams only in
circumstances where the size and complexity and nature of the nursing service requires performance

of a combination of the responsibilities.

REGISTERED NURSES/REGISTERED MIDWIVES LEVEL 4

34.1

Registered Nurse/Registered Midwife — Level 4 means a RN/RM who may be referred to as:

an Assistant Director of Nursing/Midwifery — Clinical; or

an Assistant Director of Nursing/Midwifery — Management; or

an Assistant Director of Nursing/Midwifery — Research; or

an Assistant Director of Nursing/Midwifery — Education; or

an Assistant Director of Nursing/Midwifery - Clinical/Management/Education; or
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. in a composite role where the size, complexity and nature of the nursing service requires
the performance of a combination of the above.

34.2  The relevant grades will be determined in accordance with the appropriate work level standards.

35. NURSE PRACTITIONER (REGISTERED NURSE LEVEL 4, GRADE 2)

35.1 Nurse Practitioner (NP) — means an employee who is a Registered Nurse who can function
autonomously and collaboratively in an advanced and extended clinical role.

35.2  The Nurse Practitioner classification is only available to those employees who are registered as a
Nurse Practitioner with the Nursing and Midwifery Board of Australia in the specialty area of practice
and appointed to a designated NP position.

36. REGISTERED NURSE/ REGISTERED MIDWIFE LEVEL 5

36.1 RN/RM - Level 5 means a RN/RM who may be referred to as a Director of Nursing and/ or
Midwifery.

36.2 The relevant grades will be determined in accordance with the appropriate work level standards.

37. WORK LEVEL STANDARDS

37.1  Work level standards for all above-base classifications will be reviewed on a regular basis to ensure
that they accurately reflect expectations and working arrangements.

Section D — Allowances

38. OPERATION OF ALLOWANCES

38.1 The rates for all allowances as set out in Schedule 10 of the Agreement will be adjusted by the
rate of increase in pay as set out in subclause 11.2 of this Agreement.

38.2  Part-time and casual employees who satisfy the requirements for payment of an expense-related
allowance as set out in Schedule 10 of this Agreement will receive the full amount of that allowance
or payment.

39. QUALIFICATION ALLOWANCE FOR POST-GRADUATE EDUCATION
—

39.1 When an application is made by an eligible employee the Qualification Allowance will be paid to
those Enrolled Nurses who hold further qualifications and those Registered Nurses/Registered
Midwives who hold post-graduate qualifications.

39.2 Itis agreed that, for the duration of this Agreement, qualification allowance will be paid to all eligible
employees at the full rate.

39.3 For the purposes of this clause, a qualification allowance is only paid when the qualification is
additional to the mandatory qualification required for registration either as a nurse or midwife, or
for authorisation as a Nurse Practitioner.

39.4 To receive the qualification allowance the employee must be able to:
39.4.1 provide documentary evidence to the head of service that they hold that qualification; and

39.4.2 provide further detailed evidence as the head of service may require establishing the direct
relevance of a particular course of study to the employee’s position and duties.
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39.5

39.6

39.7

39.8

For the head of service to recognise a qualification for the purposes of this clause, it must be of a
kind that, in the opinion of the head of service is directly relevant to the performance of the
employee’s current position and duties.

In cases of doubt, (i.e. inconsistency in the way Universities and other institutions describe the
qualification), the Course Descriptions included in the Recognised Qualification Table below will be
applied to determine the level of an employee’s qualification.

Non-University Qualification(s) obtained from non-university training or education facilities will be
referred to the Qualifications Committee.

Hospital-based midwifery certificates will be recognised at the postgraduate diploma level.

Review of a Decision

39.9

39.10

39.11

Where an employee is dissatisfied with a decision of the head of service to recognise the relevance
of a qualification or to cease payment of the qualification allowance, the employee may lodge a
request for review with the Qualifications Committee.

The convener of the Qualifications Committee will be the Chief Nurse or Delegate and this Committee
will meet on a quarterly basis. When an outcome is determined, the applicant will be advised of the
Committee’s decision.

If a review is found in favour of the applicant, the applicant will receive a back payment of the
Qualification Allowance to the date of application.

Payment of the Qualification Allowance

39.12

39.13

Allowances are not cumulative. An employee who holds more than one relevant qualification is only
entitled to one allowance and will be paid at the rate applicable to the highest relevant qualification
the employee possesses.

The Qualification Allowance will be paid on a fortnightly basis according to the following table and
as set out in Schedule 10 of this Agreement:

Table 1: Recognised Qualifications

Enrolled Nurse

A course of study specified by 3.5% of the salary paid at the
the institution awarding the minimum point of the salary scale
qualification to be a course of of an Enrolled Nurse (EN) Level 1.
study of no less than six months
duration, or no less than 120

hours.
Registered Nurse/
Registered Midwife
Honours Degree 3.5% of the salary paid at the
minimum point of the salary
scale of a RN/RM Level 1.
Conversion Degree A conversion degree of not 3.5% of the salary paid at the
less than 12 months full-time minimum point of the salary
study, or part-time equivalent. scale of a RN/RM Level 1.
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Postgraduate
Certificate.

A course of study of no less
than two subject units over no
less than one full-time
semester (or equivalent).

3.5% of the salary paid at the
minimum point of the salary
scale of a RN/RM Level 1.

Postgraduate Diploma

A course of study of no less
than three subject units (or
equivalent) over no less than
two full-time semesters (or
equivalent).

Note: midwives please refer to
subclause 39.8.

4.5% of the salary paid at the
minimum point of the salary
scale of a RN/RM Level 1.

Second Degree

A course of study leading to
the award of a second degree.

4.5% of the salary paid at the
minimum point of the salary
scale of a RN/RM Level 1.

Masters Degree

A course of study by research
or course work or both of no

less than six subject units (or
equivalent) over no less than

three full-time semesters (or

equivalent).

5.5% of the salary paid at the
minimum point of the salary
scale of a RN/RM Level 1.

Doctoral Degree

A program of research and
course work of no less than
three years’ duration (or
equivalent).

5.5% of the salary paid at the
minimum point of the salary
scale of a RN/RM Level 1.

This allowance shall not be included in salary for the purposes of calculating overtime and shift penalty
payments, or any other entitlement of the employee.

Payment of the allowance when moving to another field when at the employee’s request or at
the request of the head of service.

39.14 Provided that employees who are in progress towards obtaining a further qualification that the head
of service agrees is relevant to the employee's new duties will continue to be paid the allowance for
a period of six months after commencing the new duties, or longer period determined by the head

of service, having regard to the further qualification being worked towards.

39.15 Payment of the allowance will not cease upon the employee taking up duties unless the qualification

is clearly not directly relevant. This will be reviewed in consultation with the employee.

40. HIGHER DUTIES ALLOWANCE

40.1 Higher Duties Allowance is payable to an employee, other than a casual or temporary employee,
who is directed to temporarily perform the duties of a position with a higher classification.

40.2  An employee performing higher duties in a position is subject to all conditions of that position.

40.3  An employee may only be paid in respect of one higher position even if they are performing the
duties of 2 (two) higher positions at the same time.

40.4  An employee acting as a RN/RM Level 2 or Level 3 position will be paid Higher Duties Allowance for
a period of 1 (one) day or more.
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40.5

40.6

40.7

40.8

40.9

40.10

40.11

40.12

40.13

41.

An employee acting in a RN/RM Level 4 or Level 5 position will be paid Higher Duties Allowance for
a period of 5 (five) consecutive days or more. This payment will occur from day 1 (one), provided
the total period of higher duties is 5 (five) days or more.

An employee receiving Higher Duties Allowance is entitled to normal incremental progression for the
employee’s substantive position. This increment gained while performing higher duties is maintained
upon cessation of the higher duties.

Previous higher duties service will be considered in determining the appropriate salary point for
future periods of higher duties.

Where the vacancy period of higher duties is expected to exceed 6 (six) months the vacancy will be
advertised in the gazette.

Periods of higher duties should not normally extend beyond 12 (twelve) months. If after 12 (twelve)
months the position is nominally vacant it will be advertised unless there are exceptional
circumstances.

If an employee performs the duties of a higher position, the rate of Higher Duties Allowance payable
is based upon the lowest salary point for the classification of that position. If, however, the employee
has previous service for an increment or the bottom of the higher salary scale is lower than the
employee’s standard salary, the rate of Higher Duties Allowance payable is at the next salary point
of the classification.

If an employee is being paid Higher Duties Allowance before going on paid leave and would have
continued to receive Higher Duties Allowance if they had not taken leave, then the employee is
entitled to payment of Higher Duties Allowance for the period of leave.

An employee performing higher duties continually for more than 1 (one) year may be granted an
increment. Broken periods of performing higher duties may also be counted towards an increment
if the employee has performed the higher duties for 12 (twelve) months in broken periods during
the immediately preceding 2 (two) years, or 2 (two) years in the last 4 (four), or 3 (three) years in
the past 6 (six) years.

This is called the 'one year in two year' rule. Further increments may be granted subject to the one-
year in two-year rule and where the previous increment has been paid for 12 (twelve) months.

Note: Nothing in this clause will restrict casual or temporary employees performing duties of a higher
office in accordance with the PSM Act and the PSM Standards.

ON-CALL ALLOWANCE

41.1

41.2

41.3

Where an employee is rostered on-call and required to be contactable and available to return to
work within a reasonable time outside their ordinary hours of duty the employee will be entitled to
be paid an on-call allowance of:

41.1.1 10%o of the employee’s hourly rate of pay for each hour rostered on call Monday to Friday;

41.1.2 15% of the employee’s hourly rate of pay for each hour rostered on call Saturday and
Sunday and rostered days off;

41.1.3 20% of the employee’s hourly rate of pay for each hour rostered on call on Public Holidays
and accrued days off.

An employee’s pay for the purpose of calculation of payment under this clause will include Higher
Duties Allowance and other allowances in the nature of pay.

Employees at the RN/RM Level 3 Grade 2 classification and below will be eligible for payment of the
on-call allowance. However, the head of service may approve payment of the on-call allowance to
employees above this level in exceptional circumstances.
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41.4

41.5

41.6

41.7

41.8

41.9

41.10

41.11

41.12

42,

Where approval has been made for payment under subclause 41.3 to an employee above the RN/RM
Level 3 Grade 2 classification, the maximum hourly allowance paid will be equivalent to the allowance
paid to the RN/RM Level 3 Grade 2 classification.

Where an employee who has been rostered on-call returns to work at a designated place of work,
the employee will be paid at the applicable overtime rates, subject to a minimum payment of 3
(three) hours overtime being made to the employee.

‘Recalled to duty at a designated place of work” means a recall to perform duty at any designated
place of work and is not limited to a recall to perform at the employee’s usual place of work. For
example, an employee may have a usual place of work, but while the employee is rostered on-call
the employee might be recalled to perform duty at a number of different places of work.

Where an employee who has been rostered on-call is recalled for duty, but is not required to be
recalled to a designated place of work (for example, where an employee is able to access computer
systems at home via remote access), the employee will be paid at the applicable overtime rates,
subject to a minimum payment of one hour overtime being made to the employee.

If a recall to duty attracts a minimum overtime payment, subsequent recalls will attract a further
minimum overtime payment(s) only if the employee commences after the minimum payment period
has elapsed.

For the purposes of this clause, the minimum payment period is either 3 (three) hours or 1 (one)
hour from the commencement of the recall to duty that attracts the overtime payment.

The on-call allowance is not payable for any period of time where overtime payments are made.
Therefore, if the employee performs a period of duty for which overtime is payable, the on-call
allowance is not paid for a period equal to the overtime period.

The provisions of clause 93 (Emergency Duty) of this Agreement will not apply where an employee
is recalled to duty while on on-call.

The provisions relating to on call rosters are set out in subclauses 71.12 and 71.13.

ONEROUS ON-CALL

42.1

42.2

42.3

43.

The head of service, employees and the employee’s union or other employee representative will
agree on work areas that are undertaking onerous on-call. For the purposes of this clause the term
‘onerous on-call” will be taken to relate to areas where the likelihood of call back to duty, based on
historical data, is greater than 15%.

The allowance payable to those employees undertaking onerous on-call will be the same as the
allowance payable for close-call, as set out in subclause 43.1 (Close Call Allowance).

The areas receiving onerous on-call payments will be reviewed on a 6 (six) monthly basis to
determine if the onerous incidents of on-call still fall within the onerous on-call category.

CLOSE-CALL ALLOWANCE

43.1

Where an employee is rostered on close-call and required to be contactable and available for
immediate recall to duty outside their ordinary hours of duty the employee will be entitled to be paid
a close-call allowance of:

43.1.1 20% of the employee’s hourly rate of pay for each hour restricted Monday to Friday;

43.1.2 30% of the employee’s hourly rate of pay for each hour restricted on Saturday and Sunday
and rostered days off;
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43.2

43.3

43.4

43.5

43.6

43.7

43.8

43.9

43.10

43.11

43.12

44.

43.1.3 40% of the employee’s hourly rate of pay for each hour restricted on Public Holidays and
accrued days off.

An employee rostered on close-call must:
43.2.1 remain within a radius of 30 minutes vehicle travelling time from the work site; and

43.2.2 commence the return to work journey immediately on being recalled, being within 5 (five)
minutes from time of recall.

An employee’s pay for the purpose of calculation of payment under this clause will include Higher
Duties Allowance and other allowances in the nature of pay.

Employees at the RN/RM Level 3 Grade 2 classification and below will be eligible for payment of the
close-call allowance. However, the head of service may approve payment of the close-call allowance
to employees above this level in exceptional circumstances.

Where approval has been made for payment under subclause 43.4 to an employee above the RN/RM
Level 3 Grade 2 classification, the maximum hourly allowance paid will be equivalent to the allowance
paid to the RN/RM Level 3 Grade 2 classification.

Where an employee who has been rostered on close-call is recalled to duty at a designated place of
work, the employee will be paid at the applicable overtime rates, subject to a minimum payment of
3 (three) hours overtime being made to the employee.

‘Recalled to duty at a designated place of work’ means a recall to perform duty at any designated
place of work and is not limited to a recall to perform at the employee’s usual place of work. For
example, an employee may have a usual place of work, but while the employee is restricted, the
employee might be recalled to perform duty at a number of different places of work.

Where an employee who has been rostered on close-call is recalled for duty, but is not required to
be recalled to a designated place of work (for example, where an employee is able to access
computer systems at home via remote access), the employee will be paid at the applicable overtime
rates, subject to a minimum payment of one hour being made to the employee.

If a recall to duty attracts a minimum overtime payment, subsequent recalls will attract a further
minimum overtime payment(s) only if the employee commences after the minimum payment period
has elapsed.

For the purposes of this clause, the minimum payment period is either 3 (three) hours or 1 (one)
hour from the commencement of the recall to duty that attracts the overtime payment.

The close-call allowance is not payable for any period of time where overtime payments are made.
Therefore, if the employee performs a period of duty for which overtime is payable, the close-call
allowance is not paid for a period equal to the overtime period.

The provisions of clause 93 (Emergency Duty) of this Agreement will not apply where an employee
is recalled to duty while on close-call.

REST BREAKS FOLLOWING ON-CALL AND CLOSE-CALL

44.1

44.2

Where an employee who is rostered on-call as set out in clause 41 (On-Call Allowance) or close-call
as set out in clause 43 is recalled to duty, the employee, other than in exceptional circumstances,
as set out in subclause 44.3, is entitled to be absent from duty, without loss of pay until they have,
from the time they ceased duty, been off duty for a continuous period of 9 (nine) hours.

In addition to the 9 (nine) hours rest break, the employee must be allowed reasonable time to travel
to and from their place of work.
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44.3

44.4

44.5

In exceptional circumstances, if an employee is required by the head of service to resume or continue
work without having the rest break and reasonable travel time as set out in subclause 44.2, the
employee must:

44.3.1 Dbe paid at double time rate until they are released from duty for the 9 (nine) hour period;
and

44.3.2 the employee will then be entitled to be absent until they have had 9 (nine) consecutive
hours off duty plus reasonable travelling time, without loss of pay for any ordinary working
time occurring during that absence.

Irrespective of any entitlement an employee may or may not have under this clause, an employee
should not be required to resume duty or continue duty particularly where, if due to work already
performed, the employee is fatigued such that they may by unable to function in an effective,
efficient and safe manner. No loss of pay will occur as a consequence of any rostered duty not
performed as a result of this clause.

Appropriate staffing and roster management processes are required to enable the effective
implementation of subclause 44.1 and avoid the incidence of fatigue.

Section E — Penalties

45.

PENALTIES - GENERAL

45.1

45.2

46.

Applicable penalty rates will be paid to all eligible employees including part-time and casual
employees.

Penalty rates will be based on 1/38% of the full-time weekly rate of pay for the nurses or midwives
classification.

WEEKDAY PENALTY RATES

46.1

47.

For all rostered hours worked between midnight Sunday and midnight Friday:
46.1.1 Day shift means a shift that commences at or after 0700 hrs - incurs no penalties;

46.1.2 Evening shift means a shift that commences at or after 1200 hrs (midday) and ceasing
at or after 1800hrs - incurs a 12.5% penalty;

46.1.3 Night shift means a shift that commences at or after 1800 hrs and continues after
midnight, - incurs a 25 % penalty.

WEEKEND PENALTY RATES

47.1

47.2

47.3

48.

For all rostered hours worked after midnight Friday until midnight on Saturday a 50% penalty
will be paid.

For all rostered hours worked after midnight Saturday until midnight on Sunday a 75%
penalty will be paid.

RNs/RMs Level 4 and 5 may be paid shift work penalties, provided that authorisation of the head of
service has been obtained, in cases where the requirement to perform shift work, or to perform
extra duty is regular and/or excessive, and is related to the provision of clinical services.

12-HOUR SHIFT PENALTY RATES

48.1

In lieu of other shift penalties, all employees who work a 12-hour shift will be paid a 25% penalty
for any hours worked from midnight Sunday until midnight on Friday that fall outside the hours of
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49.

0730 hrs to 1800 hrs. 12-hour shift arrangements are set out in clause 69 (12 Hour Shifts) of this
Agreement.

PuBLIC HOLIDAY PENALTIES

49.1

49.2

50.

The penalties paid for Public Holidays to employees are dependent on their annual leave entitlements
as set out below in Table 2.

Payment of the 150% penalty rate under this clause precludes an employee accruing additional
annual leave under paragraphs 112.4.1 and 112.4.2 of this Agreement.

Table 2. Type of Worker, Annual Leave Entitlements and Public Holiday Penalties.

Annual Leave Entitlement Penalty
(see clause 112)
4 Weeks 150% in lieu of other shift
work penalty
5 Weeks 150% in lieu of other shift
work penalty
50%b in addition to any
Bllicse applicable shift penalty
50% in addition to any
7lEEs applicable shift penalty

REGULAR PART-TIME EMPLOYEES PERFORMING A ROSTERED EXTRA SHIFT ON A PUBLIC HOLIDAY

50.1

51.

In accordance with subclause 102.1, regular part-time employees performing a rostered extra shift
on a Public Holiday will receive a 25% shift loading in addition to the Public Holiday rate as set
out in clause 49 above.

CASUAL EMPLOYEES WORKING ON PUBLIC HOLIDAYS

51.1

51.2

51.3

52,

For all hours worked on a Public Holiday, a casual employee will be paid a Public Holiday shift penalty
of 150%o in addition to the employee's ordinary rate of pay.

The term ‘ordinary rate of pay’ in this clause includes the casual loading as set out in subclause 56.2
of this Agreement.

The penalty prescribed in subclause 51.1 (150% Public Holiday shift penalty) will be paid in lieu of
any other shiftwork penalty payable under clauses 46 and 47 (Weekday and Weekend Penalties
Rates).

DAYLIGHT SAVINGS ARRANGEMENTS

52.1

During the changes from Australian Eastern Standard Time to Australian Eastern Daylight Time,
employees will be paid according to the clock, with the exception of casual employment
arrangements under clause 56 and overtime arrangements under Section K which will be paid
according to the hours actually worked. This means that at the beginning of daylight saving
employees working an overnight shift will work one hour less but will be paid for the full shift, and
when daylight saving ends employees will work for an extra hour but will be paid according to the
clock.
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Section F — Employment in the ACT Public Sector (ACTPS)

53.

TYPES OF EMPLOYMENT

53.1

53.2

53.3

54,

A person will be engaged in the following categories:

53.1.1 permanent employment on a full-time or permanent part-time basis, including
appointment with or without probation; or

53.1.2 short-term temporary employment for a period not exceeding 12 months on a full-
time or part-time basis, engaged for a specified period of time or for a specified task; or

53.1.3 long-term temporary employment for a period greater than 12 months but not
exceeding 5 (five) years on a full-time or part-time basis, engaged for a specified period
of time; or

53.1.4 casual temporary employment.

Persons engaged on a part-time basis will receive, on a proportionate basis, equivalent pay and
conditions to those of full-time employees.

Persons engaged in Nursing and Midwifery classifications are required to provide evidence of current
registration to practice with the Australian Health Practitioner Regulation Agency (AHPRA) under the
Health Practitioner Regulation National Law (ACT) before engagement is confirmed and thereafter
annually.

NOTICE OF ENGAGEMENT

54.1

55.

At the time of appointment or engagement the head of service will inform each person in writing of
the terms of the person’s employment, including:

54.1.1 the type of employment;

54.1.2  whether a probationary period applies and the expected duration of the period;
54.1.3 if the person is engaged as a fixed term employee, the duration of the engagement;
54.1.4 the ordinary weekly hours;

54.1.5 the ordinary weekly hours before overtime is payable; and

54.1.6 a list of the main instruments governing the terms and conditions of the person’s
employment.

NOTICE OF TERMINATION

55.1

55.2

55.3

Where an employee’s employment is to be terminated at the initiative of the head of service, other
than in accordance with subclause 147.7 or Section T, the notice periods set out in the Fair Work
Act will apply.

Where an employee’s employment is to be terminated at the initiative of the employee, the employee
will provide written notice of their resignation from the ACTPS to the head of service at least 2 (two)
weeks prior to the proposed date of the resignation.

The period of notice required in subclause 55.2 may be reduced by agreement in writing between
the employee and the head of service.
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56. CASUAL EMPLOYMENT

56.1

56.2

56.3

56.4

56.5

56.6

56.7

56.8

56.9

57.

A casual employee is an employee who is engaged on an irregular or occasional basis, and whose
hours of work are subject to variation by the head of service. To provide relief for staff absences, a
casual employee may be required to perform work according to a fixed roster.

A person engaged as a casual employee will be paid at the same rate of pay as would be applicable
to an employee performing the duties and hours of that role. In addition the casual employee will
receive a 25 % loading in addition to the ordinary hourly rate of pay as set out in Schedule 1 of this
Agreement in lieu of paid leave entitlements, other than long service leave, and in lieu of payment
for Public Holidays on which the employee did not work. The loading will be calculated as a
percentage of the ordinary hourly rate of pay.

A casual employee is eligible to receive payment of shift penalties in accordance with Section E. The
loading paid under subclause 56.2 is not taken into account in the calculation of shift penalties,
except as provided for in clause 51.

A casual employee is eligible to receive payment for overtime in accordance with Section K. The
loading paid under subclause 56.2 is not taken into account in the calculation of overtime, except as
provided for in clause 51.

Where a casual employee is notified, less than 2 (two) hours prior to the commencement of a shift,
of the cancellation or reduction in duration of that shift, the employee will be entitled to payment in
full for the scheduled shift.

Where it is mutually agreed between the casual employee and their manager/supervisor to cease
duty prior to the scheduled completion of a shift, the employee will not be entitled to payment for
the portion of the shift not worked.

However, the minimum payment on each occasion when a casual employee is called for and attends
for duty will be three hours, whether or not the casual employee is required to work for those three
hours.

If during the course of a shift, a casual employee's services are no longer required within one work
area then the employee may be redeployed to another appropriate area for which they have the
skills. If the casual employee does not agree to be redeployed, then the employee may be released
for the remainder of the shift.

If the casual employee chooses not to be redeployed they will not be entitled to receive payment
for the portion of the shift not worked.

TASKFORCE ON INSECURE WORK AND OUTSOURCING

57.1

57.2

57.3

The ACTPS is committed to promoting permanent employment and job security for employees within
the ACTPS.

For the purposes of giving effect to this commitment, which is further outlined in this Agreement,
including at subclauses 2.2 and 2.3, a Joint Union and ACT Government Taskforce into insecure work
and outsourcing has been established by the ACT Government. The Taskforce will examine the
current use of these practices and propose ways to monitor and minimise the use of insecure work
practices.

The Taskforce may make recommendations to the Head of Service that a position or group of
positions should be converted to permanency where the Taskforce has identified that these roles
are ongoing in nature. Where such a recommendation has been made the Head of Service will
endeavour to convert existing casual and temporary employees to permanent employment. The
Head of Service may appoint the employee(s) currently in the relevant positions without a further
merit selection process, if the Head of Service is satisfied that the relevant employee(s) meets the
requirements of the position.
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Where the Taskforce has made a recommendation to the Head of Service that a position or group of positions

should be converted to permanency and the Head of Service decides not to appoint the relevant
employee(s) in accordance with subclause 57.3, the Head of Service will provide written reasons
for their decision.

Section G — Relocation Support

58. REIMBURSEMENT OF RELOCATION EXPENSES

58.1

58.2

58.3
58.4

58.5

58.6

The purpose of this reimbursement is to provide financial assistance to employees recruited from
interstate or overseas with the reasonable costs of relocation.

The head of service may approve the reimbursement to a new employee of such an amount up to
a pre-determined ceiling as the head of service considers is reasonable in the new employee’s
circumstances. The relevant pre-determined ceiling is set out in the table below:

Employee Circumstances Reimbursement Ceiling
Single with no dependants $12,000

Additional Payment per dependant (up to 6) $2,000

Additional payment per dependant (in excess of 6) $1,750

In order for a new employee to be reimbursed costs, valid receipted tax invoices must be provided.

For the purposes of this clause, dependant does not require actual financial dependency and includes
members of the new employee’s immediate household including a domestic partner, parent, parent
of domestic partner, brother, sister, guardian, foster parent, step-parent, step-brother, half-brother,
step-sister, half-sister, child, foster child or step child residing with the employee at the time the
offer is made.

The head of service may approve reimbursement in excess of the approved amount or ceiling in
exceptional circumstances.

In the event that the employee terminates their employment with the ACTPS within 24 months of
the date of engagement and does not commence employment with another ACTPS business unit
within one month, the employee may be required by the head of service to repay:

58.6.1 in the case the employee terminates employment within 12 months from the date of
appointment — 100% of the amount reimbursed; or

58.6.2 in the case the employee terminates employment more than 12 months and less than 24
months from the date of appointment — 50% of the amount reimbursed.
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Section H — Probation

59. PROBATION

59.1

59.2

59.3

59.4

59.5

59.6

59.7

Where a person is appointed on probation under the Public Sector Management Act, the period of
probation will ordinarily be no more than 6 (six) months.

59.1.1 The probation period can only be longer than six months where the period of probation
has been extended following an assessment of performance.

The head of service will, at the time a person is appointed on probation, inform the person in writing
of the period of probation and the criteria and objectives to be met for the appointment to be
confirmed.

Probation will provide a supportive process for the employee during which mutual evaluation and
decisions about permanent appointment can be made.

There must be at least two formal assessments of an employee’s performance at appropriate and
reasonable points of the probationary period. The head of service must provide the employee with
a copy of each assessment report and provide the employee with an opportunity to respond within
7 (seven) business days.

59.4.1 If the assessment warrants the manager/supervisor’s recommendation that the head of
service terminate the employee’s employment, that recommendation will be included in
the assessment report.

If the period of probation is extended in accordance with the PSM Act, the head of service will inform
the employee in writing of the period of the extension, the reasons for the extension, and what the
employee must do by the end of the period of extension for their permanent appointment to be
confirmed.

A period of extension will not be longer than 6 (six) months unless it is for extraordinary
circumstances and has been approved by the head of service.

A decision of the head of service to accept the recommendation to terminate the appointment of an
officer on probation as per subclause 59.4.1 is excluded from Section Q (Internal Review Procedures)
and Section R (Appeal Mechanism) of this Agreement.

59.7.1 To avoid doubt, an employee on probation is able to seek a review of the officer’s probation
under Section Q (Internal Review Procedures) except in relation to a decision to terminate
the officer’'s employment.
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Section I — Selection and Advancement

60.

PREAMBLE

60.1

61.

Subject to normal merit selection for promotion under the provisions of the Public Sector
Management Act, the following clauses will apply.

PROMOTION

61.1

61.2

62.

To ensure that selection and advancement in the ACTPS is based on merit as set out in the PSM Act,
a competitive selection process should be used to assess the merit of applicants for promotion,
appointment, fixed term engagement, temporary transfers to a higher office for more than 3 (three)
months and temporary engagement for a term over 12 (twelve) months.

This clause should be read in conjunction with Section C - Nursing and Midwifery Classifications and
Career Pathways Enhancement.

PROMOTION AFTER ACTING

62.1

62.2

62.3

62.4

The head of service may approve the promotion of an employee into a nominally vacant position
without an additional selection process where:

62.1.1 the employee has acted in the vacant position (or a position with identical selection criteria)
for a period of more than 12 (twelve) continuous months and has undergone a merit
selection process in order to act in the position; and

62.1.2 the vacant position was initially advertised for a minimum period of 6 (six) months with
the possibility of an extension; and

62.1.3  organisational requirements and financing for the position exist; and

62.1.4 on reasonable grounds an additional merit selection process would not identify a more
meritorious applicant than the position’s present occupant; and

62.1.5 immediately before the promotion, the employee’s manager assesses the employee against
the selection criteria for the position as satisfactory; and

62.1.6 there is no potentially or actually excess employee suitable to be placed in the position.

For the purposes of paragraph 62.1.1 the 12 (twelve) months continuous acting may not be
considered to have been broken where the employee performs the duties of another position at the
same or higher level during the 12 (twelve) month period.

For the purposes of paragraph 62.1.1 a merit selection process means a process of selection for
filling a vacant position on the basis of the merit of the applicant(s), which includes:

62.3.1 advertisement of the position in the ACT Government Gazette;

62.3.2 comparative assessment of suitable applicants for the position, if there is more than one
applicant; and

62.3.3 selection based on the recommendation of a Selection Advisory Committee or a Joint
Selection Committee.

The promotion of an employee in accordance with subclause 62.1 will be notified as a promotion to
a non-advertised vacancy. Any suitable qualified employee may lodge an appeal against the process
for positions at or below RN/RM Level 2 of this Agreement, or may apply for an internal review of
the process for positions at or above RN/RM Level 3 as set out in Section Q (Internal Review
Procedures) of this Agreement.
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63. DIRECT APPOINTMENT OF EN 1/RN1/RM1

63.1

63.2
63.3

Where it suits the operations of the ACTPS, and a substantive vacancy exists, a suitably qualified
employee may be directly appointed or promoted, without advertising, to a EN1/RN1/RM1 position.

Before an employee can be appointed under this clause, the employee must be assessed as suitable.

A policy will be developed in consultation with employees and their representatives for the application
of this clause.

64. JOINT SELECTION COMMITTEES

64.1

64.2

A Joint Selection Committee will consist of a minimum of:
64.1.1 a Chairperson who has appropriate skills and experience, nominated by the head of service;
64.1.2 a person who has appropriate skills and experience, nominated by the union(s); and

64.1.3 a person who has appropriate skills and experience, nominated by the head of service from
a list of employees, and agreed by the head of service and the union(s).

The ACTPS will as far as practicable ensure that employees who are Joint Selection Committee
members have access to appropriate training to assist them in performing their role.

Note: 1 Provisions relating to the use of joint selection committees are located in the PSM Standards.

2 For every JSC the relevant union(s) must be contacted to ascertain the union nominee and
to seek agreement for the third JSC member.

65. LIFESPAN OF MERIT PROCESS

65.1

A selection committee’s recommendations for filling a vacant position may be used for appointments,
promotions, higher duties and transfers to that position or another position at the same level with
the same selection criteria for a period of up to 12 (twelve) months after the date on which the head
of service accepts the recommendations of the selection committee.
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Section J — Hours of Work

66.

ORDINARY HOURS OF WORK

66.1

66.2

66.3
66.4

67.

The ordinary hours of work, exclusive of meal breaks, of all full-time employees will not exceed an
average of 38 (thirty-eight) hours per week.

The ordinary hours of work for a full time employee will be performed according to a roster in shifts
as required, with hours worked in excess of an average of 38 (thirty-eight) hours per week and not
otherwise remunerated being credited towards an ADO with pay.

A part-time employee will work less than the ordinary weekly hours of work of a full time employee.

Except where provided for under clause 93, travel to and from work is not paid.

STANDARD DAY, EVENING AND NIGHT SHIFTS

67.1

67.2

68.

There are standard shift/work patterns based around 8-hour morning, 8-hour evening and 10-hour
night shifts.

These standard core shift patterns will provide the following basis for rostering:
67.2.1 Day shift means a shift that commences at or between 0700 hrs and 1000 hrs inclusive;

67.2.2 Evening shift means a shift that commences at or after 1200 hrs (midday) and ceasing
at or after 1800 hrs; and

67.2.3 Night shift means a shift that commences at or after 1800 hrs and continues after
midnight, and ceasing at or before 0730 hrs.

NON-STANDARD SHIFTS

68.1

68.2

68.3

68.4

A non-standard shift is any shift that does not meet the definition in clause 67. Non-standard shift
rostering means incorporating non-standard shifts on a designated/local work area (unit, ward, etc.)
roster.

The head of service may, after undertaking a genuine consultation process in line with the
consultation provisions set out at clauses 155 and 156, and after obtaining the agreement of the
majority of employees affected, by way of written ballot, introduce non-standard shift rostering to
an existing/established roster (e.g. an individual ward/unit roster, not across a division/s or hospital)
to provide for non-standard shifts of no less than 4 (four) and no more than 12 (twelve) hours.

Where such rostering is proposed, the head of service must:

68.3.1 meet the consultation requirements under clauses 155 and 156, including consulting with
the relevant union;

68.3.2 demonstrate and outline genuine business and patient/consumer need for the proposed
change; and

68.3.3 demonstrate that other options have been canvassed but cannot as effectively meet
business and patient/consumer needs.

Where the introduction of non-standard shift rostering is agreed to by the majority of employees in
a designated/local work area, the head of service must:

68.4.1 asfar as practicable manage its introduction through the voluntary participation of affected
staff to work non-standard shifts;
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68.5

68.6

69.

68.4.2 genuinely consider any individual request by an employee/s to have their personal
circumstances considered when drafting a roster;

68.4.3 provide employees with @ minimum of 3 (three) months’ notice prior to the introduction of
non-standard shift rostering;

68.4.4 ensure that the new arrangements are consistent with all relevant legislation and ACT
Government policies and procedures;

68.4.5 ensure that safe staffing levels and reasonable workloads will be, and are, met/maintained;

68.4.6  provide for the review of the new arrangements within 12 (twelve) months of introduction
including considering employee satisfaction and well-being, and whether safe staffing
levels and reasonable workloads have been met/maintained; and

68.4.7 provide for the affected employees to be balloted again, at 12 (twelve) months after
introduction, to decide whether to maintain the non-standard shift rostering, or revert to
standard shift rostering.

Where the majority of employees in a designated/local work area do not agree to the introduction
of non-standard shift rostering, or its continuation in accordance with 68.4, standard shift roster
patterns will apply.

Nothing in this clause restricts an employee’s right to make a request for flexible working
arrangements in accordance with clause 97.

12 HOUR SHIFTS

69.1
69.2
69.3

69.4

69.5
69.6

69.7

69.8

12-hour shifts will be accessible to either full-time or part-time employees.
No employee will be required to work a 12-hour shift that has not been agreed.

A 12-hour shift will not have a span of more than 12.5 hours, including a paid or unpaid meal break
of 30 minutes.

In addition to a paid or unpaid meal break of 30 minutes, an employee working on a 12-hour shift
will be entitled to 2 (two) 20-minute tea breaks.

Regular part-time employees working 12-hour shifts will be permitted to perform extra shifts.

As set out in clause 48 (12 Hour Shift Penalty Rates) of this Agreement, an employee who works a
12 hour shift will be paid a penalty of 25% for any hours worked from midnight Sunday until midnight
on Friday that fall outside the hours of 0730 hrs to 1800 hrs.

Appropriate weekend penalty rates will be paid in lieu of the 12-hour shift additional penalty rates
as set out in clause 47 (Weekend Penalty Rates) of this Agreement, as follows:

69.7.1 for any hours worked after midnight Friday until midnight on Saturday a 50% penalty
will be paid;

69.7.2 for any hours worked after midnight Saturday to midnight Sundays a 75% penalty will
be paid.

No employee will be permitted to perform 2 (two) continuous 12-hour shifts.
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70.

ROSTERING GUIDELINES AND EFFICIENCIES

70.1

71.

The rostering guidelines and efficiencies are provided at Schedule 7 of this Agreement for the
purpose of assisting to meet the obligations in this Agreement.

ROSTERING PRACTICE

71.1

71.2

71.3

71.4

71.5
71.6

71.7

71.8

71.9

A full draft roster will be posted 28 days (4 weeks) prior to the date of effect. Employees’ requests
for specific shifts should be submitted by this time.

All final rosters will be published 14 days prior to date of effect, and all rosters will be monitored
on a weekly basis. Staffing resources will be allocated to meet predicted workload, caseloads and
care needs. A roster may be altered only in an emergency, when another employee is absent from
duty to enable the nursing/midwifery service to operate, or, at the instigation of the employee, with
the mutual agreement of the employee and the head of service.

Additional appropriately skilled nurses and midwives will be provided to supplement actual care
needs on a shift-by-shift basis. The needs for additional staff will be determined by various means
including professional judgment of the CNC or equivalent, in consultation with the relevant
DON/ADON or equivalent as required.

Rosters will provide for an appropriate balance of skilled staff, be fair and equitable and incorporate
safe rostering practices.

The work of each shift will be continuous.

An employee will not be rostered to perform ordinary duty for more than 7 (seven) consecutive days
or shifts.

Wherever practicable, days off duty will be arranged so that at least 2 (two) consecutive days or
shifts are rostered off duty at any one time.

An employee will have 9 (nine) hours off between the cessation of one shift and the commencement
of another.

If the employee works overtime, the employee will not return for 9 (nine) hours unless requested to
do so by the relevant manager/supervisor and this has been agreed to by the employee.

Review of Rostering Practices

71.10

Rostering practices will be regularly reviewed to improve the efficiency and effectiveness of rostering
techniques used by the Directorates, and will give consideration to the following:

71.10.1 the terms and conditions of this Agreement;

71.10.2 Work Health and Safety considerations, including the impact of particular shifts or shift
patterns;

71.10.3 ensuring fairness and equity;

71.10.4 suitability of existing principles, processes and timeframes for developing and promulgating
rosters;

71.10.5 the need for regular auditing of rostering arrangements;
71.10.6 established shift patterns and existing working arrangements;
71.10.7 the NHPPD model; and

71.10.8 the need for education for staff responsible for developing rosters.
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71.11

A joint report on the outcome of the review of rostering practices will be prepared by the parties on
an annual basis, and will be provided to the DCC.

On-Call and Close Call Rosters

71.12

71.13

The head of service may request full-time and part-time employees to participate in an on-call or
close call roster, to ensure that an appropriate level of service is maintained, and to ensure that the
burden of providing services does not fall unfairly on a small number of employees.

Following consultation and agreement with affected employees the head of service may institute
new on-call or close call rosters in work locations that have a history of high levels of emergency
recall to duty.

72. AcCRUED DAYS OFF (ADO)

72.1

72.2
72.3
72.4
72.5
72.6

72.7

72.8

72.9

72.10

72.11

The important role of Accrued Days Off (ADQ’s) in the management of fatigue and for a work life
balance is recognised, and as such they should be taken when they are rostered.

ADO'’s are accrued in accordance with subclause 66.2.

Only in exceptional circumstances will an employee not take an ADO during the period it accrues.
If an ADO is deferred, it will be taken as soon as practicable.

The head of service and an employee may agree to vary their current system of ADO'’s.
Variations may occur within the following framework:

72.6.1 the employee may elect, with the consent of the manager/supervisor, to take an ADO
provided usual procedures for the publishing of rosters are followed;

72.6.2 the employee may elect, with the consent of the manager/supervisor to take an ADO in
part day amounts, subject to a minimum of 4 (four) hours; and

72.6.3 the employee may elect, with the consent of the manager/supervisor, to accrue some or
all ADQO's for the purpose of creating a bank of no more than 5 (five) days. This bank
may be drawn on by the employee provided that the employee has taken their excess
leave entitlement in the previous 12 (twelve) months and that this has been mutually
agreed with the manager/supervisor or subject to reasonable notice by the employee to
the manager/supervisor.

An employee's ADO will be contiguous with the employee's rostered days off (RDO’s) in the case of
employees working shifts, or weekends in the case of employees working Monday to Friday, unless
otherwise requested by the employee.

An employee's ADO may be altered during the currency of a roster period by agreement between
the local manager/supervisor and the employee.

For employees who do not accrue additional annual leave in lieu of the Public Holidays, the ADO will
be so arranged that it does not coincide with a Public Holiday. Another day determined by the
manager/supervisor within the same work cycle where possible will be taken in lieu. Where it is
impracticable to substitute another day for the ADO and the employee is not required to work on
the ADO, the employee will be granted 1(one) additional day’s pay in respect of the Public Holiday.

In the case of employees who accrue additional annual leave in lieu of the Public Holidays the ADO
may be arranged to coincide with a Public Holiday.

Where an employee is required to work on an ADO and it is impracticable to substitute another day
for the ADO, overtime at the appropriate rate will be paid in addition to the pay applicable for the
ADO.
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72.12

72.13

72.14

72.15

72.16

72.17

72.18

72.19

72.20

73.

For each day or shift an employee is absent on annual leave, paid personal leave or compassionate
leave, leave credits will be reduced by the number of ordinary hours that the employee would have
worked on that day or shift (including time accrued for the ADO). Each day or shift of paid annual
leave, paid personal leave or paid compassionate leave taken during the cycle of shifts will therefore
be regarded as a day worked for accrual towards an ADO.

This clause applies to employees who do not accrue additional annual leave in lieu of the Public
Holidays. Any Public Holidays that are not worked will be regarded as a day worked for accrual
purposes of the ADO. Provided that the employee would have been required to work the employee’s
usual hours on the holiday, had the day not been a Public Holiday.

An employee, who has not worked a complete cycle of shifts, will receive pro-rata accrued
entitlements for each day worked in the incomplete cycle. In the case of termination of employment
they will receive a pro-rata payment.

Where an employee ceases duty and has accrued credits, which have not been utilised under the
ADO system, such credits will be paid to the employee on termination. Where the ADO has been
taken in anticipation of credits, any shortfall at the date of termination will be recovered from the
employee. The shortfall may be recovered from any final monies payable to the employee.

The hourly rate of pay for any accrued day off will be the rate of pay (including any Higher Duties
Allowance applicable), which is in effect on the day that the accrued day off is taken, or in the case
of termination of employment, on that day.

The provisions of this clause will not apply to an employee classified as a RN/RM Level 4 or Level 5.
A RN/RM Level 4 or Level 5 may be required to perform duty on any day of the week to meet the
requirements of the service but as far as practicable the ordinary hours of duty of individual
employees will be confined to 38 (thirty-eight) hours per week to be worked on 5 (five) days.

In accordance with subclause 72.3, provisions relating to when an ADO may be taken will not apply
in determining when an ADO may be taken by an employee:

72.18.1 where an employee cannot agree with the manager/supervisor for the taking of an ADO
under the terms of subclause 72.3, the employee may be directed to take an ADO provided
at least 2 (two) weeks’ notice is given by the manager/supervisor;

72.18.2 if the employee is a day worker, an ADO cannot be taken on a weekend or a Public Holiday.

Where an ADO is deferred and banked in accordance with this clause, the additional shift worked in
any roster period during which an ADO is deferred will be counted as ordinary duty. Such additional
shifts will not be counted as overtime.

With the agreement of the relevant head of service, Senior Nursing/Midwifery Officer or Delegate, a
full-time RN/RM Level 4 or Level 5 may arrange their ordinary working hours to take one ADO in
every four-week period or to take half an ADO in every fortnight. The provisions relating to deferral
and banking of ADOs set out in subclauses 72.3, 72.4, 72.5 and 72.6 above will apply.

WORKLOAD MANAGEMENT

73.1

73.2

The critical importance of effectively and safely managing nursing and midwifery workload is
acknowledged.

The ACTPS and Calvary Public Hospital will continue to manage workloads in consultation with the
nursing and midwifery workforce, developing, maintaining and reviewing processes to routinely
monitor, evaluate and, where necessary, respond proactively to identify and manage prioritisation
and allocation of workload for nurses and midwives.
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74. NURSING HOURS PER PATIENT DAY (NHPPD)

74.1

74.2

74.3

74.4

74.5

74.6

74.7

75.

This clause applies in conjunction with clause 70 (Rostering Guidelines and Efficiencies), clause 71
(Rostering Practice), Schedule 7 (Rostering Guidelines and Efficiencies) and Schedule 8 (Staffing
Resources Protocol) of this Agreement.

NHPPD is a formula for planning nursing/midwifery staffing levels. NHPPD is a measurement of the
nursing hours that are estimated to be provided per patient/occupied bed over a 24-hour period.
NHPPD is translated into FTE (Full Time Equivalent), which forms the basis of planned staffing levels
in each clinical ward or unit.

In accordance with this clause actual NHPPD may fluctuate according to the factors described in
subclause 74.4 below. Actual NHPPD may be reviewed against targeted NHPPD in accordance with
clause 78 (Workload Monitoring) of this Agreement. NHPPD is based on external benchmarked data.
Any review of the relevant external benchmarks will be done in consultation with the DCC.

In applying NHPPD factors to be considered in the rostering of staff include, but are not limited to:
74.4.1  the benchmarked nursing/midwifery hours per patient;

74.4.2  the skill mix of the nurses/midwives;

74.4.3  the models of care for the unit/ward;

74.4.4 patient acuity;

74.4.5 the actual patient occupancy and throughput; and

74.4.6 the relative distribution of the workload over a 24-hour period.

Appropriate staffing levels will apply at all times to ensure that legal requirements are met, including
requirements of this Agreement, and to cover any contingency for systems risk management to

enable emergency procedures to be applied.

Additional appropriately skilled nurses and midwives will be provided to supplement actual care
needs on a shift-by-shift basis. The need for additional staff in clinical areas will be determined by
various means including the professional judgment of the CNC or equivalent, in consultation with
the relevant DON/ADON or equivalent as required.

Processes for managing workloads will be administered in an open and transparent manner.

STAFFING LEVELS

75.1

As set out in subclause 71.2 of this Agreement, all final rosters will be published 14 (fourteen) days
prior to date of effect. The roster will display:

75.1.1  the planned occupancy of the unit/ward;

75.1.2  the targeted NHPPD;

75.1.3 the annualised FTE of nursing/midwifery staff;

75.1.4 the differentiation between direct and indirect nursing care hours;

75.1.5 the CNC or equivalent, and the Clinical Development Nurses/Midwives rostered on any day;
and indicates that these classifications are not to be counted in the direct
nursing/midwifery care NHPPD;

75.1.6  the daily tallying of hours rostered; and
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75.2

76.

75.1.7  at the completion of each roster period, the actual NHPPD will be documented.

Whenever unscheduled absences, changes in workload activity and/or whether the skill mix of the
staff/team results in the requirement for additional nursing/midwifery resources, the operational
redeployment of staff across shifts to be allocated to a ward or other clinical area will be consistent
with the process set out in Schedule 8 (Staffing Resources Protocol) of this Agreement.

COMMUNITY HEALTH SERVICES

76.1

76.2

76.3

76.4

77.

The ACTPS is committed, in partnership with the nursing and midwifery workforce, to developing,
maintaining and reviewing processes to routinely monitor, evaluate and, where necessary, respond
proactively to identify and manage prioritisation and allocation of workload for nurses/midwives in
the community setting.

The ACTPS is committed to ensuring that adequate time is allocated for Nurses working in the
community to carry out the clinical and administrative requirements of their roles. Work allocation
shall be based on a maximum 75:25 ratio of direct clinical care and administrative time on a daily
basis.

Administrative support for home-based palliative care will provide for dedicated resources and
workload distribution that equate to a 75:25 ratio of direct clinical care and administrative time on a
daily basis.

The ACTPS will continue to work with nursing and midwifery staff on improving the work allocation
and notification system for staff in Women’s Youth and Children and to improve client service.

NURSE PRACTITIONERS

77.1

78.

The ACTPS is committed to ensuring that adequate time is allocated for Nurse Practitioners to carry
out both the clinical and administrative requirements of their roles.

WORKLOAD MONITORING

78.1

78.2

79.

Monthly workload monitoring and variances of staffing levels and workloads will be reported to the
WCC.

Quarterly workload monitoring and variances of staffing levels and workloads will be reported to the
DCC.

MEAL BREAKS

79.1

79.2

79.3

79.4

In any shift of more than 6 (six) hours duration, an employee shall be granted an unpaid meal
break of no less than 30 minutes and no more than 60 minutes, at a time to be fixed by the
manager/supervisor to best meet service requirements.

A meal break may be scheduled at any time during the shift, after the end of the third hour following
the employee’s commencement of work on a shift, and must be completed no later than the end of
the sixth hour after the employee commences work.

Except as provided in clause 81 (Paid Meal Breaks) of this Agreement, where it has not been possible
to release an employee for a meal break of at least 30 minutes before 6 (six) hours of the
employee’s shift has passed, the employee will be paid overtime rates as set out in subclause 88.1
of this Agreement until the break is taken.

Subclause 79.3 does not apply in circumstances where clause 81 (Paid Meal Breaks) applies.

Page 44



80.

TEA BREAKS

80.1
80.2

80.3

80.4

80.5

80.6

80.7

80.8

81.

Tea breaks shall count as working time and will be paid as such.

In any shift of more than 3 (three) hours duration, an employee will be permitted to take a paid
tea break of up to 10 (ten) minutes.

In any shift of more than 6 (six) hours duration, an employee will be permitted to take 2 (two)
paid tea breaks of up to 10 (ten) minutes each.

An employee working a shift of more than 10 (ten) hours will be allowed 2 (two) paid tea breaks
of up to 20 minutes each.

Tea breaks may be taken at such times as best meet the employee’s requirement for relief from
work, and to best meet service requirements. On a shift of more than 8 (eight) hours duration, it
will be usual for 1 (one) tea break to precede the meal break, and 1 (one) to follow the meal break.

Where necessary to meet service requirements in a workplace, an employee’s meal break and tea
breaks will be staggered.

With the agreement of the manager/supervisor, the employee may attach 1 (one) or 2 (two) tea
breaks to the meal break, subject to operational requirements.

With the agreement of the manager/supervisor, an employee may attach 1 (one) or 2 (two) paid
tea breaks to the end of the shift, provided clinical handover is not compromised.

PAID MEAL BREAKS

81.1

81.2

81.3

81.4

81.5
81.6
81.7

81.8

81.9

The manager/supervisor may roster an employee for a shift that incorporates a paid meal break in
the following circumstances:

81.1.1 where work is performed in isolated locations;
81.1.2  a shift is worked by only one or two employees; and

81.1.3 for reasons of patient and employee safety, it is not appropriate for the employees to leave
the workplace to take a meal break.

The manager/supervisor will consult with affected employees before paid meal break provisions are
implemented, and will consult with the unions and employees about any subsequent withdrawal or
extension of the arrangement.

A paid meal break will be paid at ordinary time rates.

The incorporation of a paid meal break into an existing shift pattern will not usually result in a change
to the starting and finishing times of a shift.

A paid meal break will not count towards the accumulation of an ADO or any entitlement to leave.
The provisions in clause 80 (Tea Breaks) of this Agreement also apply to these employees.

When an employee is rostered on a shift of more than 6 (six) hours duration that includes a paid
meal break, the employees will be permitted to take a 30 (thirty) minute break during the shift.

An employee may take tea breaks and a meal break together, or in 2 (two), or 3 (three) parts
totalling 50 (fifty) minutes, subject to operational requirements.

Whenever an employee is on a meal break, the employee will be required to be ready to return to
duty as and when the need arises, and to resume the employee’s break at a later time.
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81.10

81.11

81.12

81.13

82,

The employee and the employee's manager/supervisor will agree on the usual pattern of breaks
within a shift, to best meet the employee's requirement for relief from work, and to best meet service
requirements.

Subject to subclause 81.12 where as a result of exceptional clinical workload, an employee has not
been able to take a 30 (thirty) minute meal break, the employee is entitled to be paid at overtime
rates as per subclause 88.1 of this Agreement.

The employee must contact the shift coordinator (or equivalent) and either:

81.12.1 make an arrangement for relief to be provided to permit the employees to take a break;
or

81.12.2 obtain approval to work without the break.

The sum paid in respect of the paid meal break will be taken to be included in the extra payment
made in respect of the missed meal break under subclause 81.11.

BREAKS FROM ORDINARY DUTY

82.1

83.

An employee will have 9 (nine) hours off between the cessation of one shift and the commencement
of another.

REST BREAKS FOLLOWING NIGHT DUTY

83.1

83.2

83.3

83.4

An employee shall not be required to work a roster of night duty for a duration of less than 2 (two)
weeks unless the employees indicates a preference for short-term, e.g. 1 (one) or 2 (two) nights of
consecutive night duty shifts.

Subsequent to a period of night duty of at least 2 (two) weeks duration, an employee will have a
period of not less than 48 (forty-eight) hours clear of duty. If the employee wishes, this period may
be extended by rostering an ADO.

Any request for short-term night duty will be examined by the relevant manager/supervisor before
the roster is issued to ensure that the roster pattern will not give rise to fatigue.

Where an employee elects to work a roster of night duty for a period of less than 2 (two) weeks,
and the manager or supervisor agrees to that pattern of work, then the employee will have a period
of not less than 20 (twenty) hours clear of duty before and after the period on duty. This will ensure
there is an opportunity for an adequate rest break before and after a short-term period of night

duty.
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Section K — Overtime

84.

PREAMBLE

84.1

84.2

84.3

85.

While it is acknowledged that peak workload periods may necessitate some additional hours being
worked by some employees, for fatigue management and work life balance this should be regarded
as the exception rather than the rule.

Arrangements for the performance of extra duty will give the employee the greatest degree of
certainty and predictability.

The importance of employees balancing work and personal life is recognised. The appropriate
balance is a critical element in developing and maintaining healthy and productive workplaces.

WHAT 1S OVERTIME?

85.1

86.

Overtime has two components:
85.1.1 when an employee works in excess of their rostered hours on any given shift/day; or

85.1.2 when an employee works in excess of full-time hours in a fortnight (i.e. 76 (seventy-six)
hours per fortnight).

AUTHORISATION OF OVERTIME

86.1

86.2

86.3

87.

Authorisation from the head of service must be obtained before the overtime is worked. Where it is
not reasonably practicable to seek approval beforehand, an application for overtime may be
considered after the event. Any such application will need to include the circumstances as to why
approval could not be obtained beforehand.

The head of service may vary existing delegations for the approval of overtime to permit an employee
acting as team leader/in charge to approve overtime not exceeding 30 (thirty) minutes at the end
of a normal shift, provided this is necessary to meet patient needs in emergency situations.

For any overtime that is performed beyond 30 (thirty) minutes, the employee who is team leader/in
charge will inform the after-hours Hospital Manager/Coordinator (or equivalent).

REASONABLE OVERTIME

87.1

87.2

Subject to the provisions of this clause, an employee may be requested or required to work
reasonable overtime.

Except for in circumstances covered by subclause 86.2, before requesting that an employee
undertake reasonable overtime, the manager/supervisor will:

87.2.1 demonstrate that they have taken reasonable steps to ensure that the overtime occurrence
was unavoidable and is for the minimal time possible;

87.2.2  ensure appropriate rest and/or meal breaks during the period of overtime;

87.2.3 take reasonable steps to ensure that the employee is neither fatigued nor at the risk of
becoming fatigued and, therefore, take full account of the hours already performed by the
employees;

87.2.4 consider and take account of the employee's individual circumstances when requesting
overtime, including any pre-arranged personal commitments;
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87.3

87.4

87.5

87.6

87.7

87.2.5 consider the fair distribution of the overtime amongst employees; and

87.2.6  consider the needs of the ACTPS, including the severity of the situation necessitating the
overtime.

An employee has a right to refuse to work overtime in circumstances where the working of such
overtime would result in the employee working hours which are unreasonable having regard to:

87.3.1 the employee’s health and safety, fatigue management, and the balance of work and
recreation;

87.3.2 the employee’s personal circumstances;
87.3.3 any family responsibilities, childcare or other caring arrangements;
87.3.4 the needs of the workplace or ACTPS;

87.3.5 the notice (if any) given by the manager/supervisor of the overtime and by the employee
of his or her intention to refuse it;

87.3.6  the usual patterns of work in the industry;
87.3.7 the nature of the employee’s role, and the employee’s level of responsibility; and
87.3.8 any other relevant matter.

The employee will communicate these difficulties as soon as practicable to the employee’s
manager/supervisor once the request to undertake overtime has been made.

Managers/supervisors and employees have a responsibility to minimise the extent to which excessive
hours are worked. Where work pressures result in the employee being required to work, or is likely
to work, excessive hours over a significant period, the manager/supervisor and employee must
review together the workloads and priorities and determine appropriate strategies to address the
situation.

In doing so, the manager/supervisor will consider and implement one or more of the following
strategies to reduce the amount of excessive hours being worked:

87.6.1 review of workloads and priorities;

87.6.2 re-allocation of resources;

87.6.3  consideration of appropriate arrangements for time off in lieu; and
87.6.4 review staffing levels and/or classifications within the work group.

The ACTPS will consult with the Directorate Consultative Committee about the development and
implementation of appropriate strategies to deal with issues associated with both paid and unpaid
overtime.

88. OVERTIME RATES

88.1

All overtime worked by an employee is calculated on a daily basis as follows:

88.1.1 Monday to Saturday inclusive at the rate of time and a half for the first 3 (three)
hours and double time thereafter;

88.1.2 Sunday at the rate of double time; and

88.1.3 Public Holidays at the rate of double time and a half.
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Minimum Payment for Overtime

88.2

Where an employee is recalled to duty or works overtime that is not continuous with an employee’s
rostered hours, even if the work is completed in less than 3 (three) hours, the appropriate overtime
rate will be paid with a minimum payment of 3 (three) hours duty.

Minimum period for Overtime for a period spanning before and after midnight

88.3

89.

For overtime worked that is not continuous with an employee’s rostered hours, and that covers a
period of duty spanning before and after midnight, the minimum rate of overtime is calculated on
the highest applicable rate.

How 1S OVERTIME CALCULATED?

89.1
89.2

89.3
89.4
89.5

90.

An employee's pay for the purpose of calculating overtime will include Higher Duties Allowance.

Overtime will be calculated to the nearest quarter of an hour of the total overtime claimed in each
pay period.

Meal periods are to be disregarded when assessing the continuity of overtime attendance.
Overtime will not be regarded as hours worked for accrual purposes of ADO'’s.

For the purposes of this clause the hourly rate of pay for overtime will be calculated by dividing the
full time fortnightly rate of pay for the employee’s classification by 76 (seventy-six).

OVERTIME MEAL ALLOWANCE AND MEAL TICKETS

90.1

90.2

91.

Where an employee is required to perform overtime:

90.1.1 after the employee’s rostered hours of duty have been worked, and after an unpaid meal
break; or

90.1.2  continuous with the employee’s rostered hours of duty, and beyond the end of the next
defined meal period; or

90.1.3 before the employee’s rostered hours of duty commence, and before an unpaid meal break
taken before the commencement of that duty; or

90.1.4 on a day that the employee does not usually work, where the employee is granted an
unpaid meal break; and

90.1.5 the employee cannot reasonably be expected to return home for a meal in the time
allocated for a meal break;

then the ACTPS will pay the employee the overtime meal allowance, or provide the employee with
a meal, or provide the employee with a meal ticket.

The arrangement will not apply in cases where the employee cannot readily avail themselves of a
meal at a cafeteria or dining room conducted, controlled or assisted by the ACTPS. In these cases,
overtime meal allowance will be paid in accordance with Schedule 9.

REST BREAKS AFTER PERFORMING OVERTIME

91.1

Where an employee performs overtime:

91.1.1 after a shift ends which prevents the employee from having a continuous 9 (nine) hour
break before the commencement of their next rostered shift; or
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91.2

91.3

91.4

92.

91.1.2 on a Saturday, a Sunday or a Public Holiday, or on a rostered day off without having had
9 (nine) consecutive hours off duty in 24 (twenty-four) hours preceding their ordinary
commencing time on their next working day or shift; or

91.1.3 as a result of being recalled to duty for a period which commences more than 3 (three)
hours prior to the start of the next rostered shift; or

91.1.4 as a result of being recalled to duty more than 3 (three) times in the immediate past 5
(five) consecutive days;

the employee is, unless directed to report for duty at an earlier time, entitled to be absent from duty,
without loss of pay, until they have, from the time they ceased to perform overtime duty, been off
duty for a continuous period of 9 (nine) hours.

For an employee who is rostered on-call or close call and is recalled to duty, the rest break
entitlements are set out in clause 44 (Rest Breaks Following On-Call and Close-Call) of this
Agreement.

In exceptional circumstances, if an employee is required by the head of service to resume or continue
work without having had a rest break of 9 (nine) consecutive hours, the employee will:

91.3.1 be paid at double time rate until they are released from duty for that 9 (nine) hour period;
and

91.3.2 the employee will then be entitled to be absent from duty until they have had 9 (nine)
hours off duty without loss of pay for ordinary working time occurring during that absence.

Irrespective of any entitlement an employee may or may not have under this clause, an employee
should not be required to resume duty or continue duty if due to overtime or recall duty already
performed the employee is fatigued such that they may by unable to function in an effective, efficient
and safe manner. No loss of pay will occur as a consequence of any rostered duty not performed
as a result of this clause.

TRAVELLING WHEN RECALLED TO PERFORM DUTY PAYABLE AS OVERTIME

92.1

93.

An employee is deemed to be on duty:

92.1.1 whilst travelling from the employee’s place of residence to the employee’s place of
employment for the purpose of performing duty that is eligible to be paid at overtime rates;
and

92.1.2 inreturning to the employee’s place of residence after ceasing to perform duty referred to
in paragraph 91.1.1 above.

EMERGENCY DuTY

93.1

93.2

93.3

‘Emergency duty’ is defined as recall to duty in an emergency situation with less than 24 (twenty-
four) hours’ notice. When an employee who is not rostered to be on-call is recalled to duty in an
emergency, the employee will be paid at the overtime rates as set out in clause 88 (Overtime Rates)
of this Agreement.

The minimum payment in this case is 3 (three) hours at the relevant overtime rate, together with
reasonable travelling time to and from the employee’s usual place of residence.

Employees may refuse emergency recall in circumstances as set out in clause 87 (Reasonable
Overtime) of this Agreement.
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94. ABSENCE FROM DUTY IN LIEU OF PAYMENT OF OVERTIME

94.1

94.2

95.

Where an employee performs approved overtime, the employee and the relevant head of service
may agree that, in lieu of the overtime rates set out in clause 88 (Overtime Rates) of this Agreement:

94.1.1 the employee will be released from ordinary duty for a period of time equal to the overtime
worked, and

94.1.2 be paid an allowance to bring the total pay in respect of the overtime the employee has
worked to the same level as would have been the case had the overtime been paid for in
the normal manner.

Time off in lieu of overtime will be paid at the rate of single time only, and will not attract any shift
penalty payments.

ROSTERED EXTRA SHIFTS PERFORMED BY PART-TIME EMPLOYEES

95.1

95.2

95.3

95.4

A rostered extra shift that is in excess of a part-time employee’s agreed fortnightly hours but less
than full-time hours (i.e. 76 (seventy-six) hours) is not considered overtime, but is an extra shift that
incurs a loading of 25%.

Where a part-time employee works in excess of their rostered hours on any given shift/day the
employee will be paid at the applicable overtime rates as set out in clause 88 (Overtime Rates).

Where a part-time employee works in excess of full-time hours in a fortnight the employee will be
paid at the applicable overtime rates as set out in clause 88 (Overtime Rates).

Hours worked in excess of a part-time employee’s agreed fortnightly hours of duty do not qualify for
accrual credit towards annual leave or personal leave.
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Section L — Flexible Working Arrangements and Employee Support

96. INTRODUCTION

96.1

96.2

97.

The ACTPS is committed to providing flexible working arrangements which allow employees to
manage their work and personal commitments. This must be balanced against the operational
requirements for the ACTPS to deliver services to the Canberra community.

The ACTPS recognises the need to provide sufficient support and flexibility at the workplace to assist
employees in achieving work and life balance and to meet their caring responsibilities. While family
friendly initiatives are important aspects of work and life balance, it is also important that all
employees, at all stages in their working lives, are supported through this Agreement.

REQUESTS FOR FLEXIBLE WORKING ARRANGEMENTS

97.1

97.2

97.3

97.4

An employee may apply to the head of service for flexible working arrangements to support their
work and life balance. The head of service must give the employee a written response to the request
within twenty-one calendar days of receiving the request, stating whether the request is approved
and the reasons if the request is refused.

Nothing in this clause diminishes any provisions expressed elsewhere in this Agreement, where those
entitlements are entitlements in their own right.

An employee may request flexible working arrangements in accordance with the FW Act in the
following circumstances. The employee:

97.3.1 seeks working arrangements to suit their personal circumstances; or
97.3.2 has a parental or other caring responsibility of a child of school age or younger; or

97.3.3 has a caring responsibility for an individual with a disability, a terminal or chronic medical
condition, mental illness or is frail and aged; or

97.3.4 has a disability; or
97.3.5 s over the age of 55; or
97.3.6 is experiencing family violence; or

97.3.7 is providing personal care, support and assistance to a member of their immediate family
or household because they are experiencing family violence.

To assist employees in balancing work and personal commitments, flexible working arrangements
are provided throughout this Agreement. Examples of these flexible working and leave arrangements
include, but are not limited to:

97.4.1 flexible starting and finishing times;

97.4.2 non-standard shifts;

97.4.3 ability to take a few hours off work, and make it up later;

97.4.4 home based work on a short or long term basis;

97.4.5 part-time work;

97.4.6  job sharing;

97.4.7 purchased leave;
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97.5

97.6

97.7

97.8

97.9

97.10

97.4.8 annual leave;

97.4.9 long service leave;

97.4.10 leave without pay; and

97.4.11 leave not provided for elsewhere.

The flexible working arrangement will be recorded in writing and run for a specified duration of up
to three years. At the end of the flexible working arrangement’s period of operation, unless a new
flexible working arrangement is entered into, the default will be that the employee returns to their
nominal status.

Approved flexible working arrangements may be reviewed annually at which time the circumstances
under which the flexible working arrangements were originally granted will be examined and
reassessed.

Employees that have an existing flexible working arrangement at the commencement of this
Agreement will have that arrangement reviewed within 12 (twelve) months of commencement of
this Agreement.

The head of service may only deny an employee’s request for flexible working arrangements, or a
variation to existing flexible working arrangements, where there are reasonable business grounds
for doing so.

Reasonable business grounds to deny a request are that:

97.9.1 the new working arrangements requested by the employee would be too costly to
implement, or would likely result in a significant loss in efficiency or productivity, or would
likely have a significant negative impact on service;

97.9.2 there is no capacity to change the working arrangements of other employees to
accommodate the new working arrangements requested by the employes;

97.9.3 it would be impractical to change the working arrangements of other employees or recruit
new employees to accommodate the new working arrangements requested by the
employee;

97.9.4 it would be a genuine risk to the health and safety of an employee(s); or

97.9.5 demonstrable exceptional circumstances have arisen that mean the request cannot be
approved.

Where a request is not approved the head of service will consult with the employee to explore
alternative arrangements.

98. REGULAR PART-TIME EMPLOYMENT

Access to Part-Time Employment

98.1

98.2

98.3

A person may be employed in any classification as a part-time employee for an agreed number of
regular hours that is less than the ordinary weekly hours of duty for a full time employee (as set out
in clause 66 — ordinary hours of work).

Consistent with subclause 53.2, part-time employees will receive, on a proportionate basis,
equivalent pay and conditions to those of full-time employees.

Proposals to reduce hours below full-time employment may be initiated by the head of service for

operational reasons. An employee who wishes to work part-time may apply for a flexible working
arrangement in accordance with clause 97.
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98.4

98.5

98.6

The head of service will obtain the written agreement of a full-time employee before the employee
converts to part-time.

No pressure will be exerted on full-time employees to convert to part-time employment or to transfer
to another position to make way for part-time employment.

Before a full-time employee converts to part-time employment the head of service will provide in
writing:

98.6.1 the prescribed weekly hours of duty subject to the maximum number of ordinary hours of
duty on any given day or shift applicable to a full-time employee; d

98.6.2 the pattern of hours to be worked including the start and finish times; and

98.6.3 the agreed period of the part-time employment agreement.

Variation to Part-Time Hours

98.7

98.8

98.9

98.10

98.11

99.

Proposals to vary part-time employment arrangements may be initiated by the head of service for
operational reasons or by an employee for personal reasons.

Where an employee initiates a proposal the head of service will have regard to the personal reasons
put by the employee in support of the proposal and to their business unit’s operational requirements.

The head of service will obtain the written agreement of the part-time employee before the
employee’s hours are varied.

No pressure will be exerted on an employee to vary their hours of employment or to transfer to
another position.

Before a part-time employee varies their part-time hours of employment the head of service will
provide in writing:

98.11.1 the prescribed weekly hours of duty subject to the maximum number of ordinary hours of
duty on any given day or shift applicable to a full time employee;

98.11.2 the pattern of hours to be worked including the start and finish times; and

98.11.3 the agreed period of the part-time employment agreement.

JOB SHARING

99.1
99.2

99.3

99.4

99.5

In this clause ‘employee’ refers to employees other than casual employees.

Job sharing arrangements may be introduced by agreement between the head of service and the
employee involved, subject to operational requirements. Employees working under job sharing
arrangements share one job and will be considered to be part-time with each working part-time on
a regular, continuing basis.

An employee must request in writing permission to work in a job sharing arrangement. The head
of service will agree to reasonable requests for regular job sharing arrangements, subject to
operational requirements.

The pattern of hours for the job sharing arrangement will be agreed between the employee and the
head of service. However, any single attendance at the place of work will be for no less than 4
(four) consecutive hours.

An employee who is in a job sharing arrangement and who was previously working full-time may
revert to full-time employment before the expiry of the agreed period of job sharing if all parties to
the arrangement agree.
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99.6

100.

In the event that either employee ceases to participate in the job sharing arrangement, the
arrangement will terminate.

PART-TIME EMPLOYMENT FOLLOWING BIRTH LEAVE, PRIMARY CARE GIVER LEAVE, ADOPTION OR
PERMANENT CARE LEAVE OR PARENTAL LEAVE

100.1

100.2

100.3

100.4

100.5

Subject to this clause the head of service will approve an application by an employee employed on
a full-time basis who returns to work after accessing birth leave, primary caregiver leave or parental
leave to work on a part-time basis up until the date which is 3 (three) years from the birth or adoption
of a child or the granting of parental responsibility for a foster child.

If the head of service deems that an application by an employee for access to part-time work under
this clause can only be accommodated if the employee agrees to become unattached, then the
application will only be approved where the employee so agrees.

The maximum aggregate period of part-time employment that may be approved for an employee
under subclause 100.1 is 7 (seven) years.

Either the employee who accesses Primary Care Giver leave under clause 124 or Adoption or
Permanent Care leave under clause 128 or the employee who is entitled to and accesses Birth Leave
under clause 122 will be entitled to access part-time employment as provided in clause 100.

The agreed period, pattern of hours and days and commencement and cessation times for part-time
work will be agreed between the employee and the employee’s manager/supervisor and recorded in
writing.

101. HoOME-BASED WORK

101.1

101.2

101.3

101.4

101.5

The diverse nature of work conducted in the ACTPS lends itself to a range of working environments.
From time to time workplaces will include work undertaken in the field and in the home.

Home-based work, on a regular basis, is a voluntary arrangement that requires the agreement of
both the head of service and the employee. The head of service will consider requests by employees
for home-based work, having regard to operational requirements and the suitability of the work.

In determining appropriate home-based work arrangements, the head of service and the employee
will consider a range of matters, including:

101.3.1 appropriate and effective communication with office-based employees;
101.3.2 the need to ensure adequate interaction with colleagues;

101.3.3 the nature of the job and operational requirements;

101.3.4 privacy and security considerations;

101.3.5 health and safety considerations;

101.3.6 the effect on clients; and

101.3.7 adequate performance monitoring arrangements.

Home-based work arrangements may be terminated by the head of service on the basis of
operational requirements, inefficiency of the arrangements, or failure of the employee to comply
with the arrangements.

An employee may terminate home-based work arrangements at any time by giving reasonable notice
to the head of service.
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101.6 There may also be occasions where it is appropriate for an employee to work from home on an ad
hoc basis. In these circumstances, arrangements to work from home are to be negotiated on a
case-by-case basis between the employee and the manager/supervisor.

101.7 The ACTPS will provide home computing facilities where an employee and the employee’s
manager/supervisor agree there is a need for such facilities. Provision of equipment by the ACTPS
will be subject to workplace health and safety requirements and to an assessment of technical needs
by the manager/supervisor.

101.8 All employees who enter into work from home arrangements will have their home work environment
assessed by a workplace health and safety specialist.

102. EMPLOYEE ASSISTANCE PROGRAM

102.1 As a benefit to employees, the ACTPS will provide employees and the employees’ immediate families
with access to an independent, confidential and professional counselling service at no cost to the
employee.

103. SCHEDULING OF MEETINGS

103.1 To assist employees to meet the employees’ personal responsibilities, where possible, all meetings
in the ACTPS are to be scheduled at times that take into account those responsibilities.

104. VACATION CHILDCARE SUBSIDY

104.1 This clause applies to an employee (other than a casual employee or a temporary employee who
has been engaged by the ACTPS for a period of less than 12 (twelve) months) with school-age
children who makes an application in accordance with clause 112 based on their accrued annual
leave, purchased leave or long service leave during school holidays that is rejected. In these
circumstances the head of service will make payment to the employee for each calendar year based
on:

104.1.1 $52 per day towards the cost of each school child enrolled in an accredited school holiday
program;

104.1.2 up to a maximum of $260 per child per 5 (five) days;
104.1.3 up to a maximum of 10 (ten) days per child per year;
104.1.4 up to a maximum of 3 (three) children; and

104.1.5 reimbursement on production of a receipted tax invoice.

104.2 An accredited school holiday program is a program approved and/or subsidised by a State, Territory
or Local Government.

104.3 The payment will apply only on the days when the employee is at work.

104.4 The payment will be made regardless of the length of time the child is in the program each day, but
it cannot exceed the actual cost incurred.

104.5 An employee whose domestic partner receives a similar benefit from the partner’s employer is not
eligible for the payment.

105. FAMILY CARE COSTS

105.1 Where an employee is directed to work outside the employee’s regular pattern of work, the head of
service will authorise reimbursement to the employee by receipt for some or all of the costs of
additional family care arrangements.
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106. EMPLOYEES WHO ARE BREASTFEEDING

106.1

106.2

106.3

106.4

106.5

106.6

106.7

106.8

106.9

Employees who are breastfeeding will be provided with the facilities and support necessary to enable
the employee to combine a continuation of such breastfeeding with the employee’s employment.

The Directorate will continue to maintain a room for nursing employees. The room will be a clean
and hygienic private room with power points and a lockable door. The room will contain a
comfortable chair, a table, a refrigerator for the storage of expressed breast milk, a storage area for
equipment and an electric breast pump, and access to a washing facility in close proximity to the
room. Where there is no room available another appropriate space may be used.

The provision of facilities and support to employees who are breastfeeding will include up to 1 (one)
hour paid lactation break(s) per day/shift, with such break(s) in addition to rest periods, tea breaks
and meal breaks otherwise prescribed in this Agreement, to allow employees who are breastfeeding
the opportunity to feed their infants or to express their milk.

Breaks may be taken in 1 (one), 2 (two) or more parts. Length and scheduling of breaks will be the
subject of consultation and agreement between the employee and the relevant manager/supervisor.
Paid lactation breaks are not cumulative.

An employee may utilise the lactation break to return home or to attend another location, subject to
consultation and agreement between the employee and the relevant manager/supervisor, and that
the employee takes no longer break than provided for under this clause.

In addition to the above entitlements, employees who are breastfeeding and who, in the course of
their employment, are required to travel between work locations and/or client contacts will have
easy access to the specified lactation facilities within the Agencies.

Access to ongoing lactation support and education through the on-site Maternity Units at The
Canberra Hospital and Calvary Public Hospital, and Community Lactation Consultants will be
provided.

The highest priority for flexible working rosters will be given where the employee who is
breastfeeding returns to work within 12 (twelve) months of the birth of the child.

A high priority for rostering preferences will apply to employees who are breastfeeding for the second
year after the birth of the child.

107. TRANSFER TO A SAFE JOB DURING PREGNANCY

Purpose

107.1

This clause provides arrangements to enable a pregnant employee to have their duties modified or
to be transferred to an appropriate safe job during their pregnancy or enable them to be absent
from their workplace if an appropriate safe job is not available.

Eligibility

107.2

In accordance with the NES, this clause applies to pregnant employees when they:
107.2.1 have given notice that they will be applying for birth leave; and

107.2.2 provide evidence from a registered health professional or registered medical professional
to the head of service that they are fit for work but that it is inadvisable for the employee
to continue with some or all of their duties in their present position during a stated period
because of illness or risks arising out of the pregnancy or hazards connected with that
position.
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107.3 In these circumstances, the employee is entitled to have their duties modified or to be transferred
to an appropriate safe job for the stated period with no detriment to their current terms and
conditions of employment.

Paid absence for “"No Safe job” Purposes

107.4 If the head of service determines that an appropriate safe job is not available, and when the
employee has completed 12 (twelve) months of continuous service, the employee is entitled to take
paid absence for 'no safe job’ purposes for the stated period at a rate of payment that is the same
rate as would be paid if the employee was granted personal leave. This period of paid absence will
count as service for all purposes.

107.5 If the head of service determines an appropriate safe job is not available, and the employee has not
completed 12 (twelve) months of continuous service, the employee is entitled to take unpaid absence
for 'no safe job’ purposes. This period of absence will not count as service for any purposes but will
not break continuity of service.

107.6 The employee’s entitlements under this clause cease when the employee’s pregnancy ends before
the end of the stated period.

Page 58



Section M — Leave

108. LEAVE GENERAL

108.1 Part time employees are credited and debited leave on a pro-rata basis.

108.2 Where a request is not approved the head of service will, if so requested in writing by the employee,
provide the reasons for that decision to the employee in writing. Where a request is not approved
the head of service will consult with the employee to determine mutually convenient alternative
arrangements.

109. PERSONAL LEAVE

Purpose
109.1 Personal leave is available to employees to enable them to be absent from duty:
109.1.1 because the employee is unfit for work because of a personal illness or personal injury;

109.1.2 to provide care or support to a member of the employee’s immediate family, or a member
of the employee’s household:

i. whoisill orinjured; or

ii. who is affected by an unexpected emergency; or
109.1.3 in extraordinary and unforeseen circumstances in accordance with clause 110.
109.2 Personal leave supports the Territory’s commitment to a healthy workplace and workforce.
Eligibility
109.3 Personal leave is available to employees other than casual employees.

Entitlement
109.4 An employee may be granted personal leave up to their available credit from the first day of service.

109.5 Personal leave is cumulative and there is no cap on the personal leave balance an employee may
accrue.

109.6 On engagement under the Public Sector Management Act, employees will have any personal leave
credit with an organisation that is recognised for prior service purposes added to the employee's
personal leave credit. In order to be recognised for personal leave purposes the previous service
must meet requirements specified in the PSM Standards. On the employee’s normal accrual date,
the employee will then receive personal leave in accordance with subclause 109.9. Where the
employee’s personal leave prior to engagement with the ACTPS was accrued on a progressive basis,
rather than credited prospectively, the employee will also be credited with an amount of personal
leave which is the difference between 3.6 weeks and any personal leave already accrued with the
previous employer for their current accrual year.

Note: For the purposes of this clause ‘normal accrual date” means the accrual date with the previous
employer as recognised as part of the prior service.

109.7 1If a person is retired from the Sector on the grounds of invalidity, and is re-appointed as a result of
action taken under the Superannuation Act 1976 or the Superannuation Act 1990, they are entitled
to be re-credited with unused personal leave credit held prior to the invalidity retirement.
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109.8 Except for a short term temporary employee and an employee to whom subclause 109.6 applies, an
employee’s personal leave balance will be credited with an equivalent of 3.6 weeks of personal leave
on the day they commence with the Territory.

109.9 An additional credit of 3.6 weeks personal leave will be made on the anniversary of the employee’s
commencement date during each year of service.

109.10 The accrual date for personal leave will be deferred by 1 (one) day for every calendar day of
unauthorised absence or leave without pay that does not count for service.

109.11 A part-time officer or part time temporary employee will accrue personal leave calculated on a pro-
rata basis.

Short term Temporary Employees

109.12 A short term temporary employee will be credited with 0.2 weeks’ of personal leave on
commencement and a further 0.8 weeks of personal leave after 4 (four) weeks continuous service.
Thereafter the employee will be credited with 0.2 weeks’ of personal leave for each subsequent four
weeks of continuous service up to a maximum of 2 (two) weeks in the employee’s first 12 (twelve)
months of service.

109.13 After 12 (twelve) months continuous service, short-term temporary employees will receive 5.2 weeks
of personal leave with pay. For every subsequent 12 (twelve) months of service short-term
temporary employees will receive personal leave in accordance with subclause 109.9.

109.14 A short term temporary employee subsequently appointed under the PSM Act prior to completing 12
(twelve) months service will have their personal leave balance bought up to the equivalent of 3.6
weeks, less any personal leave with pay granted under subclause 109.4. For subsequent accruals
that short-term temporary employee will receive personal leave on the same basis as an employee
on the anniversary of the commencement of their employment.

When Personal Leave Credits Have Been Exhausted

109.15 Where credits have been exhausted, the head of service may, subject to the production of
documentary evidence, grant an employee a period of unpaid personal leave for personal illness or
injury or for the care or support of a member of the employee’s immediate family or household who
is ill or injured or affected by an unexpected emergency. This is in addition to the entitlement of
unpaid carer’s leave that employees have under the National Employment Standards.

Note: In such circumstances, alternative arrangements are provided for at subclause 109.42.

109.16 Despite subclause 109.15, the head of service may allow an employee, when the employee provides
documentary evidence that the employee has a personal illness or injury, or needs to provide care
or support to a member of the employee’s immediate family or household, to anticipate one year’s
personal leave accrual where all full pay credits are exhausted.

109.17 Temporary employees are not entitled to anticipate personal leave but may be granted up to an
aggregate of twenty days without pay in the first twelve months.

109.18 The head of service may, when a personal illness or injury poses a serious threat to the employee’s
life, grant an employee an additional period of paid personal leave for personal illness or injury. This
leave may be at either full or half pay. Such leave will not be granted if the absence is due to a
condition for which the employee is receiving compensation under the Safety, Rehabilitation and
Compensation Act 1988.

Other Provisions

109.19 An employee in receipt of workers compensation for more than 45 (forty-five) weeks will accrue
personal leave on the basis of hours actually worked.
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109.20

Unused personal leave credits will not be paid out on cessation of employment.

Evidence and Conditions

109.21

109.22

109.23

109.24

109.25

109.26

109.27

109.28

109.29

109.30

An employee must give notice of their intention to take personal leave. The notice must be provided
to their manager/supervisor as soon as practicable (which in the case of a personal illness or injury
may be a time immediately after the leave has commenced) and must advise the duration, or
expected duration, of the leave.

The head of service may grant personal leave if they are satisfied there is sufficient cause, having
considered any requested or required documentary evidence.

An employee must provide requested or required documentary evidence in a timely manner. To
unduly withhold the provision of documentary evidence may result in the personal leave application
not being approved for payment.

The head of service will accept the following documentary evidence as proof of personal illness or
injury or the need to care for or support a member of the employee’s immediate family or household
who is ill or injured or who is affected by an unexpected emergency:

109.24.1 a certificate from a registered medical practitioner or registered health professional who is
operating within their scope of practice; or

109.24.2 a statutory declaration made by the employee if it is not reasonably practicable for the
employee to give the employer a certificate.

Unless otherwise approved by the head of service, an employee may only access a maximum of
three consecutive days of paid personal leave on each occasion up to an accumulated maximum of
seven days in any accrual year, without providing documentary evidence. Absences for personal
leave without documentary evidence in excess of three consecutive days, or seven days in any
accrual year will be without pay.

Notwithstanding subclause 109.25 the head of service may, with reasonable cause, request the
employee to provide a medical certificate from a registered medical practitioner or registered health
professional or a statutory declaration for any absence from duty on personal leave at the time of
notification of the absence.

Any personal leave without pay that goes beyond a maximum continuous period of combined paid
and unpaid personal leave of 78 (seventy-eight) weeks will not count as service for any purpose.

The head of service must not grant personal leave for an absence caused by the misconduct of the
employee. The head of service may determine that an absence caused by the misconduct does not
count as service for any purpose.

The head of service must approve an application for up to five days personal leave for the purpose
of bonding leave in accordance with subclause 126.4.

The head of service may refer an employee for a medical examination by a nominated registered
medical practitioner or registered health professional, or nominated panel of registered medical
practitioners or registered health professionals at any time for reasons including where:

109.30.1 the head of service is concerned about the wellbeing of an employee and considers that
the health of the employee is affecting, or has reasonable expectation that it may affect,
the employee’s ability to adequately perform their duties;

109.30.2 the head of service considers that documentary evidence supplied in support of an absence
due to personal iliness or injury is inadequate; or

109.30.3 the employee has been absent on account of illness for a total of thirteen weeks in any 26
(twenty-six) week period.
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109.31 The head of service may require the employee to take personal leave after considering the results
of a medical examination requested by the head of service.

Rate of Payment

109.32 Personal leave will be granted with pay except where it is granted without pay under subclauses
109.15, 109.17 and 109.25.

109.33 Subject to the approval of the head of service, an employee may request to use personal leave at
half pay for absences of at least one week. Such absences will be deducted from the employee’s
accrued credits at a rate of 50% of the period of absence.

109.34 Any personal leave taken must be deducted from the employee’s credit.

Effect on Other Entitlements
109.35 Personal leave with pay will count as service for all purposes.

109.36 Personal leave without pay, other than provided for at subclause 109.27, will count as service for all
purposes.

109.37 Where an employee is absent on paid personal leave and a public holiday for which the employee is
entitled to be paid falls within that period of absence:

109.37.1 the employee will be paid as a normal public holiday for that day; and

109.37.2 the public holiday will not be deducted from the employee’s personal leave credits.

Interaction with Other Leave Types

109.38 An employee who suffers personal illness or injury, or provides care or support for a member of the
employee’s immediate family or household who is ill or injured or who is experiencing an unexpected
emergency, for one day or longer while on:

109.38.1 annual leave; or

109.38.2 purchased leave; or
109.38.3 long service leave; or
109.38.4 unpaid birth leave; or
109.38.5 unpaid parental leave; or
109.38.6 grandparental leave; or
109.38.7 accrued day off(ADO); and

who produces a certificate from a registered medical practitioner or a registered health professional
operating within their scope of practice, or in the case of an unexpected emergency other satisfactory
evidence; may apply for personal leave.

109.39 Where an employee is on a form of leave specified in subclauses 109.38 and:

109.39.1 the employee is subsequently granted personal leave in accordance with subclause 109.38;
and

109.39.2 the personal leave falls within a part or all of the period of the other form of leave;

then that other leave will be re-credited for that period of the personal leave that falls within the
period of the other leave.
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109.40

109.41

109.42

An employee cannot access paid personal leave while on paid birth leave or primary care giver’s
leave, but can apply for personal leave during unpaid birth leave or parental leave.

If the employee has exhausted all paid personal leave, personal leave without pay cannot be
substituted for unpaid birth leave.

If an employee exhausts the employee’s paid personal leave entitlement and produces documentary
evidence, as per subclause 109.24, as evidence of continuing personal illness or injury, or
requirement to care or provide support to a member of the employee’s immediate family or
household, the employee may apply to the head of service for approval to take annual leave or long
service leave. If approved, this leave will not break the continuity of the 78 (seventy eight) weeks
under subclause 109.27.

110. PERSONAL LEAVE IN EXTRAORDINARY AND UNFORESEEN CIRCUMSTANCES

110.1

110.2

110.3

110.4

110.5

Employees, other than casual employees, are eligible to apply for personal leave in extraordinary
and unforeseen circumstances.

Personal leave in extraordinary and unforeseen circumstances, is non-cumulative and, if granted, is
deducted from the employee’s personal leave balance.

The head of service may grant a maximum of 4 (four) days of personal leave, other than for personal
illness or the care of the employee’s immediate household who is sick or requires support, in an
accrual year, in extraordinary, unforeseen or unexpected circumstances where it is essential that the
employee have leave from the workplace. These 4 (four) days are in addition to the 7 (seven) days
personal leave without documentary evidence.

While personal leave in extraordinary and unforeseen circumstances does not normally require
documentary evidence, the head of service may request reasonable evidence before granting the
leave.

Personal leave in extraordinary and unforeseen circumstances will be granted with pay.

111. PERSONAL LEAVE - INFECTIOUS DISEASE CIRCUMSTANCES

111.1

111.2

Where an employee is prevented from attending for duty under the Public Health Act 1997, the head
of service may grant that employee personal leave during that period.

The employee may also apply for the absence or a part of it to be deducted from their annual leave
credit.

112. ANNUAL LEAVE

112.1

Annual leave is available to enable employees to be absent from duty for the purposes of rest and
recreation.

112.2 Annual leave is available to all employees other than casual employees.
Entitlement
112.3 Full time employees (other than casual employees) are entitled to 152 hours annual leave (4

112.4

weeks), for each 12 (twelve) months worked.
For a full-time employee who is required to work ordinary hours:

112.4.1 on a roster that includes shift work and/or weekends and also Public Holidays will
be entitled to leave of absence on 