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1 EXECUTIVE SUMMARY 

Background 

At the initiative of the Australian Capital Territory (ACT) Government, there has 
been a commitment to review the classification structures of the ACT Public 
Service (ACTPS) in ACT enterprise agreements since 2003-2004. Black Circle Pty 
Ltd was commissioned to undertake this Review in response to these 
requirements, and tabled its Interim Report for Element 1 of the Review on 15 July 
2011. The Career Cluster structure recommended is summarised at Annex C. That 
Report was accepted by the Advisory Panel on 19 July, and the Consultants have 
proceeded to build on that work in conducting Element 2 of the Review. 

Aims and Objectives 

The aims of the Review are to: 

 Achieve greater consistency across the ACT Public Service in classifying 
positions and to improve work equity between positions having equivalent 
work level standards and work value requirements; 

 Facilitate recruitment to the ACTPS by making the competencies, qualifications 
and remuneration levels for ACTPS vacancies more accessible, and intelligible, 
to potential applicants; 

 Improve mobility within the ACTPS by removing structural barriers; 

 Accommodate the changing needs of a modern public sector workforce, 
including the consideration of the most effective way of moving to a single 
salary spine; and 

 Rationalise and simplify the classification structure for the ACTPS, which 
currently includes 236 classifications, in order to improve administrative 
efficiency. 

Scope 

The scope of this Review excludes the following groups of employees: Statutory 
Officeholders; the Head of Service; Directors-General; Medical Officers, Nursing 
Staff; Fire Brigade Officers, Ambulance Officers, Bus drivers & Transport Officers; 
Teachers, School Leaders, Vocation Education and Training (VET) Teachers & VET 
Teachers-Managers. A specification of the classification groups included is 
attached at Annex D. 
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Workplan 

The Review followed a work plan of five elements: 

Element 1: Recommend the most effective way of creating a new vocational stream structure; 

Element 2: Recommend appropriate market based salary levels for each proposed vocational stream; 

Element 3: Consider the most effective way of moving to a single salary spine for the ACTPS; 

Element 4: Simplify and reduce current classifications wherever possible; 

Element 5: Recommend an implementation process and related transitional arrangements. 

Status 

An initial draft report was distributed on 15 December 2011. This revised version of 
the report incorporates comments received from Advisory Panel members up to 
23 February 2012. 

Recommendations 

On the basis of the information compiled for all Career Clusters, we recommend: 

1. The ACTPS continue with a two tier approach to determining salaries: 

 Salary scales that reflect fair market rates for the variety of work performed 
in the ACTPS will continue to be explicitly fixed in enterprise agreements. 

 For occupations demonstrated to be in shortage, supplements may be paid 
to bring total remuneration up to levels that meet external market 
remuneration benchmarks. 

2. A new general-purpose Shared Salary Spine (SSS) will extend from the current 
base of Health Services Officer Level 2 ($38,010)to a point equal to or 
marginally above the APS EL 2 benchmark identified in Part 15 of this report 
($128,335). 

3. A special-purpose extension to the Shared Salary Spine will accommodate such 
specialised categories as senior dentists, senior medical physicists and senior 
radiation therapists, whose enterprise agreement rates already exceed the APS EL 2 
benchmark. 

4. Special Employment Arrangements be redesigned in line with Section 10.4 

5. Separate disability allowances and separate license allowances for 
tradespersons will be abolished: these aspects of employment will in future be 
reflected in the total rate of pay for the job. 

6. Adult apprentices will be paid in the GSO 4 salary range. 

7. A common professional entry scale will be adopted across all professions in all 
Clusters. 

8. ITO1 and ASO5 will be broadbanded as an interim measure to establish a more 
suitable salary scale for this profession. 
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5 INTRODUCTION 

5.1 BACKGROUND 

At the initiative of the ACT Government, there has been a commitment to review the 
classification structures of the ACT Public Service in Enterprise Agreements since 2003-
2004. Whilst the initial scope was limited, it was expanded in the 2004-2007 agreement. 
In current ACTPS certified agreements, the parties most recent expression of their 
plans for the review are expressed in detail at clause D7. This clause is reproduced at 
Annexe E. In February 2011 Recommendation 58 of the Hawke Report proposed “a 
simplified employment framework … and a simplified classification structure” as an 
integral part of broader restructuring and refocusing of the ACTPS. This Review has 
been conducted in response to these requirements. 

5.2 AUTHORISATION 

The Terms of Reference for the Review were agreed by the ACTPS Review Project 
Advisory Panel, which comprises: 

1. the Senior Manager (Workplace Relations), CMCD; 
2. a second Government representative from Joint Council or delegate; and 
3. union representatives from The Association of Professional Engineers, 

Scientists & Managers, Australia (APESMA), Australian Manufacturing 
Workers’ Union (AMWU), Communications Electrical Plumbing Union (CEPU), 
Construction, Forestry, Mining and Energy Union (CFMEU), Health Services 
Union (HSU) and Community and Public Sector Union (CPSU). 

5.3 AIMS AND OBJECTIVES 

The aims of the Review are to: 

(a) Achieve greater consistency across the ACTPS in classifying positions and to 
improve work equity between positions having equivalent work level 
standards and work value requirements; 

(b) Facilitate recruitment to the ACTPS by making the competencies, 
qualifications and remuneration levels for ACTPS vacancies more accessible, 
and intelligible, to potential applicants; 

(c) Improve mobility within the ACTPS by removing structural barriers; 

(d) Accommodate the changing needs of a modern public sector workforce, 
including the consideration of the most effective way of moving to a single 
salary spine; and 

(e) Rationalise and simplify the classification structure for the ACTPS, which currently 
includes 236 classifications, in order to improve administrative efficiency. 
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5.4 SCOPE 

5.4.1 Scope of Investigation 

The scope of this Review excludes the following groups of employees: 

 Statutory Officeholders; 
 Chief Executives & Executives; 
 Medical Officers, 
 Nursing Staff; 
 Fire Brigade Officers, 
 Ambulance Officers/Paramedics, 
 Bus drivers & Transport Officers; 
 Teachers & School Leaders, 
 Vocational Education & Training (VET) Teachers & VET Teacher-Managers. 

A specification of the classification groups included was provided to the Advisory 
Panel on 12 May 2011, and confirmed on 31 May 2011 (refer Annexe D). 

Whilst the following organisations may be included in any analysis of comparative 
data, the results of the Review will not apply to them: Legal Aid, Legislative 
Assembly Members Staff, ACTTAB and ACTEW-AGL. 

5.4.2 Scope of Report 

A workplan of five elements was established: 

Element 1: Recommend the most effective way of creating a new vocational 
stream structure; 

Element 2: Recommend appropriate market based salary levels for each proposed 
vocational stream; 

Element 3: Consider the most effective way of moving to a single salary spine for 
the ACTPS; 

Element 4: Simplify and reduce current classifications wherever possible; 

Element 5: Recommend an implementation process and related transitional 
arrangements. 

This Interim Report covers only Element 2. 

Page 16 



  

  

 

           
     

        

     

     

        

          
  

       

      

      

          

         

          
     

           

         

       

        

  

              
          

     

  

          
          

            
          

 

                                                
                   

     

ACT Public Service Classification Review: Element 2 Interim Report FINAL 

Workplan 

“The Consultant will recommend appropriate market based salary levels for each 
proposed vocational stream by: 

(a) consulting with stakeholders (CMD, unions, agencies); 

(b) collect and analyse: 

(i) sources of data; 

(ii) base rate of pay per hour1; 

(iii) verification of equivalence of work value requirements for each 
classification; 

(iv) methodology used to determine pay; 

(v) appropriate allowances/additional payments; and 

(vi) associated conditions of service; 

(c) identify gaps in, and veracity of, data collection. 

(d) identify any additional sources of available data; 

(e) prepare a draft report recommending appropriate salary levels for 
identified classifications after considering: 

(i) appropriate and relevant market rates determined through this element; 

(ii) any relevant data gathered through Element 1, 

(iii) local rates of pay and 

(iv) inter-jurisdictional data available through available data sets.” 

5.5 STATUS 

A draft of this Report was circulated on 2 December 2011 to Advisory Panel 
members for clarification and feedback. Comments and feedback received have 
been consolidated into this document. 

5.6 ACKNOWLEDGEMENTS 

The consultants acknowledge the further assistance provided by unions in providing 
reference information and making themselves available for consultation as rapidly as 
possible. In addition, the consultants acknowledge the generosity with their time that 
stakeholders and representatives of other jurisdictions brought to consultations and 
discussions. 

1 This requirement has been observed in undertaking the analysis, but for consistency and clarity data herein is generally 
shown on an annual basis. 

Page 17 



  

  

      

  

              
          

                
           

              
            

           
          

    

          
            

               
               

            
    

              
             

            
              

             
        

   

        
            

         
           

  

            
          

            
            

            
         

            

ACT Public Service Classification Review: Element 2 Interim Report FINAL 

6 WORK VALUE AND MARKET RATES 

6.1 BACKGROUND 

For most of the 20th Century, specialised tribunals had a primary role in wage 
fixing in Australia, mainly operating within a framework of dispute resolution. 

While there has always been some room for the parties to a pay dispute to resolve 
disagreements by consent, until the 1980s, a significant proportion of the 
workforce – and most notably, the public sector – depended on the awards of 
State and Federal tribunals. A relatively stable system of wage relativities was 
established over time, based on case precedent. The tribunals applied well 
understood principles to determine relative work value for classifications within 
and between awards. 

In the federal sphere, the former Australian Industrial Relations Commission 
(AIRC) inherited the jurisdiction of the Public Service Arbitrator (PSA) in 1986. 
While the AIRC’s practice was, in general, to fix minimum rates of pay in awards 
and to leave the total rate of pay to employers and employees to sort out 
(through over award payments), determinations of the PSA usually fixed a total 
rate of pay. 

Evidence of the levels of salaries paid in external labour markets was often taken 
into consideration in the fixation of public sector salaries. Well before ACT Self 
Government, there was a shared view that salaries in the Commonwealth Public 
Service ought to be high enough that it could compete for skilled labour with 
other employers in the public and private sectors. The overall value of the 
employment package was enhanced by various employment conditions, including 
tenure and superannuation. 

Subsequently, successive federal governments have reshaped the federal 
jurisdiction to exclude the national tribunal from fixing total rates of pay, except 
in exceptional circumstances. The Federal Labor Government has passed 
legislation to codify the most important employment conditions in the National 
Employment Standards. 

Legislative changes made by the Howard Federal Government in the late 1990s 
required all federal awards to be simplified, including converting public sector and 
private sector paid rates awards into minimum rates awards. ACTPS awards were 
converted to minimum rates safety net awards in the period 1998-2001. 

The original objectives of the federal industrial relations system were to promote 
industrial harmony and national economic well-being. The present industrial 
relations system is focused on protecting the position of the low paid, enhancing 
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the productivity of workplaces, and encouraging the industrial parties to take 
responsibility to resolve their differences in their own way. 

6.2 IMPACT OF ENTERPRISE BARGAINING 

Wage fixing for most employees in most Australian workplaces now takes place 
within a decentralised system of agreement making. Industrial tribunals and 
related government agencies have been tasked to ensure that these agreements 
do not undermine the national safety net. Otherwise, the parties are free to agree 
upon the terms and conditions of employment that most suit them. 

The parties to the ACTPS enterprise agreements have asked us now to conduct a 
review of wages in the external labour market, to assist them to determine what 
might be the content of future agreements. In undertaking this work, we have 
taken the view that: 

 Wages in enterprise agreements are total rates, and should reflect “fair 
market rates”. 

 Whilst minimum rates awards are designed to protect the economic 
position of the lowest paid members of the workforce, and establish 
fundamental inter- and intra-award relativities on the basis of work value, 
enterprise agreements containing total rates will also be influenced by 
other factors, including general economic conditions (e.g. cost of living), 
capacity to pay, measures to improve workplace productivity, the overall 
value of the benefits package, and the enterprise’s desire to be 
competitive in relevant labour markets. 

 Enterprise agreements made to suit the needs and circumstances of the 
parties are never based on a pure assessment of work value. It would be a 
mistake to look to pay rates in other enterprise agreements and imagine 
that other factors have not influenced wage levels. The best that can be 
done from a distance is to ensure that, so far as possible, the comparison 
between internal classifications and objects in the external market is 
between like and like. 

 A recent FWA Full Bench has commented: 
“The reasons for differences between enterprises will be many and varied and are the 
result of the peculiar circumstances of each enterprise. In the public sector they may 
include considerations of relativities within the public sector, issues of restructuring 
and productivity, attraction and retention issues, cost of living factors, industrial 
negotiations, bargaining, informal dispute settlements, arbitrations, historical 
fixations for paid rates awards and the general disposition of various governments. It 
goes almost without saying that it is also difficult to identify the quid pro quo for a 
particular wage rate in a particular agreement.” 

PR052011, FWAFB, 16 May 2011 (Equal Remuneration Case) 

Page 19 



  

  

             
         

        
                

            

               
            

               
     

   

            
             

           
         

             
        

   
 

 
 

 
 

    
     

     
     
      

      
       

     
        

    
        

     
     

    
     

     
     

       

            
             

            
         

                                                
                     

          

ACT Public Service Classification Review: Element 2 Interim Report FINAL 

 There is no strict connection between salary and work value. The external 
labour market of awards, formal enterprise agreements, over award 
payments, and even agreements with independent contractors, includes 
very low rates of pay and very high rates of pay for work of essentially the 
same kind. This effect is most pronounced at higher work value levels. 

 Fair market rates are not the highest rates in the market, or even the 
average rates in the market. Any particular salary point in the external 
market will only be fair if it is appropriate in the context of other elements 
of the employment contract. 

6.3 STAFF TURNOVER 

We have heard the view from several stakeholders that the ACTPS is encountering 
some degree of difficulty in retaining staff, and in the case of certain occupations, 
considerable difficulty in recruiting suitably skilled staff to vacant positions. We 
have received information from Shared Services regarding the separation rates 
for the major in-scope occupational groups in the ACTPS in the 2010-2011 financial 
year. This information is summarised in the following Table: 

Classification Group Average 
Headcount 

Total 
Separations 

Separation 
Rate 

Prosecutors 32 6 18.55% 
Legal Support 12 2 16.15% 
Health Assistants 45 6 13.37% 
Professional Officers 146 19 13.06% 
Information Technology Officers 141 14 9.94% 
Health Professional Officers 1,186 111 9.36% 
Capital Linen Service Officers 78 7 8.93% 
Administrative Officers 4,686 356 7.60% 
General Service Officers & Equivalent 929 67 7.22% 
Dental 14 1 7.05% 
Total - ACTPS - all classifications 18,217 1243 6.82% 
Senior Officers 1,892 128 6.77% 
Disability Officers 274 17 6.21% 
Rangers 35 2 5.66% 
Technical Officers 317 17 5.36% 
Custodial-Correctional Officers 166 8 4.82% 
Legal Officers 77 3 3.92% 

Table 1: ACTPS Separations by Occupational Group2 

We note that there is a marked difference in turnover experience between 
groups. This suggests to us that there is segmentation in the workforce between 
stable low turnover categories, and a small number of specialised, high turnover 
categories. Different responses are required for the different categories. 

2 Note that Table 1 and Table 2 deal with different categories – for example, the Occupational Group called Senior Officers 
incorporates Senior Officers and corresponding grades in other employment streams. 
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Example – ASOS and Senior Officers 

We notice that separation rates for the two most populous occupational groups 
in the Support Services Career Cluster (ASOs and Senior Officers) are relatively 
low at 7.6% and 6.77% respectively. This suggests that the current pay rates, 
employment conditions and working arrangements are effective in retaining staff. 

However, a closer look at these two occupational groups is more informative. In 
the following table, data is ordered according to decreasing total separations 
from each classification in the year 2010-2011. 

Classification Average 
Headcount 

Total 
Separations 

Separation 
Rate 

Admin Service Officer 4 834 77 9.2% 
Senior Officer C 886 76 8.6% 
Admin Service Officer 6 877 73 8.3% 
Admin Service Officer 3 574 58 10.1% 
Admin Service Officer 5 604 51 8.4% 
Admin Service Officer 2 365 27 7.4% 
Senior Officer B 469 22 4.7% 
Admin Service Officer 2/3 178 17 9.6% 
Senior Officer A 277 16 5.8% 
ASO3 - Medical Typist 56 6 10.8% 
Admin Service Officer 1 55 5 9.1% 
Admin Service Officer 3/4 12 0.0% 
ASO2 - Medical Typist 8 0.0% 

Table 2: ACTPS Separations by Level 

This table demonstrates that the most numerically significant separations are in 
the range of ASO 3 through to Senior Officer C. For all these levels the separation 
rate is above the ACTPS average of 6.82%s, and above the occupational category 
averages of 7.6% for ASOs and 6.77% for SOs. 

Canberra-based APS agencies are highly active in the local labour market. 
In 2009-2010, these agencies recruited 5,287 ongoing staff. 

APS 1 APS 2 APS 3 Graduate APS 4 APS 5 APS 6 EL 1 EL 2 Total 

53 103 694 875 899 667 914 796 262 5,287 

Table 3: Canberra-based APS agency recruitment 2009-10 by classification level 

We note that the most significant APS recruitment activity takes place in the same 
range of classifications where the ACTPS experiences most staff turnover. 
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The cost of turnover, even at low rates, can be significant. Turnover costs include 
(Tziner & Birati 1996): 

 direct costs incurred in the replacement process – recruitment, hiring, 
training and socializing new employees, including the extra effort by 
supervisors and coworkers to integrate them, 

 indirect costs and losses relating to interruptions in production, sales and 
the delivery of goods to customers, 

 financial value of the estimated effect on performance as a result of the 
drop in morale of the remaining workforce following dysfunctional 
turnover. 

The Chartered Institute of Personnel and Development (Taylor 2011) suggests that 
the major easily identified turnover costs are: 

 administration of the resignation (including exit interviews) 

 recruitment costs (including advertising) and administration of recruitment 

 selection costs 

 costs of cover (e.g. overtime) during the vacancy period 

 induction and training of new employees. 

The cost of staff turnover, canvassed in extensive research on the matter, has 
been estimated at 50% to 250% of annual salary. The multiplier rises with the 
seniority of the job, indicating that it will usually be more cost effective to take 
active steps to retain experienced staff than to let them leave. Applying this rule 
of thumb in a conservative way to the ASO/SO turnover for the financial year just 
past, we can estimate the cost of turnover for this group. 

Grade Turnover Max salary Multiplier Total cost 
Admin Service Officer 1 5 $43,752 50% $109,380 
Admin Service Officer 2 27 $49,683 50% $670,721 
Admin Service Officer 2/3 17 $55,076 50% $468,146 
Admin Service Officer 3 58 $55,076 50% $1,597,204 
ASO3 - Medical Typist 6 $55,076 50% $165,228 
Admin Service Officer 4 77 $61,756 50% $2,377,606 
Admin Service Officer 5 51 $67,269 50% $1,715,360 
Admin Service Officer 6 73 $78,705 50% $2,872,733 
Senior Officer C 76 $93,535 100% $7,108,660 
Senior Officer B 22 $115,387 100% $2,538,514 
Senior Officer A 16 $119,042 100% $1,904,672 

TOTAL $21,528,223 

Table 4Turnover of Permanent Officers (ASO and SO Grades) 2010-2011 
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Not all of this expense can be avoided (and some turnover is desirable to bring 
new knowledge and skills into the workplace), but if only 20% of these staff had 
been retained in employment, the saving/deferral of expense would have been 
significant. 

SEAs valued at $2.9m were paid in 2009-2010. Some were directed towards 
attracting new staff, and others to retaining existing staff in ACTPS employment. 
To the extent that they may have influenced existing employees to remain in 
ACTPS employment, then, SEAs may have operated to: 

 reduce staff turnover rates for particular classifications (e.g. Senior 
Officers B and A) 

 curb turnover costs to some degree. 

In these circumstances, it is clear that staff turnover should not be taken as the 
only indicator of the competitiveness of base salaries. 
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7 CONDITIONS OF SERVICE 

7.1 INTRODUCTION 

In the previous Part, we have indicated that “fair market rates are not the highest 
rates in the market, or even the average rates in the market. Any particular salary 
point in the external market will only be fair if it is appropriate in the context of 
other elements of the employment contract.” 

In this Part, we survey the differences (and also similarities) in key entitlements 
between various Australian public services, including; 

 working hours, shiftwork penalties and overtime rates 

 annual leave 

 public holidays 

 personal/carers leave, compassionate leave, etc. 

 parental leave 

 superannuation. 

In Parts 10 and 13 we look more closely at the differences between employment 
conditions of the ACT and Australian public services. 

7.2 WORKING HOURS 

The most significant widespread difference in employee entitlements is the 
number of ordinary working hours for a full-time employee. 

Ordinary weekly hours of work is a primary entitlement that has an impact on 
every employee. Weekly working hours determine: 

 the overall balance between work time and leisure time, 

 the pattern of work each day and each week, 

 the hourly rate of pay, 

 when overtime is taken to commence, and 

 the value of shiftwork penalty payments and overtime payments. 

There are two standards in the ACTPS – the 36.75 week worked by clerical and 
professional staff, and the 38 hour week worked by trades and related staff. The 
latter standard is widespread around the country, while the 36.75 hour standard is 
shared only with the APS, NT and Tasmania. 

Weekly hours for full-time employees in the public sector vary markedly from one 
employer to the next, as the following Table demonstrates. 
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Weekly hours 
for full-time 
employees 

Incidence Effect on hourly 
rate relative to 

ACTPS 
clerical/professional 

standard 

35.00 NSW Public Service Departments 
NSW radiographers 

5.00% 

36.00 Commercial construction industry 2.08% 

36.25 Queensland Public Service 1.38% 

36.75 ACT, APS, NT, Tasmania 0.00% 

37.50 South Australian Public Service 
Western Australian Public Service 

-2.00% 

38.00 Trades and related grades – incl. NSW, QLD, ACT, NT, APS 
Queensland Health – health practitioners 
NSW Health – includes health professionals 
Victorian Public Service 
Victorian Health Services 
WA Health – includes health professionals 

-3.29% 

Table 5: Interjurisdictional comparison of full-time weekly hours of work 

The rightmost column shows the relative advantage or disadvantage of the listed 
employment categories against the ACT clerical/professional standard. Some of 
this advantage/disadvantage is highly sectional in impact (e.g. building, health). 

We can recalculate the salary scales of various employment groups to bring them 
into alignment with the ACT standard as a means of bringing pay scales in other 
jurisdictions into closer comparability with ACT pay scales. For example, the 
following table compares the first two work value bands of ACT and NSW 
physiotherapists, showing both the published agreement rate and the effective 
rate in the case of the NSW employees. 

ACT Health 

36.75 hours 

NSW Health 

38 hours Agreement rate Effective salary 

HP 1 52,574 Level 1 52,986 51,243 

HP 2 56,085 54,982 53,173 

60,009 58,370 56,450 

63,212 62,380 60,328 

65,059 

66,988 Level 2 66,684 64,490 

68,794 70,915 68,582 

70,732 74,366 71,920 

72,925 76,767 74,242 
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HP 3 75,082 Level 3 82,569 79,853 

76,925 85,333 82,526 

79,222 

81,702 Level 4 89,598 86,651 

83,251 91,838 88,817 

Table 6: Annual salaries for Physiotherapists, ACT and NSW 

In this example, the conversion of the NSW therapist rate exposes higher 
effective salary rates for the beginning professional in the ACT. However, other 
aspects of the salary structure are not comparable, and at the top of the therapist 
Level 1 salary range the NSW rate still surpasses the ACT rate, and further 
outstrips the ACT at more senior levels. 

Differences in other employment conditions confound and dilute the value of 
effective salary comparisons. Nevertheless, they are a useful way to examine and 
compare the broad characteristics of different salary scales. The example 
provided above is one piece of evidence that supports the broad conclusion 
reached later in this report that the topmost rate of HP 2 and the lowest rate for 
HP 3 both need to be increased. 

The difference in hourly rates between 36-hour, 36.75 hour and 37.5 hour workers 
on the same salary is relatively small – of the order of 2 per cent. However, the 
direction and degree of the real difference between two salary points depends on 
their original starting point and the ratio of the employee’s working hours. A 
sample calculation for the comparison of two imaginary 37.5 hour salary scales 
with an imaginary 36.75 hour salary scale (ACT, centre) is shown in the following 
Table. 

SA 

37.5 hrs 

Annual 

diff. 

Effective 

salary 

Hourly 

diff. 

ACT 

36.75 hrs 

Hourly 

diff. 

Effective 

salary 

Annual 

diff. 

WA 

37.5 hrs 

48,000 

49,000 

50,000 

51,000 

52,000 

-4.0% 

-3.9% 

-3.8% 

-3.8% 

-3.7% 

47,040 

48,020 

49,000 

49,980 

50,960 

-5.9% 

-5.8% 

-5.8% 

-5.7% 

-5.6% 

50,000 

51,000 

52,000 

53,000 

54,000 

2.0% 

2.0% 

2.0% 

2.0% 

2.0% 

51,020 

52,041 

53,061 

54,082 

55,102 

4.0% 

3.9% 

3.8% 

3.8% 

3.7% 

52,000 

53,000 

54,000 

55,000 

56,000 

Table 7: Effect of weekly working hours on effective salary comparison s( I) 
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We can see that: 

 the calculation of effective salary magnifies the difference between 
published rates when the comparison rate is lower, 

 but ameliorates the difference if the comparison rate is higher. 

Relative to the “SA” example, the ACT employee has a decidedly better hourly 
rate, and more leisure hours. Compared with the “WA” example, the ACT 
employee enjoys more leisure hours, but is at a slight disadvantage in terms of 
hourly rate. 

Applying the same logic to the case where the comparator rates are selected from 
35-hour jurisdictions, a different picture emerges 

NSW 
DPI 

35 hrs 

Annual 
diff. 

Effective 
salary 

Hourly 
diff. 

ACT 

36.75 hrs 

Hourly 
diff. 

Effective 
salary 

Annual 
diff 

NSW 
DoT 

35 hrs 

48,000 

49,000 

50,000 

51,000 

52,000 

-4.0% 

-3.9% 

-3.8% 

-3.8% 

-3.7% 

50,400 

51,450 

52,500 

53,550 

54,600 

0.8% 

0.9% 

1.0% 

1.0% 

1.1% 

50,000 

51,000 

52,000 

53,000 

54,000 

5.0% 

5.0% 

5.0% 

5.0% 

5.0% 

52,500 

53,550 

54,600 

55,650 

56,700 

4.0% 

3.9% 

3.8% 

3.8% 

3.7% 

52,000 

53,000 

54,000 

55,000 

56,000 

Table 8: Effect of weekly working hours on effective salary comparison s (II) 

With the direction of the working hours advantage reversed, we can see that: 

 the calculation of effective salary ameliorates (and in the example, 
entirely overcomes) the difference between published rates when the 
comparison rate is lower, and 

 magnifies the difference if the comparison rate is higher. 

In this second example, the “NSW DPI” employee earns a little more on an hourly 
basis than the ACT employee, and has more leisure hours. The “NSW DoT” 
employee has a marked salary advantage on an hourly basis, and the advantage of 
more leisure hours. 

We conclude that we should pay most attention to the rates paid by competitors 
whose pay rates are higher and whose working hours are markedly lower. The 
NSW Public Service is a relevant example. Hourly rates of pay for most employees 
in most NSW Public Service departments should be taken to be 5% higher than the 
rates published in State awards. 

The rates paid in the ACT can be compared directly to rates paid in the APS, 
Tasmania and NT. Any salary differential can be taken at face value. 
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Most health professionals in the Queensland, New South Wales and Victorian 
public health systems work a 38-hour week. On that basis, we can say that: 

 where published rates are higher, they are ameliorated to some degree 
by the ACT’s advantage in working hours, 

 where published rates are lower, the ACT’s advantage is magnified by 
the working hours differential. 

7.3 SHIFTWORK PENALTIES 

Shiftworkers are a minority amongst the classifications which are in scope for the 
review, in such categories as health professional, disability service officer, and 
correctional officer. For the most part, shiftwork penalties are expressed as 
percentage rates (although Victoria makes extensive use of fixed dollar amounts). 
The usual pattern is: 

 15% additional for afternoon shifts (but as low as 10% in NSW) 

 50% additional for Saturdays 

 100% additional for Sundays (75% in NSW) 

 150% additional for public holidays 

A small number of jurisdictions have 30% for permanent night shift (ACT, NT, APS). 
SA pays 20.5% for all night duty Monday to Friday. 

The starting and finishing times of shifts determine whether shiftwork penalties 
are paid. The definition of what is shiftwork varies from one award to another. 
Consequently, making useful comparisons between the various regimes as 
regards their benefit to employees is extremely difficult. 

7.4 OVERTIME RATES 

In theory, every ACTPS employee classified below Senior Officer C is eligible for 
overtime rates whenever they perform extra duty. We have examined the key 
awards and agreements covering employees in general public sector employment 
and public sector health service employment and come to the conclusion that 
there are very few cases that depart from a widely prevalent standard. In most 
cases, we find that: 

 Monday to Saturday overtime is paid at time and a half for the first 3 
hours and double time after (although the NSW public sector and some 
trades awards specify 2 hours) 

 Sunday overtime is paid at double time 

 public holiday overtime is paid at double time and a half, 
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It is common for employees working overtime on a public holiday to elect to take 
a day in lieu and be paid a reduced penalty. 

Minimum payment regimes generally following a common model: 

 three hours at the appropriate rate (some employees may be eligible 
for four hours if the work is on a Sunday or public holiday), 

 two hours at double time for every occasion of recall to duty in an 
emergency. 

7.5 LEAVE 

Annual leave 

Together with public holidays and long service leave, an entitlement to annual 
leave is universal amongst permanent and temporary employees of the ACTPS 
(i.e. casuals are excluded). 

Beyond the usual four weeks annual leave, shiftworkers are generally entitled to 
at least one week of extra annual leave. For some employees, the entitlement 
relies only on being regularly rostered to work Sundays and public holidays. For 
others, the entitlement accrues gradually, based on how many weekends, 
Sundays, public holidays, overtime shift, on-call shifts they are required to work. 
Mostly this gradual accrual is capped at one week. 

Annual leave entitlements are similar across the public sector, and are not a basis 
for distinguishing one public sector employer from another. 

Public holidays 

All employees in all jurisdictions are eligible for eight common public holidays 
observed nationally, plus at least three local public holidays. Most employees 
(including ACTPS employees) will access 12 public holidays by virtue of the 
operation of their local Public Holidays Act or the grant of an extra “public service 
holiday”. 

Long service leave 

Jurisdiction Entitlement 

ACT, Australian Public Service 
Northern Territory, Queensland 
Victoria, South Australia 
Western Australia 

3 months or 13 weeks for every 10 years 

New South Wales 2 months after first 10 years 
5 months after second/subsequent 10 years 
(i.e 7 months after 20 years) 

Tasmania 6.5 days per year, up to a maximum of 100 days 

Table 9: Interjurisdictional comparison of Long Service Leave entitlements 

Page 29 



  

  

               
 

  

    

   

           
             

             
 

    
   

  
  

  
  

            
   

             

            

        
     

    
    

 

        
      

   

      
      

    

      
    
   

   

     
   

 

       

             

              
  

           

                 
              
            

ACT Public Service Classification Review: Element 2 Interim Report FINAL 

All jurisdictions permit some degree of early access to LSL: access after 7 years is 
common. 

Personal/carer’s leave 

Compassionate and bereavement leave 

Community services/volunteer leave 

While all jurisdictions have generally adopted the terms of the Personal/Carer’s 
Leave Test Case, there are significant differences between them in the way this 
leave is accrued and accessed. The main features are summarised in the table 
below. 

Jurisdiction Personal sick leave 
and carer’s leave 

Bereavement and 
compassionate leave 

Community service/ 
volunteer leave 

ACT 18 days per annum 5 days per occasion 4 days emergency, 
3 days volunteers 

Northern Territory 15 days per year 3 days per occasion Various special leave 

Queensland 10 days per year 2 days per occasion Various special leave 

New South Wales 15 days per annum, 
sick leave not taken in 
previous 3 years can 
be used as carer’s 
leave 

2 days per occasion 2.5 days accrued for 
first 2 years, and 1 day 
per year thereafter 

Victoria 15 days per annum, 
up to 10 days can be 
used as carer’s leave 

3 days per year PL, 
3 days Annual Leave 
3 days LWOP 

Various special leave 

Tasmania 66 days per triennium, 
but not accruable 
indefinitely 

Up to 10 days Various special leave 

South Australia 10 days per annum 2 days per occasion Various special leave 

Western Australia 10 days per annum 2 days per occasion No limit on emergency 
service leave 

Table 10: Interjurisdictional comparison of personal and some other leave types 

At one level, we can see that the general level of entitlement in the ACT is quite 
high. But at another level, it should be recognised that the different models that 
have been adopted from one place to another are not strictly commensurable. 
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Parental leave 

The key difference between jurisdictions is the amount of paid 
maternity/adoption leave. 

ACT 18 weeks 

Australian Public Service APSC recommends 14 weeks 

Northern Territory 14 weeks for staff with 1-5 years service 
18 weeks for staff with > 5 years service 

Queensland 14 weeks 

New South Wales 14 weeks 

Victoria 14 weeks 

Tasmania 12 weeks 

South Australia 16 weeks for employees with 1-5 years service 
18 weeks for employees with more than 5 years 
service 

Western Australia 14 weeks 

Table 11: Interjurisdictional comparison of maternity/adoption leave 

These entitlements (together with personal/carer’s leave, compassionate leave, 
etc.) do not accrue to employees in the same way as annual leave and long service 
leave do. Their value to individual employees depends on the employee’s health, 
their child-rearing choices, etc. However, they will have a strong bearing on how 
strongly the ACTPS will be perceived as an employer of choice. 

7.6 SUPERANNUATION 

Public sector employer contributions for new entrants have for the most part 
standardised at 9%, with the relevant exception of the APS (15.4%) and a small 
number of funds covering police and emergency services workers. 

7.7 SUMMARY 

The most clear cut differences between the ACTPS and other public services 
appear to be: 

 The ACTPS’s generally higher entitlements for parental leave, 
personal/carer’s leave, compassionate leave, etc. 

 Relevantly for the ACTPS, the APS’s superior superannuation contributions 

 The generality of the 38 hour week amongst health professionals in other 
jurisdictions 

 The NSW public service’s lower working hours (and higher LSL entitlement 
for long-term employees). 
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8 DETERMINATION OF CLASSIFICATION AND SALARY 

We will deal with the question of job evaluation methods in detail in our Report 
on Element 3. However, it is important to understand how, in general terms, other 
public service employers make decisions about the classification of work, and, to 
some degree, address the question of wage determination. 

The following Table summarises the classification methods prevailing in each jurisdiction. 

Jurisdiction Work Level Descriptors Points-Factor 
Method? 

Classification 
Board/Committee 

ACT Public Service Yes, for most grades No No 

Queensland Public Service In QPS awards Mercer CED No 

Queensland Health 
Practitioners 

In HP agreement No No 

NSW Public Service No/ simple definitions Mercer CED, Hay No 

NSW Health No/ simple definitions Mercer CED, Hay 
for AO grades 

Common 

Victorian Public Service Yes No No 

Victorian Health System In agreements No Common 

Tasmanian State Service In awards No No 

South Australian Public 
Service 

In classification manuals 
and agreements 

No No 

Western Australia In some cases, yes BiPERS (Mercer) No 

Northern Territory No/ simple definitions Mercer CED No 

Table 12: Classification methods used in various public sector jurisdictions 

In all of the jurisdictions that use a Points-Factor method, a job is assigned to a 
classification level in accordance with an established ranking table that relates a 
predetermined range of scores to each classification level. That is, the method 
assists in the consistent classification of jobs within the organisation and, flowing 
from that, consistent pay outcomes. 

This use of Points-Factor methods services the majority of cases, that is, where the 
question of the state of the external market is not taken into account. 

Jurisdictions that do not normally make use of Points-Factor systems for 
classification purposes may nevertheless make use of consultants who do when 
they are researching external labour market conditions. 

This second use of Points-Factor systems may provide assistance in understanding 
the external market for the small number of cases where external market rates 
are influential in recruitment outcomes. 

In those cases where Points-Factor systems are not used, Work Level Standards 
are used to establish classification levels. 
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9 REMUNERATION STRATEGY 

9.1 INTRODUCTION 

Stakeholders bring a variety of views to the question of what are the most 
important outcomes from the current Project, and each of them has more or less 
well articulated views on what are the priorities for action. 

The Aims and Objectives of the Project are extremely broad. The required outputs 
from the Project range from highly generic products with wide application – such 
as a Shared Salary Spine and new Work Level Descriptors – to developing the 
detailed proposals for translating each employment category into the new 
system. The following discussion proposes a more detailed strategic framework 
for delivery of the Aims and Objectives of this Review. 

The Strategic Focus 

In our Report on Element 1 of this Review, we adopted competency and 
workforce development as key organising ideas to support our proposal for the 
establishment of four Career Clusters. For Element 2, we consider it is similarly 
necessary to build a framework that develops these concepts further and can 
underpin a viable future workforce strategy. 

We propose the adoption of a remuneration strategy that focuses on four broad 
segments of the labour force: 

 trainees and apprentices, 

 new and recent graduates, 

 internal job applicants, and 

 experienced external job applicants. 

The intention here is to provide a focus for decision-making and action in respect 
of these segments, at a level higher than the Cluster or occupation, and below the 
current Service-wide level of wages policy, core conditions, and broad recruitment 
and retention policies. Accordingly some of these strategies span more than one 
Custer. 

Four Strategies are outlined, addressing in turn inexperienced and experienced 
segments of the labour markets, the former sub-categorised by type of 
qualification, the latter by whether experience has been gained internally or 
externally. These Strategies have been used to focus our consideration of 
appropriate wage outcomes in and between Clusters and in and between 
occupations, to further support workforce development in the ACTPS. 
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9.2 STRATEGY 1 – TRAINEES AND APPRENTICES 

Make more extensive use of trainees and apprentices to replenish and sustain the 
ACTPS general workforce, and reduce reliance on external sources of labour supply. 

Recruitment targets: Trainees and new and recent graduates from VET sector programs at AQF level 4 and 
below, in important ACTPS job families (e.g. building trades, horticultural trades, 
procurement, contract management, health support). 

Current position:  ACTPS salaries for trainees are satisfactory 
 ACTPS salaries for entry level jobs in most occupations are satisfactory, with 

noticeable weaknesses in certain skilled trades 

Proposed policy: Establish and maintain fair salary rates for 

 trainees and apprentices, and 
 career entry levels 

that are competitive with relevant private sector industry benchmarks and the APS in 
Canberra. 

Salary indicators:  Apprenticeship pay – private sector workforce and Canberra APS. 
 Entry grade salaries in national, state and local government enterprise agreements 

Action Proposed Include incentives for skills acquisition in salary scales 

Implications Extend support for development of key skill sets 

Table 13: Summary of Strategy 1 (Trainees and Apprentices) 

9.2.1 Adult Apprenticeships 

In our Element 1 report we foreshadowed our intention to recommend rates for 
adult apprentices. 

We note that apprenticeship rates are presently fixed as percentages of the 
minimum pay point for GSSO 5. The highest of these percentages is presently 
91.8%. 

A variety of practices have been adopted in awards and agreements in relation to 
adult apprentices. In ACTION, for example, if a workshop employee is selected to 
undertake training towards a trade certificate, they are continued in their existing 
classification. The ACTEW-AGL agreement makes provision for existing employees 
to be paid at their substantive rate while undertaking an electrical apprenticeship, 
or paid a specific adult apprenticeship rate, whichever rate is higher. 

 We propose that a new adult apprentice pay rate be fixed, that 
corresponds to the current GSO 4 salary scale. The new salary scale would, 
conveniently, commence at 94.7% of the GSO 5 minimum rate. 

We draw the attention of CMCD and the unions to the Australian Government’s 
recent response to various recommendations of the Apprenticeships for the 21st 

Century report at Annexe K: , and restate the need for the parties to monitor the 
progress and outcomes of further FWA Full Bench proceedings during 2012 
regarding apprentice and trainee pay rates. 
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9.3 STRATEGY 2 – NEW AND RECENT GRADUATES 

Support the development of a professional public sector workforce by attracting 
and retaining new and recent graduates in disciplines of importance to service 
delivery (e.g. health, urban planning) and organisational effectiveness (e.g. 
project management, financial management, human resources). 

The objective ought to be to build this segment of the workforce to provide an 
internal source of labour supply for these categories of employee, to complement 
external sources. 

Recruitment targets: New and recent graduates from VET and university sector vocational and 
professional entry programs at AQF level 5 (i.e. Diploma) and above, in disciplines of 
critical importance to the future ACTPS. 

Current position: Broadly speaking, ACTPS salaries for new and recent graduates are satisfactory, with 
some weakness for occupations presently experiencing shortages. 

Proposed policy: Establish and maintain new graduate entry salaries that are competitive with the 
private sector and other public services. 

Salary indicators:  Median salaries for new graduates – private sector workforce. 
 Commencing salaries in national, state and local government enterprise 

agreements for graduates entering employment from professional entry programs 

Action proposed: Align salaries for technical and professional new graduate entry across all vocational 
streams based on AQF level and/or length of preparatory program 

Implications: Increased salary costs, limited to the new graduates within each discipline. 

Table 14: Summary of Strategy 2 (New & Recent Graduates) 

9.3.1 Common Professional Entry Scale 

We consider there is a case to establish a professional entry salary scale that can 
be used across all Career Clusters. The common scale would apply to persons 
entering technical and professional grades with diplomas and bachelors degrees, 
or entering a professional career from a composite professional entry program 
(for example, psychologists entering the workforce after first completing a four 
year undergraduate degree and then a two year professional program at Masters 
level). 

All jurisdictions pay higher salaries to employees who commence employment 
after a four year degree than those who hold a three year degree. Some also 
recognise specific higher degrees – e.g. MSc or PhD. 

The current arrangements in the ACT Public Service are more generic, in that entry 
to various salary points in the Professional Officer and Health Professional entry 
grades increase incrementally for graduates from 4, 5 and 6-year degrees. 
However, some professions stand outside this framework, such as ITOs, PAOs, 
radiation therapists, medical physicists and legal officers. 

It is increasingly common for universities to offer generic degrees, with 
professional specialisation occurring at postgraduate level. Persons seeking to 
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change careers by undertaking postgraduate study are in a similar situation. 
Stimulated by a Commonwealth policy and funding incentives, credit transfer 
arrangements between VET sector organisations and universities is expected to 
become more accessible in future. 

On the basis of our analysis of salaries for graduates in several occupations in 
other jurisdictions, we consider that the following pay points represent fair 
market rates for general application to new and recent graduates: 

2-year program ~$51,000 

3-year program ~$53,500 

4-year program ~$57,000 

5-year program ~$61,000 

6-year program ~$65,500 

We recommend their adoption across all Career Clusters. 

These salary points would operate as the usual minimum entry point salaries for 
persons who do not yet meet the requirements for professional registration 
(where this is required to continue in employment). In the case that a person 
already meets mandatory requirements, they would be placed at higher salary 
points depending on the extent of their industry experience. 

Not all pay points in the common model would apply to all occupations in all 
Clusters3. 

9.3.2 Cadetships 

We also propose amalgamating the cadet and TTO grades, to establish a new 
cadet grade applicable to all Career Clusters. 

Cadet rates of pay have historically been identical to ASO 1. We do not consider 
there is a good reason to depart from this practice, but the actual rates of pay will 
depend on where ASO 1 translates to in the new Shared Salary Spine. A specific 
proposal will be presented in our Element 3 report. 

3 For example, as discussed later in this Report, the 2-year diploma level will not apply in the Legal Services Career Cluster. 
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9.4 STRATEGY 3 – INTERNAL JOB APPLICANTS 

Build and entrench capacity for service delivery by retaining employees in ACTPS 
employment. 

Recruitment targets: Internal job applicants in all employment categories 

Current position:  Turnover in most occupations is within acceptable bounds. Turnover is lowest 
where SEAs are most common. 

 Above the new/recent graduate entry level, ACTPS salaries are noticeably less 
competitive in several disciplines. 

Proposed policy:  Establish new enterprise agreement salary scales that deliver “fair market rates” 
based on the generality of rates paid in enterprise agreements covering like work. 

 Maintain capacity to respond effectively to labour market shortages through 
retention bonuses. 

Salary indicators:  25th-50th percentiles – Australian Public Service and selected relevant private 
sector industry sectors. 

 Salaries in national, state and local government enterprise agreements for work of 
comparable kind. 

Action proposed:  Review and reform the SEA provisions in ACTPS enterprise agreements to reflect 
best practice (refer Section 8.4 for further discussion). 

 Implement a regular program to monitor the effectiveness of the SEA provisions. 

Implications: Increased salary costs, offset to some degree by: 

 absorption of SEAs and 
 reduced staff turnover expenses. 

Table 15: Summary of Strategy 3 (Internal Job Applicants) 

9.5 STRATEGY 4 – EXPERIENCED EXTERNAL JOB APPLICANTS 

Attract suitably skilled and experienced external applicants in critical occupations 
to ACTPS employment. 

Recruitment targets: External job applicants with knowledge, skills and experience, in disciplines of critical 
importance to building the future ACTPS. 

Current position:  Turnover in most occupations is within acceptable bounds. Turnover is lowest 
where SEAs are most common. 

 Persistent shortages in several disciplines (e.g. engineering, ICT) have made the 
task of recruiting to critical positions difficult. 

Proposed policy:  Establish new enterprise agreement salary scales that deliver “fair market rates” 
based on the generality of rates paid in enterprise agreements covering like work. 

 Maintain capacity to respond effectively to labour market shortages through 
attraction bonuses. 

Salary indicators:  25th-50th percentiles – Australian Public Service and selected relevant private 
sector industry sectors. 

 Salaries in national, state and local government enterprise agreements for work of 
comparable kind. 

Action proposed:  Review and reform the SEA provisions in ACTPS enterprise agreements to reflect 
best practice (refer Section 10.4 for further discussion). 

 Implement a regular program to monitor the effectiveness of the SEA provisions. 

Implications: Increased salary costs, offset to some degree by: 

 absorption of SEAs and 
 reduced staff turnover expenses. 

Table 16: Summary of Strategy 4 (Experienced External Job Applicants) 
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9.6 DIVISION OF RESPONSIBILITY FOR WAGE FIXING 

We have observed that the responsibility for wage fixing is split between CMCD 
and the operational directorates. In broad terms, this division of labour can be 
represented as follows: 

  

  

       

            
             

   

    

     
    
    

  

  

      
   

    
   

  

 
  

      
   

     

  
 

   
    

      
    

    

    
 

        
    

     

    
 

     
   
  

  
 

  
   

   
 

            

            
            

             
 

 

CMCD Operational Directorates 

Executive Classification Directors-General and other 
Executives are classified in 
accordance with the relevant 
PSM Standard 

No power 

Executive Wage Fixing Remuneration Tribunal fixes 
wages for Directors-General, 
other executives, judges and 
statutory office holders 

No power 

Non-executive 
Classification 

Held by Head of Service, but 
delegated to Directors-General 

Delegated from Head of Service 

Non-executive Wage 
Fixing 

Centrally determined through 
centralised enterprise bargaining 
Group SEAs, at the initiative of 
Directors-General, in cases that 
lie outside specified limits 

Group SEAs, within specified 
limits 

Individual Wage Fixing Individual SEAs, at the initiative 
of Directors-General, in cases 
that lie outside specified limits 

Individual SEAs, within specified 
limits 

Employment Conditions Mostly determined through 
legislation and centralised 
enterprise bargaining 

Except for: 
Agency-specific classifications 
Specific working arrangements 
and employment conditions 
established in “Agency 
Schedules” 

Table 17: Current roles and responsibilities for wage fixing in the ACTPS 

This table indicates to us that there the work of establishing an effective 
remuneration policy will require a high level of coordination between the current 
actors to ensure that consistent outcomes are achieved on a whole of Service 
level. 
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10 COMPETITIVE LABOUR MARKETS 

10.1 INTRODUCTION 

The ACTPS competes with all levels of government and the private sector for 
skilled workers in the trades and the professions. 

There are several occupations where demand is high and supply is low, resulting in 
a shortage of labour. For many occupations, the ACTPS is competing with the 
private sector; for some others, the ACTPS’ main competitor is the APS. In many 
respects, the private sector is not as constrained as the public sector in the kinds 
of employment arrangements it can enter into. 

Labour market conditions fluctuate as industry sectors expand and contract, and 
with general changes in the state of national and regional economies. 

Other public sector organisations have adopted measures to become more 
competitive in key segments of the labour market. To continue to meet client 
needs, the ACTPS must also continually review its competitive position within 
these labour markets, and develop effective measures to overcome recruitment 
challenges. 

Fair market rates based on comparing like work performed in like circumstances 
may not work to attract and retain a skilled workforce in the case that short- and 
medium- term imbalances in labour supply drive up the price of labour for reasons 
of scarcity. 

The ACTPS has adopted a range of measures to address cases of this kind. 
Financial responses include: 

 accelerated incremental advancement, which provides agencies with the 
option of advancing existing employees more rapidly in the scale of salary 
points for their classification, 

 similarly, there is scope for agencies to offer higher commencing salaries 
to exceptional job applicants, 

 Special Employment Arrangements, that address both the retention of 
existing employees and the attraction of new employees. 

We are not tasked with making recommendations on non-salary responses. 
However, they cannot be ignored in fixing fair market rates (see also Parts 7 and 
13). 

In the course of the last several years, the ACTPS has established a common 
system of entitlements to leave and other support for employees’ to deal with 
work-life balance issues. In the local labour market, the ACT competes favourably 
with the APS in non-salary terms. 
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The following Table compares the APSC’s recommended levels of entitlements for 
APS enterprise agreements with the provisions contained in ACTPS enterprise 
agreements. 

TERMS AND CONDITIONS APSC RECOMMENDED APPROACH ACTPS ENTITLEMENT 

Hours of Work 

Flextime To be provided to APS 1-6 employees and 
those in training classifications (if 
applicable). 
Employees should not carry a flextime 
credit of more than 1 standard week from 
one settlement period to the next. 

Similar scheme 

Time Off in Lieu (TOIL) TOIL may be provided to EL1-2 employees 
at management’s discretion. It can not 
provide entitlements that are similar to a 
flextime scheme. 

Flexbank – up to 1 week off per 12 
months 

Flexible working 
arrangements (including 
part-time work) 

Requests to be considered in accordance 
with the employee’s individual 
performance, personal needs and 
operational requirements. 

Significant explicit framework for 
flexible working arrangements, 
supported by various types of leave 

Remuneration 

Superannuation Payment Contribution rate as per PSSap rate (as at 1 
January 2011, the rate is 15.4%), if not 
otherwise determined by superannuation 
fund rules (e.g. PSS and CSS). 

9%, except for existing members of 
CSS, PSS, PSSap 
Salary sacrifice for superannuation 
purposes available for all staff 

Workplace Issues 

Individual flexibility Provisions at least in line with s.203 of the 
FW Act. 

Yes, in relation to a limited range of 
entitlements 

Employee representation 
and Workplace delegates 
rights 

Agreements to recognise the rights of 
workplace delegates and outline the 
facilities and resources available for 
delegates to utilise on a reasonable basis. 

Comprehensive statement of support 
and supportive procedures 

Consultation Provisions at least in line with s.205 of the 
FW Act. 

Yes 

Dispute resolution Provisions at least in line with s.186(6) of 
the FW Act. 

Yes 

Leave & Redundancy Entitlements 

Annual Leave 20 days leave per annum. An extra 5 days 
leave per annum for shiftworkers regularly 
working Sundays and public holidays. 

Same 

Personal/Carer’s Leave 15-18 days leave per annum, accruable. 18 days per annum accruable 

Public Holidays The same public holidays as the NES (s.115 
of FW Act). 

8 national holidays, 
plus substitution for Australia Day and 
Anzac day, 
plus Canberra Day, 
plus Labour Day, 
plus Family and Community Day, 
plus Easter Saturday 

Table 18: Comparison of ACTPS conditions with APSC Recommendations 
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TERMS AND CONDITIONS APSC RECOMMENDED APPROACH ACTPS ENTITLEMENT 

Leave & Redundancy Entitlements, continued 

Compassionate/ 
Bereavement Leave 

2-3 days paid leave per occasion. For 
irregular or intermittent employees, leave 
is to be unpaid. 

5 days per occasion for bereavement 

2 days per occasion for life 
threatening illness of close family 

Cultural, Ceremonial and 
NAIDOC Leave 

Agencies should seek to facilitate leave in 
a reasonable way on a case by case basis 
(e.g. through miscellaneous leave) 

10 days/2years ATSI or religious 
ceremonial leave (WOP) 

1 day NAIDOC Leave, 

Defence Reservists Defence reserve leave at least as per 
Defence Reserve Support Council advice. 

Substantial paid leave for annual 
training and additional leave for other 
training as required from time to time 

Community Service 
Volunteer Leave 

Community service leave to include all 
emergency services responses, regular 
training, reasonable travel and recovery 
time and ceremonial duties. 

Indefinite paid jury leave, 

4 days paid emergency response leave 
(per incident), 
3 days paid per year for other 
voluntary community work. 

Maternity Leave (incl. 
adoption and foster carers 
leave) 

A minimum of 2 weeks additional paid 
maternity leave i.e. paid leave provided in 
addition to entitlements under the 
Maternity Leave (Commonwealth 
Employees) Act 1973 for a total of 14 
weeks paid leave. 
Arrangements for parents 
adopting/fostering a child to mirror 
maternity leave provisions and rules (ie 14 
weeks leave for eligible employees). 

18 weeks paid 

Paid Parental Leave A minimum of 2 weeks paid parental leave 
for supporting partners. 

18 weeks (shared with person eligible 
for Mat Leave) 

Bonding leave – 2 weeks, and up to 1 
week from personal leave 

Return to Work After 
Parental Leave 

As a minimum, provisions in line with s.84 
of the FW Act. 

Enhanced provisions 

Long Service Leave Leave to be in accordance with the Long 
Service Leave (Commonwealth Employees) 
Act 1976. Long service leave must be 
accessed at a minimum of 7 calendar days 
per occasion. 

Same basic entitlement 

Access to pro rata entitlement after 7 
years 

Portability of leave As a minimum, must cover employees 
from the APS, Parliamentary Service and 
the ACT Government. Portability may be 
facilitated in other circumstances. 

Recognition of prior service for LSL, 
personal leave and eligibility for 
access to paid parental leave 

Christmas Closedown At a maximum, the days between the 
Boxing Day Public Holiday and the New 
Years Day Public Holiday or days in lieu 
(note that there is no requirement to have 
closedown). 

These days, plus additional day after 
Boxing Day, 
plus Xmas close down 

Redeployment, reduction 
and retrenchment (RRR) 
provisions 

Provision for compulsory RRR and no 
enhancement of existing provisions, 
based on longstanding existing policy. 
Retention periods optional. 

Redeployment is the first option. 
Involuntary redundancy in certain 
circumstances and with union 
agreement 

Table 18: Comparison of ACTPS conditions with APSC Recommendations, continued 
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This comparison shows that: 

 With the exception of superannuation, the ACTPS equals or exceeds the 
proposed APS standard. 

 But balancing off to some degree the difference in superannuation 
contributions, the ACTPS offers better conditions than the APS standard in 
relation to parental leave, compassionate and bereavement leave, 
community services leave, and cultural and ceremonial leave. 

When comparing the ACTPS with State jurisdictions that offer the same 
superannuation benefit, a generally higher standard of these employment 
conditions must be taken into account when making a judgment about what 
salary benchmarks should be adopted. 

In our Element 1 report (O’Shea and Smith 2011), we drew attention to the 
importance of addressing the Employee Value Proposition (Smith 2010)—that is, 
to take into account all the factors that make employment with the ACTPS 
attractive to prospective and current employees at every life stage. 

We foreshadow that the Shared Salary Spine that will be a key feature of our 
Element 3 report will provide for several pay points at every classification level. 
The option of using the pay points within the salary scale for a classification in a 
flexible way to retain existing staff or attract suitable applicants will continue to 
be available to the employer. 

Relocation allowances are not within the scope of the Classification Review 
Project. Payments of this kind may facilitate engagement but are properly 
characterised as recruitment expenses. 

It is clear from the research that we have undertaken over the last few months 
that skill shortages exist in several occupations, with the following labour market 
effects: 

 employers are finding it difficult to recruit suitable applicants to fill vacant 
positions, and 

 the range of salaries is widening, particularly for the most skilled and most 
specialised workers in these occupations. 

Offering higher wages to retain highly skilled staff or to attract exceptional talent 
to an organisation has emerged as a prominent remuneration strategy in the 
public sector in the last 10-15 years 

Adequate fair market rates will narrow the gap between the current enterprise 
agreement rates of pay and the rates paid in the market for employees possessing 
rare and specialised qualifications and skills. 
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However, it is not realistic to expect a Shared Salary Spine based principally on 
work value and well-established internal relativities to meet the dual challenge of 
delivering fair market rates in the majority of cases, and providing flexibility in 
remuneration in exceptional cases. 

We consider that the interests of the ACTPS are best served by continuing with a 
two tier approach to determining salaries: 

1. Salary scales that reflect fair market rates for the variety of work 
performed in the ACTPS will continue to be explicitly fixed in enterprise 
agreements. 

2. For occupations demonstrated to be in shortage, supplements may be paid 
to bring total remuneration up to levels that meet external market 
remuneration benchmarks. 

The proposed Shared Salary Spine, built on the basis of our market rates research, 
is intended to address the majority case: 

 ACTPS employment groups which have low turnover (over 95% of ACTPS 
employees are in employment groups with turnover of less than 10%), and 
low vacancy rates, 

 occupations in good supply, and 

 qualifications and skills in good supply. 

We expect that the minority case – high turnover occupations in shortage – will be 
addressed to some degree by the proposed Shared Salary Spine, and may be 
expected to reduce the ACT’s reliance on “tier 2” solutions such as SEAs. But the 
need for these solutions will not disappear. 

10.2 LABOUR SUPPLY 

We do not intend to analyse labour supply problems in detail. But we do wish to 
highlight the reality of widespread labour supply issues in various segments of the 
Australian labour market. 

At Annexe L: we have summarised recent skills shortage information published by 
the Australian Government Department of Education, Employment and 
Workplace Relations. DEEWR regularly analyses and reports on skill shortages 
around Australia, and this information is readily available for agencies who wish to 
assess whether particular skills are in high demand in the marketplace, and for 
managers who are required to justify salary supplementation. 

We note that some of the skill shortages identified to us by agencies and unions 
are confirmed by this information, while others are not. 
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10.3 ATTRACTION AND RETENTION INCENTIVES 

The persistent difficult state of the labour market for certain occupations has seen 
public sector employers developing remuneration strategies intended to support 
the attraction and retention of skilled labour. Salary supplements for new and 
existing employees are an accepted part of the attraction and retention toolkit for 
many employers. 

As well as reviewing the ACTPS approach, the Consultants held discussions over 
attraction and recruitment incentive payments with representatives of the 
Brisbane City Council (BCC), and the public services of Queensland (QPS) and New 
South Wales, and examined documents from other organisations. 

10.3.1 ACTPS 

The present arrangements in ACTPS enterprise agreements enable Directors-
General to approve Special Employment Arrangements (SEAs). 

In determining whether a SEA should apply to a position, the Director-General will 
take into account the following criteria: 

(a) the position is critical to the operation of the Agency or to a business unit 
in the Agency; 

(b) an employee who occupies the position requires specialist qualifications or 
specialist or high level skills; 

(c) the skills required by the employee who occupies the position are in high 
demand in the marketplace; 

(d) the position would incur significant costs to replace. 

[Our emphasis] 

ACTPS SEAs may be individual or collective. 

A SEA may contain: 

(a) enhanced pay rates, which must not exceed 50% of the existing pay of the 
occupant of the position under the relevant enterprise Agreement; 

(b) provision for privately plated vehicles (when there is a “clear, 
unambiguous and exceptional need”); 

(c) other terms and conditions of employment (ditto); 

(d) in the case where an Australian Workplace Agreement is terminated, the 
terms and conditions of employment that were contained in the Australian 
Workplace Agreement. 
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Should the Director-General consider that there is a compelling reason for the 
Agency to pay enhanced rates of pay in excess of the 50% cap of the existing pay 
of the position, the Director-General must apply to the Head of Service for 
approval to do so. 

An application to the Head of Service must include relevant and appropriate 
market data as well as an explanation of why the Director-General considers that 
there is a need to pay above the 50% cap. 

In assessing whether a rate of pay above the 50% cap should be paid to any 
employee, the Chief Executive should give particular consideration to the 
consequences the granting of the SEA may have on its ability to recruit and/or 
retain executive positions. 

SEAs must be paid as fortnightly salary – lump sum bonuses are specifically 
excluded. Consistent with this approach, SEA salary supplements are taken into 
account for superannuation purposes, and are paid during periods of paid leave. 

The rates of pay under SEAs are increased in accordance with the increases in pay 
rates provided for under enterprise agreements. 

SEAs prevail over the terms of an enterprise agreement to the extent of any 
inconsistency. Overall, there are few limits on what an SEA can or cannot contain 
(subject to clear, unambiguous and exceptional need) except that: 

 an SEA cannot, when assessed as a whole, result in a reduction in the 
overall terms and conditions of employment provided under the 
agreement, 

 be less favourable that the National Employment Standard, 

 provide for pay rates that are lower than the pay rates in the agreement. 

On the face of it, this suggests that it is intended that the employer can take a 
“total remuneration” approach to developing and negotiating the contents of an 
SEA to meet the EVP of each employee/applicant. Salary packaging arrangements 
have been available to most employment categories in the ACTPS since the 1990s. 
SEAs seem to us to be a natural adjunct to these arrangements. 

 Taken together, salary packaging and SEAs provide a substantial degree of 
flexibility in total remuneration, 

 SEAs and salary packaging can be used creatively to remove barriers to 
recruiting and retaining skilled employees by bridging the difference 
between “standard” ACTPS entitlements and “non-standard” entitlements 
commonly found in other industries – e.g. motor vehicle allowances, 
additional superannuation contributions. 
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We note that in the present SEA clause: 

 there is a bias towards providing superior salary, which can be significantly 
in advance of enterprise agreement rates, 

 there is no guidance provided regarding which elements of remuneration 
are to be taken into account when making a comparison between internal 
and external remuneration levels, 

 only salary is taken into account in determining whether the SEA is “within 
power” for a Director-General – yet a $25,000 “exclusive use” motor 
vehicle benefit could easily result in the total value of the remuneration 
supplement being much higher than 50%, 

 while there are provisions regarding review and termination of SEAs, there 
is nothing that requires a termination date to be included in the terms of 
the SEA itself. 

So far as SEAs are concerned, we notice that: 

 A large number of SEAs fix salaries that overlap the Executive salary range. 

 The present SEA clause provides that Directors-General “should give 
particular consideration to the consequences of granting the SEA may 
have on the ability to recruit and/or retain Executive positions” but only in 
respect of SEAs that would take total salary above the 50% “cap” (CMCD 
Enterprise Agreement 2011). 

 Salaries for Executives are set by the Remuneration Tribunal. The following 
Table documents the levels at 1 November 2011. 

Remuneration Point Remuneration (at 1/11/2011) 

Level 3.12 

Level 3.11 

Level 3.10 

Level 3.9 

Level 3.8 

Level 3.7 

$308,079 

$285,644 

$270,736 

$257,417 

$244,103 

$230,856 

Level 2.6 

Level 2.5 

Level 2.4 

$222,535 

$190,979 

$177,661 

Level 1.3 

Level 1.2 

Level 1.1 

$156,093 

$142,777 

$129,460 

Table 19: ACTPS Executive Remuneration Levels at 1 November 2011 
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 A 50% market allowance applied at any level of senior officer/senior 
professional officer will overlap the current Executive salary range: 

Classification Salary 18/8/2011 Plus 50% Executive 
pay point 

Senior Officer Grade C 

and Health Professional 4 

$86,750 

$93,535 

$130,125 

$140,303 

1.1 

1.1 

Senior Officer Grade B 

and Health Professional 5 

$102,499 

$107,797 

$115,387 

$153,749 

$161,696 

$173,081 

1.2 

1.3 

1.3 

Senior Officer Grade A 

and Health Professional 6 

SPO Grade A (Eng & related) 

$119,042 

$120,969 

$178,563 

$181,454 

2.4 

2.4 

Table 20: ACTPS Market Allowances at 18 August 2011 

In 2009-10, approximately 40% of SEAs (103/245) applying to occupations in scope 
for this project exceeded the lowest Executive pay point. 

The range of base salaries for a small number of non-executive classifications in 
the ACTPS – including senior medical officers, medical physicists and radiation 
therapists – already overlap the Executive salary range. NSW, Victorian and 
Tasmanian classification structures all contain non-executive classifications whose 
salaries overlap or coincide with their executive grades. 

From 1996 to 2011, the SO A-to-Executive 1 inter-grade salary gap shrank by almost 
7%, as a result of the independent run of history for Remuneration Tribunal 
decisions on the one hand and enterprise bargaining outcomes on the other. 
Given this history it was inevitable that overlap would eventually occur, but other 
factors also have contributed—eg: the application of large SEAs to some SO A, 
SITO A and SPO A positions. 

10.3.2Brisbane City Council 

Senior Specialist Professionals (SSP): In return for a market-pegged salary that is 
at the 25th percentile of the external market, employees must forego : 

 fixed hours and 

 flextime 

These staff may also sacrifice salary: 

 up to 5% for professional development support, and 

 to provide for a novated lease on a motor vehicle. 
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These employment conditions more closely meet the demands on benefits 
enjoyed by senior professionals in the private sector. 

The SSP option is available to engineers, architects, town planners and project 
managers at BCC Professional Band 5 and above. 

These employees otherwise receive the rest of the conditions in the BCC 
enterprise agreement. The employer’s view is that the package of conditions in 
the BCC agreement is justification for targeting the first quartile of the market, 
rather than any point higher . 

SSPs pay rates are reviewed every six months. If there is an increase in the 
external market, the employees’ market related salaries rise accordingly. If there 
is no increase, salaries are frozen until Enterprise Agreement rates increase to 
overtake them. 

The six month reviews are conducted by a Remuneration Committee of Council, 
who are advised by two full-time in-house remuneration consultants. The 
consultants rely on a variety of sources, including salary surveys by remuneration 
consultants (eg: Hay). 

 The BCC employs approximately 9,000 employees, suggesting that it may 
be useful for the ACTPS to examine aspects of its approaches. 

Common law contracts for Professional Services Employees have National 
Employment Standards (NES) conditions only, and are for fixed terms. They are 
targeted at external recruits to engineering, architecture, town planning, project 
management, and high level manager roles. 

 These contracts can only be approved by the Chief Executive Officer (CEO). 

10.3.3Queensland Public Service 

A Mercer report 4 years ago indicated that, up to AO5 and equivalent, the QPS is 
offering reasonably competitive salaries. Above that point, QPS salaries are 
generally less competitive. 

A 2008 Directive contains a mechanism for engaging individual fixed term 
employees in unique roles for a period of up to five years to meet the special skill 
demands of particular projects. The standard practice is to pay these employees 
at or below the 25th percentile of the going rate in the relevant private market. 

For cases involving more than one job, agencies may submit a business case to 
Budget Review Committee of Cabinet for consideration in accordance with the 
2010 Attraction and Retention Remuneration and Incentives Policy (Attraction and 
Retention Remuneration Policy 2011). 
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The business case must be developed in conjunction with Department of Justice 
and Attorney-General (DJAG) and the Public Service Commission (PSC). The 
business case must be supported by a very high level of research and advice. It is 
also required that any program approved by Cabinet is monitored and evaluated. 

QPS also faces the problem of dealing with attraction to and retention in positions 
in remote and isolated locations. QPS agencies have developed a variety of 
incentives to supplement salary to meet their needs in these locations. 

The QPS is a user of skilled migration programs, but the Government requires that 
the local market is tested before an agency resorts to overseas recruitment 
(Skilled Migrant Employment Policy Statement 2011). 

10.3.4New South Wales 

New South Wales agencies have two options open to them: 

 an attraction and retention payment – or Skills Shortage Allowance (SSA) – 
of up to $13,000 per annum for staff at Level 12 of the NSW classification 
structure or professional equivalents 

 an uncapped higher responsibilities allowance, that is usually used to 
provide temporary recognition of higher level work, but is sometimes used 
in a similar manner as the SSA. 

The Department of Premier and Cabinet (DPC) monitors occupations in shortage 
and records of previous cases and can advise agencies accordingly. Skills Shortage 
Allowances: 

“are not intended as the first response to identified difficulties, but rather as 
an additional tool...” and, 

“should not be used as a means to match the market for all positions where 
retention and attraction have been experienced, but used only when the 
shortage is having a significant disruptive effect on service delivery to 
customers.” 

As well: 

“care should be taken to ensure that the total remuneration package is 
less than minimum SES level 1.” 

(Guidelines for the Implementation of Skill Shortage Allowances n.d.) 

Extensive policy guidance is provided by DPC regarding the criteria that 
characterise suitable cases for payment, and the calculation, commencement, 
administration, annual review and termination of allowances. 
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10.3.5Western Australia 

Attraction and Recruitment Incentives in the WA government are: 

 paid to employees who are engaged in key or critical positions that have a 
clear and significant impact on specific Government endorsed priority 
services, and a clear significant public interest can be established, 

 be paid at a flat dollar amounts (not percentage of salary), aligned with the 
attainment of predetermined milestones, 

 accepted by the employee as being for a specified term. 

10.3.6Other Experiences 

The University of Adelaide places both dollar and percentage limits in the 
delegation of senior executives making decisions to approve recruitment 
bonuses. The authority to approve incentives higher than $50,000 per year, or 25% 
of base salary (whichever is higher) is reserved for the Vice-Chancellor and 
President. 

The UK Children and Family Court Advisory and Support Service pays “golden 
hello” lump sums of 3,000 pounds at the commencement of employment. This 
money must be repaid in full or in part if the employee leaves employment within 
2 years. Similarly, “golden handcuff” lump sums are payable at the end of a two 
year commitment period (and not payable at all if the employee leaves before 
that time). 

10.4 PROPOSALS FOR REFORM OF SEAS 

10.4.1 General Characteristics 

We recommend that the present Special Employment Arrangements Annex to 
ACTPS enterprise agreements be revised as follows: 

 rename the scheme to something more generally understandable – 
‘Attraction and Retention Incentives’ (or ARIns), 

 the upper limit of Directors-General’s authority to approve ARIns should be 
expressed in terms of the total value of the annual remuneration package, 
not just the cash/salary component, 

 include an option to provide for attraction and retention bonuses to be 
paid “on commencement” and thereafter on an annual basis, or in 
connection with milestones, possibly in combination with a 
correspondingly smaller fortnightly salary supplement, if required, 
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 require that an ARIn will have a maximum life of 3 years, and will 
automatically terminate at the end of this period, rather than continue in 
force by default, 

 salary movements under ARIns will be tied to movements in external 
market rates, not salary movements in enterprise agreements, 

 external market rates relevant to the occupation will be reviewed every 12 
months 

 once enterprise agreement rates catch up with the level of remuneration 
in the ARIn, the ARIn will automatically terminate 

 ARIns that are likely to promote competition between Directorates for 
internal sources of labour supply should not be approved unless the 
Directorate also brings forward a comprehensive workforce development 
plan directed to improving labour supply that has been endorsed by other 
agencies likely to be adversely affected. 

The CPSU has indicated that it sees no compelling reason to depart from the 
present provisions that provide for termination by the Head of Service on 90 days 
notice, or at the time the parent enterprise agreement expires. 

We accept this view, but we believe more regular scrutiny of these arrangements 
is required. The triggers for and reasoning behind decisions to commence, 
increase, decrease or terminate market-based payments must be unequivocally 
linked to the external market. In particular, the provision in the current SEA Annex 
that permits an SEA to be rolled over to the next agreement provides an 
opportunity for much non-decision-making to occur. 

Directorates are currently responsible for undertaking market research to 
determine what level of market-related supplementation is justified. They use a 
variety of approaches, including the engagement of remuneration consultants on 
an ongoing and once off basis, engaging industrial relations consultants to 
investigate and report on work value issues and labour market conditions for 
specific groups of employees, and through subscription to specialised salary 
survey reports. 

There is necessarily some redundancy in the resources applied to this work, and 
scope for different and incompatible practices to be adopted across the Service. 
An option for the ACTPS, on the basis of its similar size to Brisbane City Council 
would be to centralise the remuneration research and advisory role. 
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10.4.2Investigation of Cases 

There must be objective evidence that the occupation required for the project or 
program are in shortage in the ACT, in NSW, and Australia-wide. An example of 
suitable evidence would be the most recent DEEWR Skill Shortage reports for the 
relevant geographic region and specific occupation. 

There should also be a record of failed recruitment to staff the position, for 
reason that there were no suitable applicants with the specific knowledge, skills 
and experience in response to advertising of the position, at the rates specified in 
the relevant enterprise agreement. 

The importance of looking closely at the market for the occupation in question, 
and basing remuneration decisions on relevant data, cannot be over emphasised, 
as the following Table shows in relation to three different professional disciplines. 

Classification Salary at 
18/8/2011 

SEA Allowance APESMA 2011 Remuneration Data 

Plus 25% Plus 50% Level 25th 
percentile 

Median 75th 
percentile 

Engineers 

SPO Grade C $86,750 

$93,535 

$108,438 

$116,919 

$130,125 

$140,303 

3 $85,321 $96,000 $110,000 

SPO Grade B $102,499 

$107,797 

$115,387 

$128,124 

$134,746 

$144,234 

$153,749 

$161,696 

$173,081 

4 $99,000 $119,538 $138,775 

SPO Grade A (Eng & related) $120,969 $151,211 $181,454 5 $121,201 $140,000 $170,000 

ICT Professionals 

SITO Grade C $86,750 

$93,535 

$108,438 

$116,919 

$130,125 

$140,303 

3 $78,000 $93,000 $108,750 

SITO Grade B $102,499 

$107,797 

$115,387 

$128,124 

$134,746 

$144,234 

$153,749 

$161,696 

$173,081 

4 $102,000 $120,000 $140,000 

SITO Grade A $119,042 $148,803 $178,563 5 $120,000 $147,000 $183,000 

Medical Laboratory Staff 

Health Professional 4 $86,750 

$93,535 

$108,438 

$116,919 

$130,125 

$140,303 

3 $71,347 $79,955 $90,000 

Health Professional 5 $102,499 

$107,797 

$115,387 

$128,124 

$134,746 

$144,234 

$153,749 

$161,696 

$173,081 

4 $88,590 $98,000 $111,458 

Health Professional 6 $119,042 $148,803 $178,563 5 $106,000 $125,000 $142,000 

Table 21: Example comparison of market data for 3 different disciplines 
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As the Table above demonstrates, a 25% market bonus that might be considered 
quite well-justified for the purpose of attracting a highly qualified and experienced 
ICT professional to a SITO A position, would be many thousands of dollars in 
excess of the market for a medical laboratory scientist being recruited to an 
equivalent salary point. 

We observe that a 50% SEA allowance is almost always excess to need in the 
examples given here, often exceeding the 75th percentile to a substantial degree. 

Finally, there must be evidence that the failure to recruit to the vacant position, or 
failure to retain a current employee, will compromise the Directorate’s ability to 
deliver on specific responsibilities to deliver Government programs (for example, 
the Canberra Plan and ACT Government Priorities). 

10.4.3Conclusions 

It is therefore proposed that Directors-General would be authorised to approve 
remuneration supplements of up to: 

 25% higher than the usual remuneration for the classification, or 

 the amount required to bring total remuneration to a level corresponding 
to the median remuneration of the relevant external market, 

whichever is the lesser. 

We consider that these somewhat tighter limits are appropriate in light of both: 

 the comparisons made in the Table above, and 

 the higher rates of pay being canvassed in this report. 

It would not be appropriate to inflate the general level of market allowances paid 
by the same factor as the adjustments recommended herein. Otherwise, the 
result would be that market allowances would never be absorbed against 
increases in enterprise agreement rates. 

Directors-General would be required to refer all cases that do not meet the 25% of 
salary/market median rate tests to the Head of Service for consideration and 
decision. 

Post-engagement, remuneration levels will be reviewed no less frequently than 
every 12 months. Where the external market benchmark for the occupation has 
either not changed or fallen, then there should be no increase in the remuneration 
supplement. 

If it is intended to establish a centralised remuneration research and advisory 
services, as we have suggested above, then the question arises as to whether all 
ARIns would be approved by the Head of Service. 
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There is concern in agencies and among unions that the current practice of 
advertising only base salaries, rather than total rates, diminishes the effectiveness 
of the SEA scheme. We note CMCD’s oral advice to the Advisory Panel on 13 
December 2011 that this position will be reviewed in the New Year. Western 
Australia and the Northern Territory already advertise the attraction incentive. 

10.4.4 Transitional Arrangements 

We recommend that, in transition, SEAs that are above the new levels at the time 
the change takes effect will be reviewed, and the relevant Director-General: 

 will replace the SEA with a new ARIn that is within the new levels, or 

 cancel the SEA, or 

 refer the case to the Head of Service for consideration. 

Until the current ACTPS enterprise agreements are reviewed in 2013, there is no 
scope for the parties to change fundamental aspects of the scheme. However, 
that should not prevent CMCD from issuing further guidance and direction to 
agencies on best practice in this field. 

Consistent with the intention that the Classification Review Project will further 
simplify and regularise terms and conditions of employment for ACTPS 
employees, we consider it is within scope for us to recommend that all remaining 
Australian Workplace Agreements be terminated. 
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11 INFRASTRUCTURE SERVICES CAREER CLUSTER 

11.1 MINIMUM RATE FOR GSO GRADES 

When the GSO and HSO (Health Services Officer) grades were originally created, 
the salary scales for both streams were identical. At a now distant point in time, 
during a period when divergent outcomes in enterprise bargaining were 
encouraged, the salary scales for HSO 2 to HSO 6 moved slightly ahead of the 
corresponding grades in the GSO stream. At the same time HSO 2 and HSO 3 at 
TCH had an extra pay point added. 

In fixing the lowest point in the new Shared Salary Spine, we propose that higher 
of the two Level 2 rates prevail – that is, HSO 2.1 (presently $38,010), rather than 
GSO 2.1 ($37,314). This will lift the base point for construction of the Shared Salary 
Spine by 1.87%. 

The value of this differential ranges between 0.27% to 2.90% at various pay points. 
We propose that this differential be removed before GSOs are translated into the 
shared salary spine. In this Part, we have adopted the HSO5 and HSO6 minimum 
salary points as the starting point for base tradesperson and licensed 
tradesperson salaries. 

The relative position of HSOs to their interstate counterparts is discussed in the 
next Part of this report (section 12.2.2). 

11.2 BUILDING TRADES EMPLOYEES 

11.2.1 Salary Benchmark 

The CEPU and CFMEU proposed that the labour market of most relevance to the 
ACT is the private sector building industry in the ACT and nearby NSW. In our 
Element 1 report, we accepted and adopted this approach , and undertook 
research in late June 2011 to establish what is the general level of wages paid in 
this labour market. 

We found that the median salary for an unlicensed tradesperson is $51,699. This 
figure excludes licence allowances, construction industry fares, employer 
superannuation contributions, and payments to ACIRT and like redundancy funds, 
but includes productivity payments, construction industry allowance and tool 
allowances, and generally subsumes all separate disability allowances (DA) 
normally found in building industry awards. 

The building unions, and in particular the CEPU, dispute the proposed benchmark, 
on the basis of the outcomes typically achieved by the union in recent 
negotiations with ACT private sector employers. They have suggested a typical 
rate of $65,780 including fares, and about $5,200 less without. 
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Our observation, based on research, is that not all of the agreements we 
examined in June 2011 follow the typical model for union-negotiated outcomes. 
Some union-negotiated agreements have delivered results higher than the typical 
figures quoted by the building unions, but in several agreements current at that 
time, total remuneration was below the levels identified by the unions. 

We also noted in our Element 1 report that there is substantial diversity of practice 
in the remuneration of General Services Officers (GSO) in the ACTPS. In particular, 
there are several examples of composite allowances for various trades and non-
trades employees in the GSO workforce, in some agencies (e.g. TAMS). In other 
agencies (e.g. ACT Health), disability and other allowances are paid on an as-
incurred basis. 

11.2.2 Disability Allowances 

From time to time, the parties to various ACTPS enterprise agreements have 
agreed to undertake a review of allowances. We have direct knowledge of 
agreements expressing this intention that date back to 1986. It is probably 
overdue for the ACTPS to address this issue for staff in the GSO stream. 

The current suite of GSO allowances dates back to a time when a large number of 
blue collar employees engaged by the APS – with the exception of some salaried 
supervisory grades – were weekly hire employees. Their terms and conditions of 
employment were modeled on private sector blue collar awards, which did then – 
and still today do – contain a large number of separate disability allowances. The 
ACTPS GSO Award and the current ACTPS enterprise agreements are today little 
different from the blue collar determinations and awards that were in place in 
1986. 

We do not consider that there is any in-principle reason to exclude the disabilities 
associated with building trades work from base rates of pay. Indeed, “the 
conditions under which the work is performed” is normally taken into account 
when work value is considered. 

We note that the UK National Health Service Job Evaluation Factors include 
Working Conditions, a factor that: 

“measures the nature, level, frequency and duration of demands arising from 
inevitably adverse environmental conditions (such as inclement weather, 
extreme heat/cold, smells, noise, and fumes) and hazards, which are 
unavoidable (even with the strictest health and safety controls), such as road 
traffic accidents, spills of harmful chemicals, aggressive behaviour of 
patients, clients, relatives and carers.” 

(The NHS Staff Council Job Evaluation Group 2010) 
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The UK National Joint Council Job Evaluation Scheme (used by a large proportion 
of the UK’s local government authorities) similarly takes into account Working 
Conditions: 

“This factor measures exposure to disagreeable, unpleasant, uncomfortable 
or hazardous working conditions arising from the environment or from work 
with people. 

It covers the frequency, duration and nature of conditions, such as dust, dirt, 
temperature extremes and variations, humidity, noise, vibration, fumes and 
smells, human or animal waste, steam, smoke, grease or oil, inclement 
weather, lack of privacy or isolation, and the risk of illness or injury arising 
from exposure to diseases, toxic substances, machinery or work locations. It 
also covers abuse, aggression and risk of injury from people. 

The factor measures those aspects of the working environment that are 
unavoidable and integral to the job. Health and safety regulations and 
requirements are assumed to be met but the requirement to wear protective 
clothing may create disagreeable or uncomfortable conditions. The emphasis 
of this factor is on the degree of unpleasantness or discomfort caused. This 
takes into account the frequency, intensity and duration of exposure to 
particular conditions; and the additional effect of variations or combinations 
of conditions.” 

(Bolton Council n.d.) 

We recognise that there are, however, several factors that operate to make the 
incorporation of disability allowances into base rates of pay problematic: 

 Disability allowances are usually expressed as flat money amounts (the 
plumbing industry modern award being an exception to this rule). Total rates 
built on the basis of flat rate additions will result in compressed salary 
relativities. 

 Current arrangements are complex: e.g. there is a mix of cumulative and non-
cumulative allowances. 

 Building disability allowances into the base rate of pay at all levels of the 
classification structure may operate to inflate the pay rates for employees 
who are not exposed to the same disabilities. 

 Disability allowances are not generally paid when the employee is on leave. 

 Disability allowances are not taken into account when calculating the 
employer’s contribution to superannuation accounts. 
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We note that when the new unified classification structure was introduced in 
Tasmania in 2008, the following allowances were deleted: 

 electrical trades allowance 

 plumber’s allowance 

 licence reimbursement allowance 

 foul and nauseous linen allowance. 

To match the contemporary pattern in the ACT private sector, a number of 
separate disability and functional allowances would be incorporated into the base 
rate of pay. The intention is to reflect the majority of incidents of employment in 
an all up rate of pay. The following Table identifies the categories of employee 
covered by the proposal. 

Group Definition 

Building trades employees 

Civil construction employees 

Plant operators 

Electrical trades employees 

As defined in the “GSO Award” and Annex C of 
the ACTPS 2010-2011 enterprise agreements 

Plumbing and mechanical services workers Employees undertaking plumbing work as 
defined in the Plumbing and Fire Sprinklers 
Award 2010, that is: “plumbing, gas-fitting, roof 
plumbing, lead burning, ship plumbing, heating, 
airconditioning or ventilation plumbing, 
irrigation installation, pipe-fitting or domestic 
engineering work.” 

Apprentices related to these trades 
Labourers and trades assistants employed in connection with these trades 
Supervisory grades from GSO 7-10 in these trades 

Table 22: Scope of the Proposal for Building Trades Group 

All of the allowances detailed in the Table 23 will be entirely replaced by the new 
rates of pay. To establish a new salary benchmark that incorporates these 
allowances (to mimic the private sector model) the annual base salary for a 
tradesperson would need to be increased by approximately $1500. 
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Separate disability allowances: Asbestos handling 
Cleaning economisers, boilers, etc. 
Cold places 
Confined spaces 
Dirty work 
Dry polishing tiles 
Epoxy-based materials – use and proximity 
Explosive power tools 
Fumes – sulphur, acid, etc. 
Heavy blocks – laying 
Height work – construction and painting trades 
Hot places 
Insanitary conditions/sewerage sludge 
Insulation 
Leadburning 
Live sewer work 
Offensive and dirty material 
Plumbing allowance 
Poison spray gangs 
Rain 
Roof repairs 
Second hand timber 
Spray painting 
Tile cutting 
Unsewered toilets/sewerage sludge 
Unusually obnoxious work 
Wet places 
Wet work 

Table 23: Allowances to be subsumed into the base rate of pay 

We note the existence of the following composite allowances, all of which contain 
some measure of compensation for disabilities: 

 “Roads” 

 Facilities Management Composite Allowances 
o Building Trades 
o Plumbers 
o Trades Assistants – building, civil construction, electrical and 

plumbing trades only 
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For employees who do not presently receive a composite allowance, our 
evaluation is necessarily arbitrary, but we believe it is set at a fair level, relative to 
existing composite allowances, and bearing in mind that: 

 current composite allowances do not always incorporate every disability 
allowance, but 

 no disability allowances at all are excluded from our proposal. 

For employees who do receive a composite allowance, to the extent that these 
allowances compensate for disabilities, plumbing/electrical licenses or a 
tradesperson providing their own tools, it is intended that the new arrangement 
will allow the composite allowances to be abolished. To the extent that they deal 
with other entitlements, these should be separately identified and evaluated, and 
new allowances created to deal with the residual matters. 

11.2.3 Qualification and Functional Allowances 

It is also recommended that the client, agencies and unions give consideration as 
to whether the following allowances are better dealt with in the classification 
structure, as a component of base salary. 

Separate qualification allowances: Engine driver’s certificate 
Senior plant operator 

Separate functional allowances: Compute quantities 
Sideling 

Table 24: Allowances requiring specific consideration 

Extensive variations to current enterprise agreements will be required to give 
effect to these changes. If new modern awards are to be written, they must give 
effect to the abolition of separate disability allowances, with a corresponding 
increase in the minimum rates to be included in the award. 

11.2.4 Exclusions 

Subject to the further views of the client, agencies and unions, the following 
allowances are not intended to be included in this scheme, and would continue to 
be paid separately. 

 Tool allowances 

 Construction Industry Allowance (CIA) – to distinguish on-site from 
workshop situations 

 Cemetery Composite Allowance 

 “Roads Travel” 
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The purposes for which CIA is paid overlap to some degree with Table 23 for dirty 
work, wet work and height work. However, in our view, the essential and 
distinguishing purpose of CIA is to compensate of the particular disabilities of 
construction sites (as opposed to workshops and maintenance work). Clause 24.1 
of the General Service Officers and Related Classifications (Australian Capital 
Territory Public Sector) Award 2001 is relevant. 

11.2.5 Licence Allowances 

We also recommend that license allowances be incorporated into the base rate of 
pay. This will be achieved by creating a specific licensed tradesperson 
classification at the equivalent of current GSO 6. On that basis, separate plumbing 
and electrical licence allowances can be abolished. As an example of this 
approach, a licensed plumber would receive total salary in accordance with the 
following Table, before translation to the Shared Salary Spine. 

HSO 6 
At 18 July 2011 

Disability 
allowance 

compensation 

Construction 
industry 

allowance 

Tool 
allowance 
plumber 

Total cash 
remuneration 

$46,775 

$47,522 

$48,195 

$48,872 

$1,500 

$1,500 

$1,500 

$1,500 

$1,572 

$1,572 

$1,572 

$1,572 

$1,351 

$1,351 

$1,351 

$1,351 

$51,198 

$51,945 

$52,618 

$53,295 

Table 25: Proposed Salary Range for licenced plumber (before translation) 

The translation point of a GSO in the new Shared Salary Spine will include the 
agreed level of disability allowance compensation. We consider that the expected 
total cash remuneration for the licensed plumber ($53,295) is reasonably 
comparable with the previously identified benchmark for the unlicensed 
tradesperson ($51,699), when the licence allowance is taken into account ($51,699 
+ $1,515 = $53,214). 

11.2.6 Dual Trades 

We also recommend that the possession of dual trades recognised by the 
employer as being relevant to an employee’s duties would be recognised at the 
equivalent of GSO 7 in the new pay/classification structure (in line with the 
practice already in place in ACTION). Dual tradesperson remuneration based on 
GSO 7 would result in correspondingly higher rates. 
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The following is another plumbing example. Similar calculations can be performed 
for building and electrical tradespersons, yielding broadly similar outcomes. 

GSO 7 
At 18 August 2011 

Disability 
allowance 

compensation 

Construction 
industry 

allowance 

Tool 
allowance 
plumber 

Total cash 
remuneration 

$50,317 

$51,247 

$52,219 

$53,250 

$1,500 

$1,500 

$1,500 

$1,500 

$1,572 

$1,572 

$1,572 

$1,572 

$1,351 

$1,351 

$1,351 

$1,351 

$54,740 

$55,670 

$56,642 

$57,673 

Table 26: Proposed Salary Range for Dual trades plumber (before translation) 

11.3 METAL TRADES EMPLOYEES 

Unlike the situation in the local building industry, there are very few local 
comparators for metal trades employees in the ACTPS. 

The AMWU identified the Westrac agreement as being a suitable benchmark. We 
note that Westrac is Australia’s largest Caterpillar dealer and has significant 
involvement in the mining industry. We have also identified the Downer EDI 
agreement. 

We have compared the pay rates in these agreements with the ACTION workshop 
rates in Table 76 in Annexe G: . 

The Westrac and Downer EDI agreements override the relevant modern awards 
and displace all other agreements in their entirety. They make no mention of 
separate disability allowances, so we take it that these are accounted for in the 
base rate of pay. On the other hand, ACTION Workshop staff receive an allowance 
in lieu of disabilities of $5,200 per annum. This allowance brings the ACTION and 
Downer EDI rates into close comparability. 

The ACTION and Downer EDI agreements set out a definite career structure. The 
Westrac agreement includes a 5% leading hand allowance, but otherwise provides 
for a simple 11 step salary range for trades staff with no functional distinction. 

The Westrac salaries set out at Table 76 in Annexe G: are for a 40 hour week. 
Further, the same 40-hour hourly rate is paid for the next ten hours of work, 
before a higher rate becomes payable. Employees are paid at time and a half for 
hours in excess of normal rostered hours, or once they work more than 50 hours 
per week. Normal hours of work may be up to 12.5 hours each shift (including an 
unpaid half hour meal break), with time and a half paid for hours in excess of 12 
hours. 
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It appears then that Westrac weekly base rates include an element that 
compensates for six hours pay per week that would, under more traditional 
arrangements, form part of overtime penalty payments each week. The adjusted 
all purpose base rate under this scenario is $52,546 to $67,101 (multiply by 50 and 
divide by 56) which is less than ACTION’s annualised salaries for GSO 5s, 6s and 7s 
($60,860 to 68,892). 

On this basis, I conclude that ACTION workshop salaries are already set at fair 
market rates. So far as other ACTPS metal trades staff are concerned, their 
placement in the new classification structure based on qualifications and 
experience will be dealt with in Elements 3 and 4 of this review. 

Page 63 



  

  

   

           
          

           
          

     

   
 

 
 

  
 

     
     
     
     

 

 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

  
 

 
 

 
 

 
 

  
  

            

   
 

 
 

  
 

  

 
 

 
   

 
 

 

 
 

  
  

 
 

 

  
 
 

  
 

 

 
 

   
  

 
 

 

            

      

           

            
 

            

ACT Public Service Classification Review: Element 2 Interim Report FINAL 

11.4 HORTICULTURAL EMPLOYEES 

As with metal trades employees, there are few examples of enterprise 
agreements for horticultural employees in the ACT outside the ACTPS. 

We have examined the Landscape Direct Enterprise Agreement 2010 and the 
Department of Parliamentary Services Enterprise Agreement 2011. Pay rates under 
these agreements are summarised below: 

Grade Requirements Hourly 
rate 

Weekly 
rate 

Annual rate ACTPS 
equivalent 

Level 1 Labourer < 3 months 15.50 $589 $30,726 

Sub-GSO 3 
Level 2 Labourer > 3 months 16.00 $608 $31,717 
Level 3 Gardener 17.00 $646 $33,700 
Level 4 Gardener w/Certificate 18.50 $703 $36,673 
Level 5 min 
Level 5 max 

Gardener w/Certificate 
with more experience 

20.00 
25.00 

$760 
$950 

$39,647 
$49,558 

GSO 3 
GSO 6 

Level 6 min 
Level 6 max 

Supervisor 
or specialist 

25.00 
30.00 

$950 
$1,140 

$49,558 
$59,470 

GSO 7 
GSO 9 min 

Table 27: Landscape Direct Enterprise Agreement 2010 – Classifications and pay rates 

PSL 1/2/3 Broadband Annual rate ACTPS 
equivalent 

PSL 1 min 
PSL 1 max 

$49,135 
$51,481 

GSO 7 

PSL 2 min 
PSL 2 max 

Trade certificate (III) 
plus 2 years relevant experience 

$53,218 
$57,076 

GSO 8 

PSL 3 min 
PSL 3 max 

Post trade qualification 
plus 5 years relevant experience 

$58,346 
$60,972 

GSO 9 

PSL 4/5 Broadband 
PSL 4 min 
PSL 4 max 

$61,190 
$67,577 

GSO 9/TO3 

PSL 5 min 
PSL 5 max 

Certificate 5 qualification 
plus 7 years relevant experience 

$68,929 
$73,949 

GSO 10/TO 4 

Table 28: Parliamentary Services Enterprise Agreement 2011 – Classifications & pay rates 

Our conclusions from this material are: 

 there is a wide range of practice in the ACT 

 the ACTPS offers better wages than the private sector for unqualified 
grades 

 the ACTPS offers lower wages for qualified staff than the APS 
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 the rewards for a small number of highly qualified staff are similar in 
the ACTPS, the private sector, and the APS. 

We have concluded that a job that requires an employee to hold a 2-year Diploma 
should, at minimum, be translated to the new Shared Salary Spine at a salary level 
above ~$51,000. We consider that this ought to apply to horticultural 
qualifications at this level on the same basis as diplomas in other fields. 

We have also taken note of comments made by the AWU that the work of 
horticultural and works supervisors in the ACTPS is especially demanding, when 
the requirement to supervise a large number of staff is taken into account. 

11.5 RANGERS 

A recent (2010) review of the Ranger classifications resulted in a realignment of 
various levels against the ASO structure, on the basis of a comparison of 
competency levels. 

We have not found any evidence that other jurisdictions are offering significantly 
different salaries (or more particularly, better salaries) for work of this kind. 

We consider it is appropriate to recommend translation into the new classification 
structure and Shared Salary Spine on the basis of the recently revised 
relationships drawn with ASOs. 
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11.6 PROFESSIONAL EMPLOYEES 

11.6.1 Engineering and related occupations 

We have been informed that the most critical occupations in the professional 
segment of this career cluster are engineers (especially transport and civil), 
project managers and town planners. These are generally recognised as 
occupations where demand is in excess to supply at the national level (refer to 
Annexe L: ). 

APESMA has drawn attention to effects felt nation wide as a result of persistent 
shortages of engineering professionals, and the responses to current difficulties, 
including: 

 the establishment of the National Engineering Taskforce 

 the current Senate enquiry into engineering shortages and the 
consequences for the delivery of infrastructure. 

The 2011 APESMA Professional Engineer Remuneration Survey Report provides 
insight into general levels of remuneration in engineering. The APESMA survey 
organises data around the five-level classification structure found in the Modern 
Award covering professional engineers. These five levels can be related to each of 
the levels in the ACT Professional Officer classification structure. 

The following Table sets out data extracted using the on-line survey reporting tool 
provided on the APESMA Surveys website, and restricted to Eastern States 
respondents: 

Level ACT PO 
Levels 

Sample 
Size 

25th 
percentile 

Median 75th 
percentile 

Mean 

1 1 72 55,000 59,195 68,000 61,509 

2 2 135 70,000 77,690 90,000 80,137 

3 C 369 85,321 96,000 110,000 100,273 

4 B 477 99,000 119,538 138,775 120,687 

5 A 213 121,201 140,000 170,000 151,889 

Table 29: Profile of APESMA Professional Engineers Survey data 

This data strongly indicates to us that the range of salaries paid by the ACTPS already 
cover the first and second quartiles in the external market for engineers at the lower 
classification levels, without leading the field. However, market rates for senior 
engineer work value equivalents begin to extend above current enterprise agreement 
rates to a marked degree. Additionally, ACTPS professional officer salaries lag behind 
rates paid in the Australian Public Service (see Table 30: ACTPS PO and SPOA rates at 
18/8/2011 with APS Benchmarks). It is notable that the APS is not significantly more 
competitive than the ACTPS when it comes to employing experienced engineers. 
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ACTPS rates Lower APS benchmark Upper APS benchmark Assessment 

PO 1 $52,575 

$56,084 

$60,009 

$63,856 

$67,031 

APS 3 Q1 

APS 4 Q1 

APS 5 Q1 

$53,726 

$60,889 

$66,960 

APS 3 Median 

APS 4 Median 

APS 5 Median 

$56,214 

$63,138 

$69,028 

Marginally competitive 

Marginally competitive 

Marginally competitive 

PO 2 $68,515 

$70,593 

$72,571 

$75,771 

$78,705 APS 6 Q1 $76,167 APS 6 Median $80,159 Marginally competitive 

SPO C $86,750 

$93,535 EL 1 Q1 $95,664 EL 1 Median $100,193 Not competitive 

SPO B $102,499 

$107,797 

$115,387 EL 2 Q1 $118,553 EL 2 Median $124,311 Not competitive 

SPO A 

SPO A 
(Eng.) 

$119,042 

$120,969 EL 2 Median $124,311 EL 2 Q3 $128,335 Not competitive 

Table 30: ACTPS PO and SPOA rates at 18/8/2011 with APS Benchmarks 

APESMA takes a different view to fixing benchmarks. It suggests that we should adopt 
mean salaries at each level as the benchmark for each level of engineer. 

We prefer to adopt benchmarks that are nearer to the middle of the market (that is, the 
median) for several reasons, including the following: 

 the average outcome for employees in the industry does not necessarily reflect 
in a balanced way employers’ experience of the labour market – outliers and 
exceptions influence the mean more than the median, 

 we have already outlined a two tiered approach to setting salaries for groups 
and individuals, involving the establishment of fair market rates on the one hand 
and the payment of market-based allowances on the other – a higher salary is 
not necessarily a fairer salary, even if it would be justified on the basis of the 
state of the labour market, and 

 in proposing the adoption of salaries that neither lag nor lead the market, we 
say nothing about what may be required to attract or recruit suitable external 
applicants or retain current employees – and we propose a more transparent 
system of market-linked attraction and retention incentives for that purpose. 
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APESMA has drawn our attention to difference between base salary and total 
remuneration in this industry. In particular, APESMA has indicated that it is common 
practice in this industry to include a car allowance in the remuneration package for 
engineers. 

Elsewhere in this report, we have proposed that the ACTPS adopt a total remuneration 
approach to determining the value and content of attraction and retention incentives 
(see section 10.4). We are not inclined to take the value of non-salary elements of 
remuneration in the external market into account in recommending enterprise 
agreement rates. Nor are we inclined to incorporate access to a motor vehicle or the 
monetary equivalent into the base entitlement for these occupations. We believe that 
non-standard entitlements ought to be dealt with through ARIns (but more 
transparently than under SEAs). As we have said elsewhere in this report (see section 
10.3): 

“SEAs and salary packaging can be used creatively to remove barriers to 
recruiting and retaining skilled employees by bridging the difference between 
“standard” ACTPS entitlements and “non-standard” entitlements commonly 
found in other industries – e.g. motor vehicle allowances, additional 
superannuation contributions.” 

11.6.2 Veterinary Officers 

Other public service jurisdictions makes use of a Professional Officer/Science 
Officer or like classification structures to employ veterinary officers. The APS is an 
exception, with its on-site export meat inspection service being provided by staff 
employed in a distinct Veterinary Officer category. 

The ACTPS employs one Veterinary Officer Level 3, at a salary level broadly 
comparable to Senior Professional Officer B. 

We propose that the position be translated to the new structure on the same 
basis as other professionals at similar work value level. 

We propose that, for the future, new graduate veterinary officers will enter 
ACTPS employment through the Common Professional Entry Scale. Work at more 
senior levels will be classified and paid in accordance with the work level 
standards and the relevant scale in the Shared Salary Spine. 
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11.7 TECHNICAL OFFICERS 

There is a considerable diversity of classification structures for Technical Officers. 

The ACTPS classification of Technical Officer has three distinct subcategories: 

Technical Officer Level 1 Prior to 1990 known as Technical Assistants, and not 
previously required to hold a qualification. No mandatory 
qualification is presently specified. In the present era, it would 
be usual to expect an employee to hold a Certificate III or 
Certificate IV in a technical discipline. 

Trainee Technical Officer A full-time grade for persons engaged in a part-time course of 
study that would result in a qualification suitable for entry to 
Technical Officer Level 2. Similar to Cadet Professional. It 
would appear that it is rarely used these days. 

Technical Officer Level 2 and above 2-year diploma or equivalent training and experience has 
been mandatory at this level since 1990. 

Table 31: Sub-categories of Technical Officers 

The classification structure established in 1990 through the APS SEP Case provides 
an exceptionally good career structure relative to other jurisdictions, if the 
maximum career rate ($115,387) is compared to that applying in other 
jurisdictions. In the broadest sense, we consider that Technical Officers Level 3 
and above in the ACTPS already enjoy fair market rates. 

We are also concerned, however, to assess to what extent the Certificate- and 
Diploma-qualified entry grades for this classification stream compare with 
interstate comparators. 

Unqualified VET 
Certificate 

Diploma First 
Promotion 

Level 

Career max. 

ACT $46,331 
TO1 min 

$46,331 
TO1 min 

$50,317 
TO2 min 

$59,080 
TO3 min 

$115,387 
SOT B max 

Northern Territory $41,207 Not stated $49,552 $57,497 $89,267 

Queensland $31,161 Not stated $48,985 $61,641 $91,712 

New South Wales 

– DPI 

– Health 

– Science 

– Engineering 

N/A 

$43,360 

N/A 

N/A 

N/A 

$47,316 

N/A 

N/A 

$52,104 

Not specified 

$47,625 

$53,089 

$61,878 

$61,007 

$61,282 

$61,878 

$100,070 

$75,101 

$83,832 

$79,710 

Victoria Not specified Not specified Not specified Not specified $75,151 

Tasmania $39,179 $44,925 $51,851 $58,075 $85,612 

South Australia $37,389 $42,308 Not specified $58,111 $81,178 

Table 32: Comparison of entry grades for TOs across jurisdictions 
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We conclude that: 

 The salary scale for the ACTPS unqualified technical assistant (Technical 
Officer Level 1) already exceeds fair market rates. 

 The salary scale for technical assistants (Technical Officer Level 1) who hold 
a VET sector Certificate III or Certificate IV already adequately reflects fair 
market rates. 

 The commencing salary for Technical Officer Level 2 presently stands in the 
middle of the market for diploma-qualified employees. However, to meet 
the needs of all disciplines (and especially engineering), we consider a 
small increase is warranted, to ~$51,000. 

We also note that there are three other classification streams in the ACTPS that 
specify 2-year diploma entry: 

 The lowest point in the Health Professional 1 salary scale – that is, the point 
where persons holding a 2-year Diploma enters the Health Professional 
stream – is presently $48,178. 

 The salary for a Health Care Assistant 4 who holds a Diploma is $49,331-
49,861 (although no suitable program of study is yet offered in the ACT). 

 The commencing salary for Information Technology Officer Level 1 is 
$55,076. 

In the future, we anticipate that a variety of new occupations will emerge where 
professional preparation begins in the VET sector with a diploma-level 
qualification. Our proposal to fix a uniform rate of pay anticipates this likely 
future. 
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11.8 RANGE OF MARKET–BASED RATES FOR INFRASTRUCTURE SERVICES CLUSTER 

We propose the following key salary points be adopted within this Career Cluster: 

Lowest Pay Point $38,010 (HSO2 minimum – not GSO 2) 

Tradespersons 
Base not less than HSO 5.1 -- $44,465 plus DA component 

Licensed not less than HSO6.1 -- $46,775, plus DA component 

Dual Trades not less than GSO/HSO 7.1 -- $50,317, + DA component 

New graduate entry 
2-year diploma ~$51,000 

3-year degree ~$53,500 

4-year degree ~$57,000 

5-year degree ~$61,000 

6-year degree ~$65,500 

SPO C, SO(T) C ~$95,000 

Highest pay point $128,335 (APS EL 2 benchmark) 

Actual rates under a new classification structure will depend on where in the new 
Shared Salary Spine each current pay point conveniently or logically translates. 
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12 PEOPLE SERVICES CAREER CLUSTER 

We do not consider that APS benchmarks of the kind used for other categories of 
employee (see Parts 12 and 13 of this report) are especially relevant to assessing 
fair market rates for most of the occupations that we have proposed will be 
included in this Career Cluster. 

12.1 HEALTH PROFESSIONALS 

12.1.1 Introduction 

We use the term health professional in this Section to refer to the widest scope of 
occupations that are involved in the diagnosis and treatment of disease and 
limited to those that are within scope for this project (that is, excluding medical 
staff, nursing staff and ambulance officers/paramedics). 

A significant proportion of the health professionals comes within the 2004 Health 
Professional classification structure, including: 

 Therapy and health science disciplines 

 Psychologists 

 Social workers and counsellors 

 Pharmacists 

 Environmental health officers 

 Medical laboratory scientists and technicians 

 Medical imaging professionals, including nuclear medicine technologists 

This classification structure arose from a key commitment of the parties to ACT 
Health’s 2003-2004 Clerical Technical Professional and General Staff Agreement to 
conduct a review of classification structures and pay rates for allied health 
professional staff. 

The objective of the Review was: 

“To review existing classification and remuneration structures for allied 
health and related occupations in light of the industry in which they work.” 

The Review was undertaken in a co-operative manner, with substantial input from 
unions, affected staff, health professional managers and contributors in a wide 
number of professional disciplines around Australia. 
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ACT Public Service Classification Review: Element 2 Interim Report FINAL 

The Review Team reported that: 

“Feedback from managers, staff and unions indicated that moving away 
from the existing professional wide single classification structure to a 
discipline based model would be seen to be divisive and driven by “labour 
markets” rather than “work value.” 

The final report of the joint Review of Health Professional and Related 
Classifications was published in January 2004. Its main recommendations 
(relevant to the present Review) were: 

 The creation of a new six level classification structure based on work value 
encompassing Professional Officers and suitably qualified and experienced 
Technical Officers from 28 disciplines. 

 ACT Health would retain the ability to apply a market allowance to address 
labour market issues. 

 Professional Officer Grade 1 was split into two grades – Health Professional 
Level 1 (for the employment of new and recent graduates in their 
professional development year) and Health Professional Level 2. The salary 
scales for these grades were designed to overlap to facilitate employment 
of staff at the higher level once they had met their professional entry 
requirements. 

 Competency-based personal salary advancement for staff who had already 
attained the maximum salary of Health Professional Level 2. 

 Competency-based personal salary advancement for staff who had already 
attained the maximum salary of Health Professional Level 3. 

 Rates of pay competitive with rates paid for the same work in the NSW 
public health sector. 

The proposal to introduce competency-based personal salary upgrades for staff 
who had already attained the maximum salary of Health Professional Level 2 was 
not adopted. Every other part of the report was accepted. 

Of particular significance to the current review is the decision made by the joint 
union-management steering committee that certain Technical Officers positions 
would be candidates for translation to the new Health Professional classification 
structure. This approach was based on a view that there were many staff 
employed by ACT Health in Technical Officer positions: 

 whose original professional qualification was a two-year diploma in a 
health-related discipline, and 
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ACT Public Service Classification Review: Element 2 Interim Report FINAL 

 who were considered to be performing the same work and exercising the 
same professional responsibilities as degree-qualified staff occupying jobs 
classified in the Professional Officer structure. 

On that basis, it was decided that: 

 where an employee occupied a Technical Officer position which had a 
mandatory entry qualification of Associate Diploma, and 

 the employee performed the same work and exercised the same 
professional responsibilities as degree-qualified staff, 

the employee’s position would be translated into the new Health Professional 
structure. 

This decision was relevant to staff employed in a number of ACT Health work 
units, including the Biomedical Engineering Department at TCH, and ACT 
Pathology. 

Separate classifications were continued in place for the following professions 

 Radiation therapists 

 Medical physicists 

 Dentists 
The ACT Health Professional classification structure was in many respects 
ground-breaking. A similar joint technical/professional structure was subsequently 
introduced into Queensland in 2007. 

In relation to other jurisdictions: 

 The NTPS classifies almost all health professionals (except dentists) in 
its general Professional Officer structure (similar to the ACT prior to 
2004), 

 NSW has one structure for therapy grades, a different structure for 
health scientists, an adapted health scientist structure for medical 
radiation professionals, and several single discipline structures for 
other occupations (e.g. psychologist, medical physicists), 

 Victoria is in many ways similar to NSW, although an examination of the 
salary scales for various health professional disciplines shows that the 
same salary points and classification band structures are reused across 
several disciplines, with important differences being limited to 
radiation therapists and medical physicists 

 Tasmania uses a single allied health professional structure, distinct 
from the professional officer structure used in the TSS, with a modified 
structure for radiation therapists 
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 South Australia has distinct medical scientist, allied health, and general 
public service professional officer structures, and professional 
occupations are distributed between the three. A large number of 
common pay points are employed, but salary scales and career maxima 
differ. 

12.1.2 General Approach to Analysis of Health Professionals 

As discussed above, there is a complex mosaic of classification structures and 
salary scales for health professionals around Australia. We have summarised 
health professional salary scales for most occupations in the following format: 

New Graduate Usually the first classification level, encompassing new and 
recent graduates, and developing professionals requiring 
closer supervision. 

Maximum of Career Range Usually the second classification level, encompassing 
professional employees who are proficient in their discipline, 
perform the normal range of work without close supervision, 
and more complex work under guidance. May be accessed as 
a continuous range (ACT), across a soft barrier on the basis of 
competency (TAS), and sometimes by promotion (VIC) 

First Promotion Level Usually the first level at which a team leader role emerges 
and/or advanced practitioner roles applying advanced 
techniques to complex cases are encountered and/or a degree 
of specialisation occurs. 

Career maximum The maximum salary for the highest classification in the 
relevant career structure. 

Table 33: Structure used for summarising Health Professional Salary Scales 

Current entry level salaries for health professionals are: 

Health Professional 1 2-year qual $49,178 Health Professional 2 $52,574 

[PDY] 3-year qual $52,574 [post-PDY] $56,085 

4-year qual 

5-year qual 

$56,085 

$60,009 

$60,009 

$63,212 

6-year qual $63,212 $65,059 

Table 34: Salary levels for Health Professionals at entry 

A noticeable difference between ACT and other health professionals involves 
working hours. The most common standard in the public health sector is 38 hours 
per week. The ACTPS is exceptional in offering a 36 ¾ hour week, derived from 
the standard that applied to “white collar” employees in the Australian Public 
Service. The difference in hourly rates is worth 3.4%. On that basis, we believe that 
it is appropriate to adopt a conservative approach in selecting which wage levels 
in other jurisdictions to fix as benchmarks. 
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12.1.3 Therapy and Health Science Disciplines 

We include here the following disciplines: 

 Physiotherapy 

 Occupational Therapy 

 Speech Pathology 

 Nutritionists 
State or Territory New Graduate Maximum of 

Career Range 
First Promotion 

Level 
Career max. 

ACT 52,574 
HP1 min 3yr qual 

72,925 
HP 2 max 

75,082 
HP 3 min 

119,042 
HP 6 

Northern Territory 50,721 65,410 67,367 121,412 

Queensland 55,328 83,859 * 89,703 ** 117,031 # 

New South Wales 52,986 76,767 82,569 123,145 ## 

Victoria % 45,776 72,522 75,402 113,504 

Tasmania 47,618 76,401 79,633 *** 121,975 

South Australia 52,535 78,802 81,190 120,612 

Notes: 

* Incorporates some higher level work, including team leader, at higher salary points. 
** Duties include manager, educator and advanced clinical practitioner. 
*** Two lower salary points overlap with the classification below. 

# Health Practitioner Level 6 – senior manager in a Health District 
## Health Professional Level 7 – senior manager within an Area Health Service 
% Higher degree allowances of 7.5% of Level 1 rate paid for MSc and 10% for PhD. 

Table 35: Salary ranges for Therapists & Health Scientists by jurisdiction 

More complete information is at Table 77 in Annexe H: . 

We conclude from the foregoing that: 

 Commencing salaries for new graduates entering this category of health 
professional employment already reflect fair market rates. 

 The highest salary available to the career range employee in the ACT is low 
relative to all other jurisdictions except Victoria and NT, and should, at 
minimum, be raised to $75,000. 

 The salary attainable at the first promotion level is low relative to all except 
Victoria and NT, and should, at minimum, be raised to $80,000. 

 The pay rate at the highest level of the career structure is in the middle of 
the field relative to other jurisdictions, and can be taken to already reflect 
fair market rates. 
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12.1.4 Psychologists and Clinical Psychologists 

State or Territory New Graduate Maximum of 
Career Range 

First Promotion 
Level 

Career max. 

ACT 56,085 
HP 1 

4-year qual PDY 

72,925 
HP 2 max 

75,082 
HP 3 min 

119,042 
HP 6 

Northern Territory 50,721 65,410 67,367 121,412 

Queensland 55,328 83,859 * 89,703 ** 117,031 # 

New South Wales 55,971 83,198 87,738 124,044 

– clinical psychologist 80,177 98,327 

Victoria % 44,686 65,871 77,207 107,208 

Tasmania 47,618 76,401 79,633 *** 121,975 

South Australia 52,535 78,802 81,190 120,612 

Notes: 

* Incorporates some higher level work, including team leader, at higher salary points. 
** Duties include manager, educator and advanced clinical practitioner. 

*** Two lower salary points overlap with the classification below. 
# Health Practitioner Level 6 – senior manager in a Health District 
% Higher degree allowances of 7.5% of Level 1 paid rate for MSc and 10% for PhD. 

Table 36: Salary ranges for Psychologists & Clinical Psychologists by jurisdiction 

This table presents the enterprise agreement rates. We are aware that a number 
of psychologists in Mental Health enjoy higher rates under an SEA. More 
complete information is at Table 78 in Annexe H: . 

We conclude from the foregoing that: 

 Commencing salaries for new graduates entering this category of health 
professional employment already reflect fair market rates. 

 The highest salary available to the career range employee in the ACT is low 
relative to all other jurisdictions except Victoria and NT, and should, at 
minimum, be raised to $75,000. 

 The salary attainable at the first promotion level is low relative to all except 
NT, and should, at minimum, be raised to $80,000. 

 The salary paid to an employee fully qualified as a clinical psychologist and 
employed in that capacity should, at minimum, be $80,000. 

 The pay rate at the highest level of the career structure is in the middle of 
the field relative to other jurisdictions, and can be taken to already reflect 
fair market rates. 
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12.1.5 Social Workers 

A separate section has been inserted below for Care and Protection Workers 
employed by CSD. The general case of other social workers is set out in the 
following Table. 

State or Territory New Graduate Maximum of 
Career Range 

First Promotion 
Level 

Career max. 

ACT 52,574 
HP1 min 3yr qual 

72,925 
HP 2 max 

75,082 
HP 3 min 

119,042 
HP 6 

Northern Territory 50,721 65,410 67,367 121,412 

Queensland 55,328 83,859 * 89,703 ** 117,031 # 

New South Wales 52,986 76,767 82,569 123,145 ## 

Victoria % 45,776 72,522 75,402 113,504 

Tasmania 47,618 76,401 79,633 *** 121,975 

South Australia 52,535 78,802 81,190 120,612 

Notes: 
* Incorporates some higher level work, including team leader, at higher salary points. 

** Duties include manager, educator and advanced clinical practitioner. 
*** Two lower salary points overlap with the classification below. 
# Health Practitioner Level 6 – senior manager in a Health District 
## Health Professional Level 7 – senior manager within an Area Health Service 

% Higher degree allowances of 7.5% of Level 1 rate paid for MSc and 10% for PhD. 

Table 37: Salary ranges for Social Workers by jurisdiction 

More complete information is at Table 77 in Annexe H: . 

We note that this comparison is identical to the comparison made in relation to 
therapy and health science occupations and therefore conclude, in a similar vein, 
that: 

 Commencing salaries for new graduates entering this category of health 
professional employment already reflect fair market rates. 

 The highest salary available to the career range employee in the ACT is low 
relative to all other jurisdictions except Victoria and NT, and should, at 
minimum, be raised to $75,000. 

 The salary attainable at the first promotion level is low relative to all except 
Victoria and NT, and should, at minimum, be raised to $80,000. 

 The pay rate at the highest level of the career structure is in the middle of 
the field relative to other jurisdictions, and can be taken to already reflect 
fair market rates. 
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12.1.6 Care and Protection Officers 

We have been asked to particularly examine the position of child Care and 
Protection (C&P) Officers in the Community Services Directorate. 

These staff are usually professionals holding social work or other relevant 
qualifications. The main classification in use is Health professional Level 2, 
although the C&P Program is active in recruiting new graduates to Level 1, and 
also employs staff at Level 3. 

It has been suggested to us that turnover for this group is high, and further 
suggested that stronger measures are require to retain the current workforce, 
including salary supplements. 

We have compared care and protection case worker rates around Australia: these 
rates are at Table 79 in Annexe H: . 

We see that: 

 the ACT is well ahead of Victoria, where caseworkers are yet to transition 
fully to the Victorian Public Service (VPS) Officer classification structure, 

 there is little to tell apart the rates for new graduates, except perhaps in 
the case of NT and NSW, 

 the ACT offers salaries that are competitive for early career professionals 
in this field of practice, 

 by the ninth year of practice, an ACT caseworker generally earns less than 
caseworkers in other states, but the highest margin is generally only about 
$3,000 

 NSW is again an exception, and may be relevant for geographic reasons, 
and 

 at promotional levels, the ACT is competitive with SA and Tasmania, but 
not with WA, NT and Queensland. 

Overall, however, differences are not so great to suggest that rates in other states 
would be decisive in an employee’s intention to resign or transfer away from this 
field of work. 

Our general research in relation to allied health professionals suggests that health 
professional salaries must rise to some degree, and the number of salary points 
decreased to remain competitive. In view of the marginal case for making 
additional retention payments, if a decision is made to make payments to staff 
that exceed these proposed new health professional rates, then the excess of the 
salary supplements must be absorbed against the new Shared Salary Spine salary 
rates. 
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12.1.7 Medical Laboratory Scientists and Technicians 

New Graduate Maximum of 
Career Range 

First Promotion 
Level 

Career max. 

ACT 49,178 
HP1 min, 2 yr qual 

72,925 
HP 2 max 

75,082 
Hp 3 min 

119,042 
HP 6 

Northern Territory 50,721 65,410 67,367 121,412 

Queensland 55,328 83,859 * 89,703 ** 117,031 # 

New South Wales 52,997 76,769 82,572 144,479 ## 

Victoria % 46,001 77,290 78,834 135,508 

Tasmania 47,618 76,401 79,633 *** 121,975 

South Australia 52,535 78,802 81,190 129,499 

Notes: 
* Incorporates some higher level work, including team leader, at higher salary points. 
** Duties include manager, educator and advanced clinical practitioner. 
*** Two lower salary points overlap with the classification below. 
# Health Practitioner Level 6 – senior manager in a Health District 
## PhD-qualified Principal Scientist 
% Higher degree allowances of 7.5% of Level 1 rate paid for MSc and 10% for PhD. 

Table 38: Salary ranges for Med. Lab. Scientists & Technicians by jurisdiction 

More complete information is at Table 80 in Annexe H: . 

HSU East contends that this group ought to be included in a new ACT Medical 
Scientist classification, adopting the Radiation Therapist classification structure 
and salary scale. We see no particular reason for doing this, except that it is close 
to NSW practice. We do accept that NSW salaries are relevant to deciding what 
would be satisfactory market rates. 

We conclude from the foregoing that: 

 Commencing salaries for new graduates entering this category of health 
professional employment already reflect fair market rates. 

 The highest salary available to the career range employee in the ACT is low 
relative to all other jurisdictions except NT, and should, at minimum, be 
raised to $75,000. 

 The salary attainable at the first promotion level is low relative to all except 
NT, and should, at minimum, be raised to $80,000. 

 The pay rate at the highest level of the career structure is low relative to 
most other jurisdictions, and require special consideration in the 
translation to the Shared Salary Spine. 
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12.1.8 Medical Imaging Professionals inc. Nuclear Medicine Technologists 

New Graduate Maximum of 
Career Range 

First Promotion 
Level 

Career max. 

ACT 52,574 72,925 75,082 119,042 

Northern Territory 50,721 65,410 67,367 121,412 

Queensland 55,328 83,859 * 89,703 ** 117,031 # 

New South Wales 52,998 76,770 82,573 135,257 

Victoria % 45,776 72,522 75,402 113,504 

Tasmania 47,618 76,401 79,633 *** 121,975 

South Australia 52,535 78,802 81,190 120,612 

Notes: 
* Incorporates some higher level work, including team leader, at higher salary points. 
** Duties include manager, educator and advanced clinical practitioner. 
*** Two lower salary points overlap with the classification below. 
# Health Practitioner Level 6 
% Higher degree allowances of 7.5% of Level 1 rate paid for MSc and 10% for PhD. 

Table 39: Salary ranges for Medical Imaging by jurisdiction 

More complete information is at Table 81 in Annexe H: . 

Again, HSU East contends that this group ought to be included in a new ACT 
Medical Scientist classification, adopting the Radiation Therapist classification 
structure and salary scale. We see no particular reason for doing this, except that 
it is close to NSW practice. Again, we accept that NSW salaries are relevant to 
deciding what would be satisfactory market rates. 

We conclude from the foregoing that: 

 Commencing salaries for new graduates entering this category of health 
professional employment already reflect fair market rates. 

 The highest salary available to the career range employee in the ACT is low 
relative to all other jurisdictions except Victoria and NT, and should, at 
minimum, be raised to $75,000. 

 The salary attainable at the first promotion level is low relative to all except 
Victoria and NT, and should, at minimum, be raised to $80,000. 

 With the exception of NSW, the ACT pay rate at the highest level of the 
career structure is in the middle of the field relative to other jurisdictions, 
and can be taken to already reflect fair market rates. 
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12.1.9 Pharmacists 

In addition to information found in public sector awards and agreements, the 2010 
APESMA Community and Hospital Pharmacists Remuneration Survey Report 
provides insight into general levels of remuneration for professional pharmacists 
in the private and public sector. 

The following Table sets out data extracted directly from the printed report for 
Hospital Pharmacists. 

Grade ACT HP 
Levels 

Sample 
Size 

25th 
percentile 

Median 75th 
percentile 

Mean 

Pharmacist 3 242 69,686 76,149 82,219 76,206 

Pharmacist in Charge 4 84 81,265 88,000 95,862 88,439 

Deputy Director 5 25 88,649 96,772 107,835 96,188 

Director 6 28 95,628 110,000 120,903 114,442 

Table 40: Profile of APESMA Pharmacist Survey data 

All of these rates would have moved to some degree in the 18 months since the 
survey was undertaken. However, taken all round, these rates and the rates 
appearing in public sector awards and agreements suggest that current ACT 
Health Professional rates of pay are adequate to address current labour market 
conditions. 

Information on salary scales applicable in other jurisdictions is at Table 82 in 
Annexe H: . 

While we consider the best guides to fair market rates for hospital pharmacists 
are award and agreement rates in the public sector, looking at the market for 
pharmacists more broadly requires an examination of the significant community 
pharmacy sector. The APESMA survey reports that the average base hourly rates 
for community pharmacists in regional NSW in 2010 were as follows: 

 Pharmacist $40.71 ($80,700 pa for 38 hr week) 

 Pharmacist-in-Charge $41.61 ($84,655 pa for 38 hr week) 

Pharmacists in the community sector are generally paid rather well compared 
with their hospital sector counterparts. However, the hospital sector offers 
better rates at the Pharmacist-in-Charge level than the community sector. HP 4 
salaries are comparable to or better than Pharmacist-in-Charge pay in the 
community sector. 

Almost 60% of NSW community pharmacists reported that they worked for a flat 
hourly rate, with no penalty payments. 68.2% reported that they work through 
their meal break, but only 37.9% of those that did so received additional pay for 
this practice. 
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12.1.10 Radiation Therapists 

Radiation Therapists in the ACT have a classification and salary advancement 
arrangement based on that applying in NSW, and the pay rates are still closely 
aligned with this jurisdiction. There is no evidence that RTs are receiving anything 
other than fair market rates for the work they perform. 

We do not consider that there is a need to significantly alter the salaries of this 
category. However, we do consider that the salary points for this category should 
be aligned with salary points in the new Shared Salary Spine. This is likely to result 
in a very modest increase in annual salaries. 

In the longer term, we recommend that the industrial parties examine options for 
integrating this grade more closely into the Common Professional Entry Scale and 
the Health Professional stream in the People Services Career Cluster. 

More complete information is at Table 83 in Annexe H: . 
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12.1.11Medical Physicists 

Australasian College of Physical Scientists and Engineers in Medicine (ACPSEM) 
accredits post-graduate courses at Graduate Diploma and Masters level in the 
application of radiation physics, dosimetry, imaging and radiobiology to cancer 
diagnosis and treatment, and to radiation detection and protection. Entry to these 
courses is open to persons already holding a degree in physics or engineering. 
There are presently seven Australian institutions offering ACPSEM-accredited 
courses, although none in the ACT. A new graduate from post-graduate training is 
appointed as a Medical Physics Registrar. 

Medical physicist salaries reflect the current state of labour supply, where there is 
an acute shortage of appropriately trained and experienced medical physicists 
relative to the number of open positions in health facilities. 

The planned rapid expansion of cancer services in metropolitan, rural and regional 
Australia over the next several years would, in the “do nothing” scenario, result in 
a staffing deficit of 50%. The Commonwealth has been supporting and will 
continue to support supervised clinical training places for medical physicists. The 
most important bottleneck in the supply of certified medical physicists in the 
medium term will be the small number of certified personnel who are available to 
provide clinical supervision. 

The rates of pay for medical physicists around Australia presently stand at a very 
high level in all States of Australia. Examples of typical roles, classifications and 
salary levels, drawn from recent job advertisements and arranged in rough order 
of seniority are provided in the following Table. 

Location Role description Classification Advertised Salary 

Taralgon, Victoria Grade 3 PLUS 10% $86,718-98,194 

Austin Health, Victoria Senior ROMP MP Grade 3 or 4 PLUS 10% $86,718-117,928 

RAH South Australia Clinical Preceptor/ 
Senior Medical 

Physicist 

MeS 3 
MsS 4 

$81,190 - $91,508 
$89,548 - $103,772 
[package value] 

Sydney LHD ROMP $94,625-145,087 

Queensland Health Principal Physicist HP Level 5 $96,000-103,000 

Queensland Health DIMP HP Level 5 $96,000-103,000 

CASS, Queensland Health Clinical Educator HP Level 6 up to $112,000 

South West Sydney LHD ROMP MP Specialist $96,992-148,715 

Princess Alexandra 
Hospital, Brisbane 

ROMP Research 
Consultant 

HP Level 6 $106,569-110,313 

Director, NE and NW NSW 
Regional Cancer Service 

with 14 years 
experience 

Senior Medical Physics 
Specialist Year 4 

up to $174,590 under 
the present award 

Table 41: Indicative rates for Medical Physicists 
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ACT, NSW and Victoria have established distinct medical physicist classification 
structures through awards and agreements. 

NSW distinguishes between accredited and non-accredited employees, but this 
approach is not followed in the ACT and is not favoured by the Chief Medical 
Physicist at TCH. The ACT makes use of all four operational levels – MP Specialist, 
Senior MP Specialist, Principal MP and Chief MP. It uses specific salary points to 
recognise and reward the possession of a PhD. 

In recent times, Victoria has started to pay a 10% salary supplement to improve its 
competitive position. 

Queensland makes use of its Health Practitioner structure, South Australia uses 
the Medical Scientist structure, and Tasmania uses its Allied Health Professional 
structure. 

While at the level of the new graduate/registrar and basic operational grades, the 
Queensland, South Australian and Tasmanian salary scales are probably 
competitive , the highest salaries associated with the highest grades in these 
generic health professional structures do not match the salaries on offer under 
the special scales applying in the ACT, NSW and Victorian awards/agreements at 
the Senior, Principal and Chief levels. Nor would they be competitive with rates 
paid in the private sector, if the anecdotal evidence is accurate. 

More complete information is at Table 84 in Annexe H: . 

But this leaves us with a considerable diversity of practice across Australia. We 
note that: 

 The minimum entry point for registrars in all jurisdictions is less than 
$60,000, although NSW is noticeably ahead at $58,192 

 Victoria offers higher commencement rates for new entrants already 
holding a MSc or PhD, 

 Prior to accreditation, an MSc qualified physicist at Grade 2 in Victoria can 
earn up to $81,301 (including qualification allowance), 

 NSW registrars advance rapidly in salary, and are paid $85,045 after only 4 
years’ service, 

 The minimum pay point for the Victorian accredited MSc-qualified medical 
physicist (Grade 3) is $90,735 (with qualification allowance), and somewhat 
lower in Queensland (HP Level 4 - $89,703), compared to $81,188 in the 
ACT, 

 Manager positions in Victoria earn between $155,206 to $170,007, 
depending on span of control and qualifications held, and 
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 If the Chief Medical Physicist at TCH was employed in a department of the 
same size in NSW (5-10 FTE at MP Specialist level or above), the rate of pay 
would be $190,109 (presently $139,518-$148,929). 

Market rates of for medical physicists have been substantially influenced by NSW 
award rates. Considering the range of rates applying around Australia, identifying 
suitable market-related salary levels for this employment category is a difficult 
task. 

The following Table outlines rates appropriate to support a vigorous recruitment 
effort to attract suitably qualified and experienced staff. 

Grade Current salary Proposed range 

Registrar at entry 
maximum of the range 

$55,686 
$70,120 

$57,000 
$81,000 

Medical Physics Specialist $78,188-93,080 $90,000-115,000 

Senior Medical Physics Specialist $96,039-114,179 $120,000-140,000 

Principal Medical Physicist $119,143-129,072 $145,000-160,000 

Chief Medical Physicist $136,518-148,929 $170,000 

Table 42: Salary ranges for Medical Physicists 

We do not recommend the recognition of additional qualifications (above the 
minimum required for entry to the profession) in the salary scales for this 
category of employee. 
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12.1.12 Dentists 

The Manager of the ACT Dental Program and the Chief Dentist informed us of the 
measures that are employed to attract and retain dentists in the ACT public sector, 
including SEAs and accelerated advancement through the current salary scale. 

On the basis of most recently published workforce statistics, the supply of 
dentists in the ACT is generally better than for the rest of Australia. The following 
Table models recent trends across States and Territories, indicating the number of 
full-time equivalent dentists per 100,000 population (AIHW August 2011, Table 6) 

Year NSW Vic QLD WA SA TAS ACT NT Total 

2000 55.8 50.5 49.9 55.1 58.3 27.9 65.1 33.3 52.7 

2003 57.4 49.7 53.1 52.8 57.7 37.3 71.8 36.9 53.8 

2006 60.4 50.5 54.2 55.4 54.3 37.6 75.5 44.0 55.2 

Table 43: Full-time equivalent dentists by State and Territory, 2000, 2003, 2006 

While the ACT is relatively well-endowed with dentists, the AIHW also reports that: 

“The number of practising dentists per 100,000 population in the public sector 
ranged from 2.0 in the Australian Capital Territory to 8.5 in South Australia. For the 
private sector, it ranged from 30.9 in Tasmania to 57.8 in the Australian Capital 
Territory.” 

(AIHW August 2011) 

That is, the proportion of the total ACT dentist workforce employed exclusively in 
the public sector is the lowest in Australia. However, the ACT compensates to 
some degree by having a relatively high proportion of dentists who work in both 
sectors (ACT – 5.6%, Australia – 4.3%). 

There is considerable diversity in the rates for public sector dentists across Australia. 

State or Territory New Graduate Promotion Level Career max. 

Victoria $59,174 $77,623 $121,296 

ACT $62,671 
Dentist 1/2 min 

$86,750 $127,796 
Dentist 4 max 

New South Wales $75,478 $104,184 $143,219 

Queensland $83,741 $103,911 $133,864 

Tasmania $92,588 $113,046 $169,232 

South Australia $66,953 $97,012 $141,364 

Northern Territory $81,758 $99,079 $140,714 

Table 44: Salary Range for public sector dental officers by jurisdiction 

Tasmania’s public sector salary rates reflect the very low supply of dentists in that 
State. 
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NSW, Queensland and Victoria employ over 75% of the Australian dentist 
workforce. We note that NSW and Queensland are significantly more successful at 
recruiting to the public sector workforce (having 6.3% and 8.4% of the NSW and 
Queensland dentist workforce). Victoria is not so successful on this count (5.3%), 
although its performance is much better than the ACT’s. 

We recommend rates closer to those paid by NSW and Queensland: 

New Graduate Promotion Level Career max. 
Dentist 1 Dentist 2 Dentist 4 

Indicative rates $75,000 $100,000 $135,000 

Table 45: Salary Ranges for Dentists 

We recognise that this recommendation will result in the entry arrangements for 
this profession lying outside the Common Professional Entry Scale proposed for 
other professional disciplines. However, the market indicators are clear. 
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12.1.13 Summary 

We conclude that: 

 There is a general need to increase pay rates for Health Professional Level 
2 to ~$75,000 at the top of the range, to establish fair market rates. 

 There is a general need to increase the base rate for Health Professional 
Level 3 to ~$80,000. 

 There is no rationale at the present time to set higher rates at the career 
maximum for the majority of these occupations to establish fair market 
rates. 

We also consider that: 

 There is a specific need to establish a special rate for clinical psychologists. 

 There is a specific need to establish a special rate for the most senior 
medical laboratory scientist. 

 Special translation arrangements will be required for radiation therapists. 

 Special translation arrangements will be required for medical physicists. 

 Dentists require a substantial revision to their salary structure. 
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12.2 PARAPROFESSIONAL AND SUPPORT WORKERS 

12.2.1 Technical Officers 

There is a considerable diversity of classification structures for Technical Officers. 

The ACTPS classification of Technical Officer has three distinct subcategories: 

Technical Officer Level 1 Prior to 1990 known as Technical Assistants, and not 
previously required to hold a qualification. No mandatory 
qualification is presently specified. In the present era, it would 
be usual to expect an employee to hold a Certificate III or 
Certificate IV in a technical discipline. 

Trainee Technical Officer A full-time grade for persons engaged in a part-time course of 
study that would result in a qualification suitable for entry to 
Technical Officer Level 2. Similar to Cadet Professional. It 
would appear that it is rarely used these days. 

Technical Officer Level 2 and above 2-year diploma or equivalent training and experience has 
been mandatory at this level since 1990. 

Table 46: Sub-categories of Technical Officers 

The classification structure established in 1990 through the APS SEP Case provides 
an exceptionally good career structure relative to other jurisdictions, if the 
maximum career rate ($115,387) is compared to that applying in other 
jurisdictions. In the broadest sense, we consider that Technical Officers Level 3 
and above in the ACTPS already enjoy fair market rates. 

We are also concerned, however, to assess to what extent the Certificate- and 
Diploma-qualified entry grades for this classification stream compare with 
interstate comparators. 

Unqualified VET 
Certificate 

Diploma First 
Promotion 

Level 

Career max. 

ACT $46,331 

TO1 min 

$46,331 

TO1 min 

$50,317 

TO2 min 

$59,080 

TO3 min 

$115,387 

SOT B max 

Northern Territory $41,207 Not stated $49,552 $57,497 $89,267 

Queensland $31,161 Not stated $48,985 $61,641 $91,712 

New South Wales 

– DPI 

– Health 

– Science 

– Engineering 

N/A 

$43,360 

N/A 

N/A 

N/A 

$47,316 

N/A 

N/A 

$52,104 

Not specified 

$47,625 

$53,089 

$61,878 

$61,007 

$61,282 

$61,878 

$100,070 

$75,101 

$83,832 

$79,710 

Victoria % Not specified Not specified Not specified Not specified $75,151 

Tasmania $39,179 $44,925 $51,851 $58,075 $85,612 

South Australia $37,389 $42,308 Not specified $58,111 $81,178 

Table 47: Comparison of entry grades for TOs across jurisdictions 
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More complete information is at Table 72 in Annexe G: . 

We conclude that: 

 The salary scale for the ACTPS unqualified technical assistant (Technical 
Officer Level 1) already exceeds fair market rates. 

 The salary scale for technical assistants (Technical Officer Level 1) who hold 
a VET sector Certificate III or Certificate IV already adequately reflects fair 
market rates. 

 The commencing salary for Technical Officer Level 2 presently stands in the 
middle of the market for diploma-qualified employees. However, to meet 
the needs of all disciplines across the ACTPS, we consider a small increase 
is warranted, to ~$51,000. 

We also note that there are three other classification streams that specify 2-year 
diploma entry: 

 The lowest point in the Health Professional 1 salary scale – that is, the point 
where persons holding a 2-year Diploma enter the Health Professional 
stream – is presently $48,178. 

 The salary for a Health Care Assistant 4 who holds a Diploma is $49,331-
49,861. 

 The commencing salary for Information Technology Officer Level 1 is 
$55,076. 

In the future, we anticipate that a variety of new occupations will emerge where 
professional preparation begins in the VET sector with a diploma-level 
qualification. 

12.2.2Patient Services Officers and Food Services Officers 

These staff occupy Levels 2, 3 and 4 of the Health Services Officer classification 
structure. Clauses P1 and R3 respectively of the ACT Health General Enterprise 
Agreement 2010-2011 make provision for Ward Services Trainees and Food Services 
Trainees to enter employment at HSO 2. Following a program of training, they 
may then advance to HSO 3, the first operational level. The rates of pay for these 
grades are: 

HSO 2 38,010-38,446-38,908-39,372-40,118 

HSO 3 40,734-41,201-41,660-42,125-42,197 

We have examined the pay rates for work at this level in other jurisdictions, and 
found that: 
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 HSO 2 salaries are comparable with pay rates found in NT, NSW and SA 

 HSO 2 salaries are higher than Victoria and Tasmania, but lower than 
Queensland 

 HSO 3 salaries are comparable with NT and South Australia, 

 HSO 3 salaries are higher than Victoria and Tasmania, but lower than NSW 
and Queensland 

More complete information is at Table 85 in Annexe H: . 

On balance, the rates paid to HSO 2 and HSO 3 in ACT Health are in the middle of 
the market for work of a similar kind in other jurisdictions, and represents fair 
market value for the work. 

 In our view, the current base salary for HSO 2 – $38,010 –therefore 
constitutes a suitable entry point for the People Services Career Cluster. 

(We have also drawn attention to the disparity between the HSO 2-6 and GSO 2-6 
salary scales in our discussion of Infrastructure Services Career Cluster, and 
proposed that $38,010 is a suitable lowest operational level entry point to that 
Cluster as well. See section 11.1) 

12.2.3 Health Care Assistants 

Health Care Assistant (HCA) is a relatively new classification introduced with the 
2010 ACT Health enterprise agreement. The duties are similar in kind to work 
undertaken in the private and non-governmental sector under The Social, 
Community, Home Care and Disability Services Industry Award 20104 (‘SACS 
Award’), and in other services conducted by State and local governments under a 
variety of State and federal awards and agreements. 

We are mindful of the May 2011 decision of a Full Bench of Fair Work Australia in 
the current Equal Remuneration Case: 

“We record our view, reached on the material before us, that for employees 
in the SACS5 industry there is not equal remuneration for men and women 
workers for work of equal or comparable value by comparison with state and 
local government employment...” and “... we have concluded that for 
employees in the SACS industry there is not equal remuneration for men and 
women workers for work of equal or comparable value by comparison with 
workers in state and local government employment. We consider gender has 
been important in creating the gap between pay in the SACS industry and pay 
in comparable state and local government employment.” 

44 Last varied 12 July 2011. 

5 Social & Community Services (SACS) 
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On that basis, we have decided that it would be inappropriate for us to adopt the 
SACS Award (or enterprise agreements based on the minimum rates in that 
award) as a comparator for HCAs employed in the ACTPS. We also note that the 
Full Bench has specifically identified State and local government employment as 
the appropriate comparison in determining whether the SACS Award provides 
equal remuneration for men and women workers. We nevertheless consider that 
it is useful to use the SACS Award definitions as a key to suitable comparison rates 
in State and local government. 

HCA 1 is an unqualified trainee grade. An employee at this level will undertake 
training leading to the acquisition of a Certificate III level qualification. 

The pay rate for HCA 1 – $32,123 – corresponds exactly to the maximum rate in the 
enterprise agreement for a Trainee at Wage Level A. Our initial approach is that, 
until Trainee rates of pay are reviewed by the parties, this rate of pay should 
stand. However, HSU East has highlighted an inconsistency between the 
treatment of Ward Services and Food Services Trainees, who commence at 
$38,010 (HSO 2), and HCA 1s. 

We sought further input from ACT Health on this matter. We were informed that 
the HCA 1 is indeed based on the relevant Trainee wage. We were also informed 
that the salary scale for an HCA 2 was deliberately based on (and is identical to) 
the salary scale for the Assistant in Nursing (AIN), which requires the same level of 
training as an HCA 2 

The pay rate for this level is presently $40,734-$42,125. On the basis of the 
qualification required at this level, HCA 2 corresponds to Level 2 Year 1 under the 
SACS Award. 

For advancement to HCA 3, a Certificate IV is required. The current pay rates are 
$46,149-$47,209. The qualifications required at this level corresponds to the 
requirement for appointment to Level 2 Year 2 under the SACS Award. 

HCA 4 and HCA 5 require a Diploma and Advanced Diploma respectively. Current 
salaries are $49,331-$49,861 and $51,983 for these two grades. 

We have the benefit of recent Commonwealth Government and ASU research 
comparing SACS Award pay levels with rates paid for similar work in the State 
public services (Equal Remuneration Case Joint Submission, 2011, Attachment 3). 
This research indicates that the median salaries of State and local government 
employees performing work of the kind performed at SACS Level 2 Year 1 and 
SACS Level 2 Year 2 are $43,482 and $44,789 respectively. 

We recommend that the rates for HCA 2 be set at no less than $43,482. This is an 
increase relative to current rates. 

 ACT Health may wish to examine AIN rates of pay in this light. 
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We would also have recommended, if there had been a need to do so, that HCA 3 
rates would be set at no less than $44,789, but since the rates are already higher 
than this level, we consider that the HCA 3 rates are already set at fair market 
levels. 

In relation to HCA 4, we consider it is appropriate to set the rate for 2-year 
Diploma entry at the same level as we have recommended for the rest of the 
ACTPS – that is, ~$51,000. 

The rate for HCA 5 (Advanced Diploma level) will be set somewhere between 
~$51,000 and the proposed whole-of-Service rate to apply for 3-year degree entry 
– ~$53,500. 

12.2.4Technical Assistants & Technical Officers6 

To the certain knowledge of the author, following the APS SEP Case in 1989-90, the 
work of nutrition assistants, physiotherapy assistants and occupational therapy 
assistants in ACT Health and predecessor organisations has been classified as 
Health Services Officer Level 5 and Technical Officer (TO) Level 1. 

The intention of the Health Authority at that time was to establish a career 
structure for persons then classified as diet aides, physiotherapy aides and 
occupational therapy aides under the Hospital Employees Award. HSO 5 would 
stand as the unqualified level, and TO 1 as the qualified level. 

The work level standards for Technical Officers issued by the Commonwealth 
Department of Industrial Relations at the conclusion of the APS SEP Case 
specifically provide that: 

“The work of positions in this group involves the application, generally within a 
framework of established principles, practices and procedures, of technical 
knowledge to tasks, activities or functions such as: 

... 

 the application of physiological principles and practices relating to patient 
and client care or the development and implementation of individual care 
program...” 

We understand that since 1990, some TO 2 positions have also been created in this 
stream. 

It would appear that there is some overlap in functions between the recently 
established classification of HCAs and the GSO/TO grades that have, until now, 
accommodated the various types of aide. Classification structures and pay scales 
are compared in the following Table. 

6 This Section addresses Technical Officers and Technical Assistants supporting Allied Health functions. 
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Classification Salary Classification Salary 

HCA 2 with Certificate III $40,734 

$42,125 

Health Service Officer 5 $44,465 

$45,248 

$46,031 

$46,775 

HCA 3 with Certificate IV $46,149 

$47,209 

Technical Officer 1 $46,331 

$47,165 

$47,914 

$48,672 

HCA 4 with Diploma 

HCA 5 – Advanced Diploma 

$49,331 

$49,861 

$51,983 

Technical Officer 2 $50,317 

$51,943 

$53,250 

$54,697 

$56,084 

$57,912 

Table 48: Comparison of HCAs and the GSO/TO grades (current) 

We also note that the lowest point in the Health Professional 1 salary scale – that 
is, the point where persons holding a 2-year Diploma enter the Health Professional 
stream – is presently $48,178. 

We have already indicated that the HCA 2 rate should be set no lower than 
$43,482. Suitable translation points on the Shared Salary Spine may be slightly 
higher than this. 

HCA 3 may be expected to translate into a similar segment of the Shared Salary 
Spine as TO 1. 

As already stated above, we consider it is appropriate to set the rate for 2-year 
Diploma entry at the same level across the ACTPS – that is, ~$51,000. This 
approach will apply to HCA 4, TO 2 and HP 1 equally. HCA 5 will require a higher 
point again. 
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12.2.5 Disability Services Officers 

Work at DSO 1 level requires: 

1. Satisfactory completion of entry level training and demonstrated 
competence in accordance with requirements for this level, ie Certificate III 
in Developmental and Disability Studies or equivalent qualification; or 

2. Demonstrated knowledge, skills and attitudes related to disability support 
at this level. 

We consider that the situation of the DSO 1 is analogous to the situation of the 
HCA 2. We recommend that the rates for DSO 1 be set at no less than $43,482. This 
is an increase relative to the first three pay points for DSO 1. 

So far as DSO 2 is concerned, we note that work at this level requires an 
employee: 

“with general guidance from the Accommodation Support Manager, (to) 
facilitate the work of others, function as a team leader and work 
individually” 

The qualifications required at this level may be either: 

Certificate IV in Community Services (Disability Support), or equivalent 
qualification; or 

2. Demonstrated knowledge, skills and attitudes related to disability support 
at this level. 

The current pay rates for work at this level are in the range of $52,775-$59,075. 

Under the SACS Award, the minimum classification for a supervisory grade is 
Level 3. The WLS for DSO 2 corresponds quite closely with the SACS Award 
description for work at this level. 

According to the Commonwealth/ASU research, the median salaries in State and 
local government employment for work of this kind is in the range of $49,306 to 
$56,601. We therefore conclude that the current rates of pay for the DSO 2 are 
already set at fair market levels. 

Current DSO 3 WLDs broadly align with SACS Award Level 4 (although there are 
some features that are found at SACS Award Level 5). The Commonwealth ASU 
research points to a salary ranges of $60, 892-66,468 at Level 4, and $72,543-
76,543 at Level 5. Since DSO 3 salaries are currently in the range of $66,423-
$73,685, we conclude that the current salary scale already reflects fair market 
levels. 

HSU East has indicated its concern about DSO3, but has not yet indicated whether 
this concern goes to the selection of external benchmarks, possible changes in 
work value since 1990, or internal comparisons with other ACTPS grades. 
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12.3 CORRECTIONS AND YOUTH JUSTICE 

12.3.1 Correctional Officers 

We have examined the classification and pay structures for correctional officers in 
ACT, NT, Queensland, NSW, Victoria (Serco, Port Phillip Prison), Tasmania and 
South Australia. Classification structures vary. 

The ACT structure comprehensively encourages the formation of higher level 
skills, and provides the highest level of rewards for staff who acquire relevant 
qualifications. Only Tasmania comes close in explicitly recognising higher levels of 
competency in its salary scale. 

ACT NT QLD NSW VIC TAS SA 
Trainee 37,232 41,431 -- -- 33,163 -- NS 
Probation -- -- -- 53,000 36,665 47,889 NS 
Unqualified 51,611 

CO1 
45,700 43,236 55,275 41,044 49,300 44,479 

Cert III 54,357 
CO1 

NS NS NS 45,338 51,425 46,229 

Cert IV 61,934 
CO1 

NS NS NS 47,956 52,843 NS 

Diploma 79,954 
CO3 

NS NS NS NS 67,259 NS 

Advanced 
Diploma 

93,678 
CO4 

NS NS NS NS NS NS 

NS = Not specified 

Table 49Inter-jurisdictional rates by qualification level for Correctional Officers 

On the basis of the foregoing, we consider that the salaries paid to ACT 
Correctional Officers are already set at fair market levels. 

12.3.2 Bimberi Youth Workers 

We completed a comprehensive report in relation to this group to assist the 
Human Rights Commission in its recent enquiry. This report is at Annexe N: . 

We found that Bimberi Youth Workers are well paid relative to Queensland, NSW 
and Victorian counterparts. There is no need to adjust youth workers salaries on 
the basis of these comparisons. 

The Human Rights Commission heard from a number of stakeholders during its 
enquiry, and concluded that the work of Youth Workers is as complex or more 
complex than that of Correctional Officers. One of the review consultants met 
with officers of the HRC to discuss this proposition. 
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A proper consideration of work value requires an examination of all aspects of a 
job, not just work complexity. Other important factors include the conditions 
under which work is performed, and the qualifications required to perform the 
duties. We note that Correctional Officers require relevant qualifications to 
advance within their career stream and salary scale. 

We have examined the duties of a Correctional Officer 4, and conclude that there 
is more commonality with Senior Officer C than ASO 6 (Bimberi Unit Manager). 
Bimberi Unit Manager is closer in work value to Correctional Officer 3. The 
maximum salary for Correctional Officer 3 is higher than ASO 6, but a Diploma is 
required to advance to this salary point. 
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12.4 RANGE OF MARKET–BASED RATES FOR PEOPLE SERVICES CLUSTER 

We propose the following key salary points be adopted within this Career Cluster: 

Lowest Pay Point $38,010 (HSO2 minimum) 

Certificate III entry at least $43,482 

Certificate IV entry at least $44,789 

New graduate entry 

2-year diploma ~$51,000 

3-year degree ~$53,500 

4-year degree ~$57,000 

5-year degree ~$61,000 

6-year degree ~$65,500 

HP2 max. ~$75,000 

HP3 min ~$80,000 

HP4, SO(T) C ~$95,000 

Highest pay point $128,335 (APS EL 2 benchmark) 

Special range extension For dentists, medical physicists, radiation therapists, 
MLS 

Actual rates under a new classification structure will depend on where in the new 
Shared Salary Spine each current pay point conveniently translates. 
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13 SUPPORT SERVICES CAREER CLUSTER 

13.1 THE APS AND ACTPS WORKFORCE 

We start this Section with the premise that the most immediately relevant labour 
market for ACTPS employees in the Support Services Career Cluster is public 
sector employment in Canberra. State and local government employment 
elsewhere in Australia is also important, and this will be dealt with later in this 
Section of the Report. 

We examine the situation of the main occupations intended to occupy this Career 
Cluster – ASOs, Senior Officers, Information Technology Officers, Public Affairs 
Officers, Audit Office administrative staff, Auditors, Trust Officers, and certain 
other (non-health/non-engineering) Professional Officers. 

Australian Public Service 

With a Canberra-based APS workforce around three times the entire workforce of 
the ACTPS (60,415 non-SES staff in 2009-10) – and six times larger than the ACTPS 
workforce subject to the current review – the APS is a significant competitor for 
labour in several segments of the public sector labour market. The APS is 
comprised of over 1oo separate agencies. Most of those of any size are 
represented in Canberra. 

Specific occupations include economists, auditors, accountants, finance officers, 
business managers, corporate services officers, statisticians, procurement and 
contracts officers, policy development officers, generalist managers, program and 
project managers, librarians and archivists, business analysts, systems analysts, 
programmers, database and network engineers and administrators, web 
designers, journalists, editors, public relations officers, customer service officers, 
pay clerks, and human resources specialists. 

For several of these occupations, the public sector, taken as a whole, is the most 
significant employer in Canberra. Public sector employment opportunities in 
Canberra for occupations within this Cluster are dominated by the APS. 

In this section of the report we consider how the ACTPS is placed relative to the 
APS, in the competition for workers with these skills 
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13.2 APS AND ACTPS CLASSIFICATION STRUCTURES 

In 2000 a significant rationalisation of APS classifications took place. The following 
Table documents the organisation of a wide range of non-executive classifications 
(which were once in common use between the APS and ACTPS) into eight broad 
work value levels to establish a new non-SES classification structure for the APS. 

APS GROUP CLASSIFICATION LEVEL 

GROUP 1 

APS 1 

Administrative Service Officer class 1 

General Service Officer level 2, 3 and 4 

GROUP 2 Administrative Service Officer class 2 

APS 2 General Service Officer level 5 and 6 
Ranger 1 
Technical Officer level 1 

GROUP 3 Administrative Service Officer class 3 
APS 3 General Service Officer level 7 and 8 

Ranger 2 
Research Officer grade 1 
Technical Officer level 2 

GROUP 4 
APS 4 

Administrative Service Officer class 4 
Information Technology Officer class 1 

Ranger 3 

GROUP 5 Administrative Service Officer class 5 

APS 5 General Service Officer level 9 
Professional Officer class 1 
Public Affairs Officer grade 1 

Technical Officer level 3 
Veterinary Officer level 1 

GROUP 6 Administrative Service Officer class 6 

APS 6 General Service Officer level 10 
Information Technology Officer class 2 

Professional Officer class 2 
Public Affairs Officer grade 2 
Technical Officer level 4 
Veterinary Officer level 2 

GROUP 7 

EL 1 

Legal 1 

Public Affairs Officer grade 3 
Senior Officer grade C (and all other Grade C occupations) 

GROUP 8 Legal 2 

EL 2 Senior Officer grade B (and all other Grade B occupations) 
Senior Officer grade A and all other Grade A occupations) 

Senior Professional Officer (Eng and Related) grade A 
Senior Public Affairs Officer grade 1 and 2 
Veterinary Officer level 3, 4 and 5 

Table 50: APS Employment Groups 

Page 101 



  

  

           

             

            

             

                
           

            

            
          
             

             
            

            
          

          
            

           

               
            

         

           
           

              
            

            
       

               
             

               
             

         
 

                                                
          

ACT Public Service Classification Review: Element 2 Interim Report FINAL 

The most notable features of the new structure was the broadbanding of: 

 General Service Officers 2-8 across just three work value bands (Bands 1-3) 

 Senior Officer Grade B and Grade A into Executive Level 2 

 Senior Public Affairs Officers Grades 1 and 2 at the same level 

On one view of this, the divergence between the ACTPS and APS in 2000 was not 
significant, except for Group 8, which included several classifications that had 
been established as recently as 1990 in the APS SEP Case 1990. 

Our review of APS agreements7 shows that this simplification of classifications has 
been associated with a corresponding simplification of salary structures. For the 
most part, enterprise agreements in the APS rarely prescribe more than about 40 
pay points for the entire non-SES workforce, and, in general, these pay points 
serve as a salary spine for all occupations within the agency. 

Along with the changes to the APS classification structure that occurred in 2000, 
came a significant change in classification management. The Work Level 
Standards for the previously distinct classifications incorporated into the new 
eight-level APS structure were put aside. In their stead, each agency would 
classify staff in accordance with its own work level standards. 

Until 2000, the APS and ACTPS made use of the same Work Level Standards for 
several key occupations. Since 2000, APS agencies have been required to develop 
work level standards tailored to their particular needs. 

Following an examination of a sample of the agency-specific WLSs, we have 
concluded that some APS agencies’ classification practice has evolved away from 
the pre-2000 norms, but that in the generality of cases, the process has been 
conservative. On that basis, we conclude that a broad work value correspondence 
continues to exist between APS levels and ACTPS classifications, similar to the 
correspondence set out in the Table above. 

It is important to note that the APSC intends to develop new APS-wide work level 
standards. Draft SES standards have been provided to agencies to trial. A project 
to develop new Executive Level 1 and 2 work level standards is well underway, but 
has not yet progressed to the point of publishing draft standards. The next stage 
of the APSC’s work will address APS 1-6 classifications. 

7 The Agreements reviewed are referenced at Annexe F: . 
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13.3 APS WAGES POLICY SETTINGS 

Between 1996 and 2007, wage fixing in the APS developed under a decentralised 
model, resulting in a marked dispersion in salary rates and employment 
conditions. In addition to a proliferation of agency-specific collective agreements, 
individual Australian Workplace Agreements became common in the APS over the 
same period of time. 

The Federal Labor Government elected in 2007 legislated to phase out AWAs. 

Current Policy Settings 

As a general rule, enterprise agreements in most APS agencies do not identify 
particular occupations for separate treatment. Notable exceptions include Legal 
Officers, whose salary ranges are often comprised of pay points selected from 
multiple APS or EL levels. 

In a small number of the 51 Agreements examined8, a small number of 
occupations are separately dealt with – for example, rehabilitation case officers at 
CRS. Very rarely do the salaries of particular occupations depart from the common 
salary spine. In our discussions with the APSC in September 2011, it was confirmed 
to us that our observations drawn from the agreements examined apply more 
broadly. 

It is also important to note that certain agencies reserve the highest pay points in 
EL 2 for particular categories of employee. For example, it is not possible to 
achieve the highest salary point of the Geoscience Australia EL 2 salary range 
unless you are classified as a Principle Research Scientist. Far from being 
anomalies, these arrangements preserve long-established pay relativities. 

 Examples of this kind demonstrate that occupations with significantly 
different salary levels may nevertheless have very similar roles, work 
requirements and overall work value. 

 Put another way, the historical salary attached to an occupation – and 
equally, the present market evaluation in times of occupational shortage – 
is not always a useful indicator of work value relative to another 
occupation. 

The recommended salary increase under the Australian Public Service 
Commission’s (APSC’s) 2011 Bargaining Framework is 3% per annum. However, this 
limit does not apply to agencies paying the lowest salaries. 

APS agencies in this situation are authorised to bring forward pay increases above 
3% for the lowest paid APS employees at each classification level, a remuneration 
strategy designed to reduce the severity of salary dispersion in the APS. 

8 The Agreements reviewed are referenced at Annexe F: . 
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The APS has set out minimum salary thresholds at each classification level that 
APS agencies must implement in the current bargaining round. 

The following Table illustrates APS Salary Thresholds, compared to ACTPS ASO 
grades. 

APS Classification Salary Threshold ($) 
at 28/2/2011 

ACTPS Classification Minimum Salary ($) 
at 18/8/2011 

APS 1 32,800 ASO 1 39,588 

APS 2 43,100 ASO 2 44,804 

APS 3 49,100 ASO 3 51,032 

APS 4 55,300 ASO 4 56,879 

APS 5 61,600 ASO 5 63,440 

APS 6 67,900 ASO 6 68,515 

EL 1 86,000 SOG C 86,750 

Table 51: APS Salary Thresholds, compared to ACTPS ASO grades 

Threshold salaries have been calculated by the APSC as the sum of base salary 
plus performance pay (an element of remuneration not found in the ACT). To that 
extent, the APSC’s salary thresholds are not directly comparable to ACT minima. 
However, as we set out in detail below, for most employees at classifications 
levels below EL 1, performance bonuses in the APS are relatively modest. 

On the one hand we can say that ACTPS salaries are not so low as to be 
completely uncompetitive in the Canberra public service labour market. On the 
other hand, we know that the position of the lowest paid APS agencies relative to 
the ACTPS will improve in the course of the current APS bargaining round by a 
factor greater than the most recent ACTPS pay increase. Further information is 
provided at section 13.5 and Annexe M: . 

The APSC’s remuneration strategy is mirrored by a similar approach to 
employment conditions. The APSC has issued proposed standard terms and 
conditions of employment, which are reproduced earlier in this report (Table 18). 

13.4 APS REMUNERATION DATA 

51 APS enterprise agreements9 were examined for the purpose of informing 
Element 2 of this Review. While a detailed examination of these has been 
informative to identify common themes, we believe there is no special value in 
deluging readers with data in this report. Given the complexity of the landscape, 
we consider that the competitive position of the ACTPS is most easily appreciated 
by using descriptive statistics. 

9 These are referenced at Annexe F: . 
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The 2010 APS Non-SES Remuneration Survey was published on the APSC’s website 
on 31 August 2011. Compiled by Mercer (Australia) Pty Ltd from data drawn 
directly from the personnel records of over 150,000 non-SES employees in 105 APS 
agencies, the survey provides comprehensive statistics for: 

 base salary, 

 total remuneration (including superannuation, car, and other benefits) 

 total rewards (including performance and retention bonuses). 
The report provides: 

 the spread of remuneration from the minimum to maximum 

 25th, 50th and 75th percentile and arithmetic mean 
The report also features tables and commentary regarding the incidence of cars 
and other benefits, and performance and retention bonuses. 

13.4.1 Superannuation 

The employer superannuation contribution for new recruits to the APS is 15.4% 
under the PSSap, compared to the 9% the ACT Government pays to First State 
Super on behalf of its new starters. 

13.4.2Performance Bonuses 

The next most significant element of remuneration in the APS is pay based on 
performance. Not all APS enterprise agreements make provision for performance-
based pay, and, of course, not all employees who may be eligible for a bonus will 
be successful. The following Table describes the availability of performance 
bonuses in the APS. 

Classification % of APS employees eligible 
for performance bonuses 

under enterprise agreements 

% of eligible APS employees 
receiving performance 

bonuses under enterprise 
agreements 

Median/average 
value of bonus 

Graduate 13 6 NIP/NIP 

APS 1 24 11 665/582 

APS 2 24 25 665/572 

APS 3 28 9 665/731 

APS 4 27 4 NIP/836 

APS 5 27 15 681/856 

APS 6 29 14 796/1,129 

EL 1 30 17 933/2,101 

EL 2 35 24 2,466/5,264 
NIP = No information provided 

Table 52: Availability of Performance Bonuses in the APS 
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Two-thirds of performance bonuses are paid as cash lump sums, and 29% as 
increases to ongoing salary. 

In this regard we note that EL 2s in a small number of APS agencies can only 
access the highest points in the EL 2 salary range on the basis of high 
performance. 

Information circulates about exceptionally high performance bonuses ($40,000 
and more), but these are only found above the 95th percentile – that is, they are 
exceptionally rare. 

13.4.3Retention Bonuses 

Retention bonuses are not widespread in the APS, as the following Table 
demonstrates: 

Classification Number of APS 
agencies paying 

retention bonuses 

% of APS employees 
receiving retention 

bonuses 

Median/average 
value of bonus 

Graduate 5 neg. NIP/NIP 

APS 1 11 neg. NIP/NIP 

APS 2 12 1% NIP/NIP 

APS 3 12 neg. NIP/1,042 

APS 4 15 1% 1,000/1,397 

APS 5 15 neg. 1,000/1,350 

APS 6 17 neg. 1,000/1,468 

EL 1 22 1% 1,000/2,363 

EL 2 23 2% 1,000/3,400 
NIP = No information provided (data withheld to preserve confidentiality) 
neg. = Negligible 

Table 53: Availability of Retention Bonuses in the APS 

These are modest retention bonuses, well below the levels for SEAs in the ACTPS. 
This may indicate that a more significant gap exists between ACTPS salaries and 
salaries paid in the external labour market. It is also consistent with Mercer’s 
findings that the salary dispersion between APS agencies is generally quite 
narrow. Only small incentives are required to convince employees to stay with 
their current employer. 

13.4.4Motor Vehicle Benefits 

There is no evidence of widespread use of motor vehicles as an important 
element of total remuneration. Mercer measured both exclusive and partial uses 
of motor vehicle in the APS for 2010, and found that benefits of this kind were 
limited to EL 1s and EL 2s. Less than 0.5% of EL 1s received a car benefit (averaging 
$25,405 in 2010), and only 1% of EL 2s benefited in this way (average = $27,838). In 
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addition, around 1% of EL 1s received a cash benefit in lieu of a car (average = 
$23,197). While they are not at all widespread, the value of a car benefits adds 
substantially to the upper boundary values for total remuneration for EL 1s and EL 
2s, and perhaps sketches out a misleading picture of the value of employment 
contracts across the APS. For this reason, car benefits will be disregarded in the 
comparative analysis provided below. 

Similar car benefits are available to ACTPS employees: 

 salary sacrifice from within existing salary (exclusive use), 

 a special term of a Special Employment Arrangement, in well-justified cases 
(exclusive use), 

 limited home garaging of ACTPS fleet vehicles (partial use). 
13.4.5Broadbanding 

Broadbanding is a feature of every APS enterprise agreement. In principle, 
broadbanding must have some impact on the reported salaries at each level of 
the APS classification structure, because an employee’s salary at a higher work 
level within a broadband will be reported against the employee’s actual 
classification (which remains their original ongoing classification), thereby 
inflating the salary reported at the statistical level. 

However, as we pointed out in our Element 1 report, only 1.2% of APS employees 
actively benefit from these arrangements. The impact of higher than normal 
reported salaries would be diluted by and distributed between the remaining 
98.8% of job occupants whose reported salaries accurately reflect the salaries 
usually paid to employees at each classification level. Therefore, we have decided 
to proceed on the basis that ignoring this factor will have a negligible impact on 
the conclusions that can be validly drawn from the survey data. 

13.5 APS SALARY BENCHMARKS 

The APS should not be seen as a single competitor, but as several competitors in 
the same market. Competition for skilled labour is as strong between APS 
agencies as it is between the ACTPS and the APS in general. 

Prospective employees will see their Employee Value Proposition (EVP) being met 
to differing degrees by the each APS agency. The ACTPS will similarly have unique 
appeal to certain prospective employees. The question is: “For prospective 
employees whose EVP includes salary, how well does the ACTPS compete with the 
APS?” 
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In the process of identifying appropriate benchmarks, we have excluded: 

 Performance bonuses – because they are not a feature of ACTPS 
remuneration policy, and are not universally paid in the APS, 

 Retention bonuses – because we wish to distinguish salary that is based on 
reasonably comparable work value for occupations from salary that is 
based on the market position of individuals, 

 Motor vehicle benefits – because they are not widely applied in either the 
APS or ACTPS, 

We have also disregarded superannuation for the purpose of fixing general 
remuneration benchmarks. We have taken this approach on the basis that: 

 In the medium term – 2-5 years – the relative positions of the ACTPS and 
APS in relation to superannuation may well change. The Federal 
Government plans to legislate to gradually increase compulsory 
superannuation contributions to 12% over that time frame. The relative 
advantage of the APS would drop from 5.9% ((115.4%/109%) – 1) to 3.0% 
((115.4%/112%) – 1). 

 The advantages the ACTPS has in relation to a range of employment 
conditions (referred to earlier in this report) ameliorates the 
superannuation gap to some degree. 

The CPSU has said that we have down played “the significant difference between 
the two services in respect to superannuation arrangements.” To some degree, 
this is true. However, in addition to the expected reduction in the differential, we 
observe that: 

 CSS and PSS members employed by the APS are generally entitled to 
remain in those schemes if they transfer to the ACTPS, with similar rights 
for ACTPS employees moving in the other direction. That is, 
superannuation is not a barrier to movement for more experienced 
employees with knowledge, skills and experience relevant to public 
adminsitration. 

 For new entrants to the ACT workforce, over half of all employment is in 
the private sector, where the employer’s superannuation contribution is 
generally just 9%. 

 There is a considerable flexibility available these days to employers and 
employees in relation to salary sacrifice for superannuation purposes. 
Whether for the purpose of retaining existing employees or attracting new 
employees, it is open to the employer to enter into arrangements that 
support an employee to make higher levels of superannuation 
contributions. 
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On that basis, we will compare APS non-SES remuneration survey data with actual 
rates paid under ACT enterprise agreements. 

We also note that: 

 The salary data from the Mercer survey is now eleven months old, 

 ACTPS enterprise agreement rates have recently risen by 3.5%, and will rise 
again in July 2012 by 3.5%, and 

 Rates of pay under APS enterprise agreements may be expected to rise 
over the course of 2011-2014 by an average of 3% per annum, consistent 
with the APSC’s pay policy for the 2011-2014 triennium. 

We therefore conclude that it is appropriate to apply a 3% uplift factor to 2010 
level benchmarks, to establish benchmark remuneration points that are 
compatible with expected salary increases under APS enterprise agreements. 

We indicated earlier in this report that fair market rates would not necessarily be 
the highest rates in the market, nor necessarily even the average rates. 

At a minimum, it is important to maintain existing relativities between the ACTPS 
and APS. But above this level, how do we judge what salary benchmarks are 
appropriate? 

The CPSU has provided information on the ranking of maximum salaries for ACTPS 
ASO and Senior Officer classifications relative to APS counterparts. The rankings 
show that ACTPS salaries for these grades lag APS salaries to a marked degree. 

Grade Data points Rank Percentile 

ASO1 86 69th 20 

ASO2 88 72nd 18 

ASO3 91 79th 13 

ASO4 90 77th 14 

ASO5 91 82nd 10 

ASO6 91 78th 14 

SO C 90 87th 3 

SO B/A 90 78th 13 

Table 54: Ranking of ACTPS and APS salary maxima - CPSU data base at 31 December 2011 

The inverse to the percentile in the last column is a measure of the potential 
recruits who would not bother to apply for an ACTPS position on the basis of 
salary alone. For example, we might expect almost all persons looking for 
employment at APS EL1 level to ignore almost all ACTPS SO C advertisements. 
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This information confirms what we already conclude on the basis of inspecting 
ACTPS enterprise agreements and the Mercer survey data: ACTPS salaries are not 
competitive in the Canberra public service labour market. 

We also consider it unlikely that this degree of relative disadvantage in salary 
would be overcome for the majority of employees and potential employees by the 
advantages the ACTPS offers in relation to parental leave, personal/carer’s leave 
and similar family friendly and community friendly provisions (although these may 
be given a value much higher than salary for a large number of people, and may 
have a positive impact on retention levels). 

Having considered the foregoing, we have adopted the following salary 
benchmarks for ASOs and Senior Officers: 

 We propose comparing ACTPS ASO 2-6 and Senior Officer Grade C and B 
pay rates at 18 August 2011 with the uplifted 2010 values for the first 
quartile and median salary points of the corresponding APS classification 
structure. 

 We propose that Senior Officer Grade A rates be compared with the 
median and third quartile of APS EL 2 salaries. We do so because the APS 
EL 2 classification encompasses the work value of both Senior Officer 
Grade B and Grade A. 

Our intention in adopting these benchmarks is to: 

 identify the grades most in need of attention, 

 determine the approximate level of salary required to bring minimum and 
maximum salaries for each grade up to the point where between 25% and 
50% of suitable recruits would choose employment in the ACTPS based on 
salary alone. 

Similar comparisons are made for other categories of employee intended to be 
translated into the Support Services Career Cluster. 

In the following tables we have assigned ACTPS salary ranges for Senior Officers 
to three categories: 

Competitive – There is a comfortable overlap of ACTPS salaries with the 
designated APS inter-quartile range. 

Marginally competitive – Only one salary point in the ACTPS salary range 
that overlaps the relevant APS inter-quartile values. 

Not competitive – None of the ACTPS salary points overlap the relevant 
APS range. 
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13.6 SENIOR OFFICERS 

ACTPS rates at 
18/8/2011 Lower APS benchmark Upper APS benchmark Assessment 

SO C $86,750 
$93,535 EL 1 Q1 $95,664 EL 1 Median $100,193 Not competitive 

SO B $102,499 
$107,797 
$115,387 EL 2 Q1 $118,553 EL 2 Median $124,311 Not competitive 

SO A $119,042 EL 2 Median $124,311 EL 2 Q3 $128,335 Not competitive 

Table 55: ACTPS SO Salaries at 18/8/2011 & adjusted APS benchmarks 10 

We conclude from the foregoing that competitive salaries for the Senior Officer 
category, relative to APS benchmarks, are properly set in the range of ~$95,000 to 
$128,335. 

The structure of the Shared Salary Spine will be the subject of our Element 3 
report. The above salary benchmarks foreshadow the post-translation salary 
levels that should be achieved for these grades. 

State Government Employers 

We have proposed potentially significant increases in base salary for Senior 
Officers Grades C, B and A (and their equivalents in the professional and technical 
streams). Are these proposals reasonable in the context of non-APS employers? 

The following jurisdictions make use of narrative work level descriptors (WLDs) to 
define the work required to be performed at each level for some or all of its 
employment categories: 

Queensland QPS award 
Professional, technical, operational and administrative streams 

Brisbane City Council BCC salaried staff award 
Professional, administrative and technical staff 

Victoria VPS enterprise agreement 
VPS Officers 1-7 – all major job categories included 

Tasmania TSS award 
10-band general category 
4-band professional category 
Dentists and health professionals not included 

South Australia SA Public Sector Interim Award 

Table 56: Public Sector jurisdictions using Work Level Descriptors 

10 Survey data (base salary) at 31/12/2010 uplifted by 3.0% 
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ACT Public Service Classification Review: Element 2 Interim Report FINAL 

South Australia Included in SA public sector enterprise agreements for new 
classification structures such as Allied Health Professional and Medical Scientist. 
WLDs for longer established classifications (including SAPS professional, 
technical, operational and administrative streams) are under review and following 
revision are expected to be inserted into enterprise agreements 

We have examined and compared WLDs for the topmost grades in the 
administrative stream in each jurisdiction, to identify Senior Officer equivalents. 
We have come to the conclusion that the following grades are close work value 
equivalents to the ACTPS Senior Officer grades: 

Jurisdiction Senior Officer A equivalent grade Salary range 

Tasmania TSS Band 9 $114,321-131,469 

Victoria VPS Officer Level 6 Value Range 2 $109,593-125,443 

Queensland Administrative Level 8 $101,610-107,467 

South Australia ASO 8 $100,717 

Table 57: Inter-jurisdictional comparison of SOA equivalent levels 

We have not used TSS band 10, because it is intended to be reserved for special 
cases, including work requiring high level skills in short supply. 

Jurisdiction Senior Officer B equivalent grade Salary range 

Victoria VPS Officer Level 6 Value Range 1 $93,740-109,592 

Brisbane City Council BCC Level 8 $99,090-107,545 

Tasmania TSS Band 8 $97,036-104,522 

Queensland Administrative Level 7 $91,712-98,341 

Table 58: Inter-jurisdictional comparison of SOB equivalent levels 

Jurisdiction Senior Officer C equivalent grade Salary range 

Victoria VPS Officer Level 5 Value Range 2 $84,446-92,467 

Table 59: Inter-jurisdictional comparison of SOC equivalent levels 

Even though VPS Officer Level 5 is a “senior” grade in the context of the VPS 
Officer classification structure, we are not convinced on the basis of the available 
WLSs that it is a “strong” Senior Officer comparator grade. 

In relation to the Northern Territory, in the absence of WLDs, we have examined 
job descriptions for recently advertised jobs at Senior Administrative Officer 1 
($96,560-107,875) and Senior Administrative Officer 2 ($111,395-121,412) and 
concluded that the latter grade is equivalent in work value terms to the ACT’s 
Senior Officer Grade A, with some overlap with the ACT Grade B. Senior 
Administrative Officer 1 job descriptions align closely with Senior Officer Grade C, 
with some overlap with the ACT Grade B. 

Page 112 



  

  

   
        

    
    

   
  

   
    

       
  

  
         

 

       

      

     

  
  

   

    

    
   

            

   

      

       

       

       

           

  

     
   

   
   

   

    
 

  

    
  

 

ACT Public Service Classification Review: Element 2 Interim Report FINAL 

It is important to note that comparing WLDs and job descriptions across jurisdictions 
requires a degree of interpretation of terms, and some judgment to be exercised in 
comparing documents that are often dissimilar in structure and content. In this case, we 
decided that, unless a comparison was obvious, it would not be used. In some cases, the 
interstate comparison grade was broad enough to make a reasonably close match with 
more than one ACTPS level. 

In the absence of detailed work level descriptors, and the limited incidence of recent job 
advertisements at senior levels, the situation in NSW is more difficult to gauge. In the 
absence of evidence of this direct kind, we have turned to a comparison of scores under 
the Mercer CED Job Evaluations system. Publicly available points-to-grade tables under 
the Mercer CED system for senior administrative grades in the APS, Queensland and NSW 
permit a broad comparison to be made in relation to the factors that the Mercer job 
evaluation system takes into account. 

Australian Public Service Queensland New South Wales 

Grade Points Grade Points Grade Points 

APS6 350-429 
AO6 385-498 

AO 7/8 320-414 

EL1 430-500 AO 9/10 415-524 

AO7 490-599 
AO 11/12 525-669 

EL2 501-684 AO8 600-719 

Table 60: Mercer CED points for SOs equivalent grades across jurisdictions 

On that basis, we suggest that the following broad relationships may be established 

ACTPS Grade Corresponding NSW grade Salary range 

Senior Officer C Administrative Officer 10 $91,303-100,623 

Senior Officer B Administrative Officer 11 $105,602-110,079 

Senior Officer A Administrative Officer 12 $116,974-122,128 

Table 61: Comparison of SOs with corresponding grades in NSW jurisdiction 

Summarising this material: 

 Senior Officer A – At $119,042, the ACT compares favourably with the minimum 
salaries for corresponding grades in other jurisdictions, but lags maximum salaries 
elsewhere. NSW, Victoria and Tasmania are market leaders. The proposed 
maximum salary (~$128,000) would be highly competitive in the national public 
sector labour market, as well as the local (i.e. Canberra-based APS) labour market. 

 Senior Officer B – Jurisdictional equivalents have a wide range of salaries - $91,712 
to $109,592. Senior Officer B lowest/highest salaries already exceed these 
lowest/highest points. 

 Senior Officer C – Salaries above $91,303 would be competitive with close 
counterparts in other jurisdictions. Salaries for Grade C presently commence at 
$86,750. 
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More complete information is at Table 86 in Annexe I: . 

We conclude that the ACT is presently highly competitive with obvious Senior Officer 
comparator grades in other public services at the level of Senior Officer Grade B. Grade A 
lies in the middle of the market for work of this kind. There is some weakness at Grade C. 
We note that the case for an increase in rates for Senior Officers is not so well-supported 
by the interstate comparisons as the comparison with APS benchmarks set out earlier in 
this Report. Having said that, we consider that the APS in Canberra remains the most 
relevant market, and we give it somewhat more weight in reaching our conclusions 
regarding what level of rates would be considered “fair market rates”. 

13.7 ASOS 

APS 1 survey data includes data for employees receiving age-related pay rates. The ACTPS 
has abolished junior rates for all classifications. On that basis, it is not possible to make a 
useful comparison based on the 2010 survey data. An examination of adult salary rates in 
actual APS agreements (see Annexe M: ) confirms for us that ACTPS ASO 1 pay rates are 
generally comparable with APS 1 adult pay rates, at the lowest salary points. At higher 
levels, the lower number of salary points (that is, faster progression) and/or higher 
maxima found in the APS would warrant a moderate increase in ASO 1 salaries. 

ACTPS 18/8/2011 Lower APS benchmark Upper APS benchmark Assessment 
ASO 2 $44,804 

$46,036 
$47,246 
$48,470 
$49,683 APS 2 Q1 $48,220 APS 2 Median $50,710 Competitive 

ASO 3 $51,032 
$52,359 
$53,682 
$55,076 APS 3 Q1 $53,726 APS 3 Median $56,214 Marginally competitive 

GAA $56,879 
$58,685 APS Grad Q1 $50,770 APS Grad Median $53,040 Competitive 

ASO 4 $56,879 
$58,685 
$60,210 
$61,756 APS 4 Q1 $60889 APS 4 Median $63,138 Marginally competitive 

ASO 5 $63,440 
$65,423 
$67,269 APS 5 Q1 $66,960 APS 5 Median $69,028 Marginally competitive 

ASO 6 $68,515 
$70,223 
$72,145 
$75,771 

$78,705 APS 6 Q1 $76,167 APS 6 Median $80,159 Marginally competitive 

Table 62: ACTPS ASO Salaries at 18/8/2011 & adjusted APS benchmarks11 

11 Survey data (base salary) at 31/12/2010 uplifted by 3.0% 
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Bringing together the foregoing information suggests to us that ASO3, ASO 4, 
ASO 5 and ASO 6 require adjustment to bring them back into a competitive 
position in the local labour market. But the level of deviation is different –no 
across the board adjustment will be effective in achieving closer comparability at 
every level. 

Administrative Service Officers – Entry Grades 

The following Table summarises the salary scales for pay rates for the first two 
grades of the ASO and interstate equivalents, chosen to show early career salary 
progression for entry level staff. 

State Entry level Promotion level Total pay 
points 

ACT $39,588 $43,752 $44,804 $49,683 4+5=9 

NT $40,000 $43,416 $43,967 $47,868 5+5=10 

Queensland $33,444 $37,112 $41,278 $48,779 3+8=11 

BCC No equivalent $44,252 $47,214 0+5=5 

NSW # $40, 662 $45,428 $47,108 $52,784 8+0=8 

Victoria $37,206 $39,496 $40,711 $46,564* 4+8=12 

Tasmania** $35,511 $39,173 $39,963 $44,233 4+4=8 

South Australia $36,964 $41,831 $44,479 $48,143 6+3=9 

Notes: 
# NSW has only one grade at this level. The 1st, 4th, 5th and 8th salary points are shown 
* Maximum value of VPS Officer Grade 2, Value Range 1 
** Advancement to the promotion level is on the basis of a performance assessment 

Table 63: Early-career rates for ASO-equivalents across jurisdictions 

Summarising the foregoing: 

 ACT is 3rd out of 7 for entry level clerical salaries 

 ACT is 3rd out of 7 at the top of the entry salary range 

 ACT is 3rd out of 8 at the first promotion level. 

 ACT is 2nd out of 8 at the top of the first promotion level 

 NSW is the leader in all cases 
More complete information is at Table 86 in Annexe I: . 

This suggests to us that, in the context of their interstate counterparts, ASOs 1 
and 2 enjoy a reasonably satisfactory position. No adjustment is required to reach 
“fair market rates” on the basis of this evidence by itself. 
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Administrative Service Officers – Levels 3-6 

Having considered that lowest and highest levels in the ASO/SO structure, we do 
not consider it fruitful to examine jurisdictional similarities and differences for 
these grades at this point in time. We will be concerned in our Element 3 report to 
construct a Shared Salary Spine that, amongst other things, addresses the need to 
establish reasonable internal relativities. 

We recognise that the Shared Salary Spine must also embody externally 
determined fair market rates at all levels. We will test each level of the Shared 
Salary Spine against selected benchmarks and market rates as part of our Element 
3 report. The objective will be to attach grades to the new spine in a way that is 
fair, whether looked at from the perspective of established market rates or 
internal salary relativities. 

Page 116 



  

  

   

             
               

           
            

     

            
                

           

      

                 

            

              

            

                

              

               

              

            

            

            

            

            

            

            

          

            
            
   

ACT Public Service Classification Review: Element 2 Interim Report FINAL 

13.8 SCHOOL ASSISTANTS 

In our Element 1 report, we suggested that School Assistants would be allocated 
to the People Services Career Cluster. On the basis of feedback from ETD and the 
CPSU, we acknowledge that it may be disruptive to managing the career 
opportunities of these staff for them to be separated from other ASO-classified 
staff working in the education system. 

We do not consider there is justification for changing this relationship with the 
ASO grades. Nor is there a need to recommend different rates of pay, on the basis 
of the comparison of full-time rates of pay in the following Table. 

ACT NT QLD NSW VIC SA 

SASST 2 $44,804 ASST TEA 1 $40,375 TAOO2 $41,278 SASST $41,420 ES 1 $37,795 SSO 1 $38,234 

$46,036 $42,286 $41,771 $39,386 $40,213 

$47,246 ASST TEA 2 $43,972 $43,313 $42,563 $40,978 $41,401 

$48,470 $44,339 $43,539 $42,747 $42,490 

$49,683 ASST TEA 3 $47,102 Soft barrier Cert III/SFA $44,329 $44,306 $43,582 

Soft barrier VET Cert TAOO3 $44,965 $44,768 

SASST 3 $51,032 

$52,359 

ASST TEA 4 52,086 $45,795 

$46,718 ES 2 $46,057 SSO 2 $48,138 

$53,682 $47,696 $47,600 $50,121 

$55,076 $49,195 $52,100 

TAOO4 $49,718 $50,843 

Specialist $51,341 $52,546 

$52,972 

$54,587 

$54,524 

Table 64: Comparison of School Assistant full-time rates across jurisdictions 

ACT School Assistant rates also exceed the benchmarks applied to Health Care 
Assistants and Disability Services Officers who hold a Certificate III ($43,482) or 
Certificate IV ($44,789). 
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13.9 INFORMATION TECHNOLOGY OFFICERS 

Table 1 demonstrates that turnover in this profession is less than 10%. The highest 
rates of attrition are at ITO 1 and ITO 2. On the other hand, SITO turnover rates are 
almost negligible. Stability at this level may be attributable to the prevalence of 
SEAs. 

ACTPS rates at 
18/8/2011 

Lower APS benchmark Upper APS benchmark Assessment 

ITO 1 $55,076 
$56,879 
$58,685 
$60,210 
$61,756 
$62,974 

APS 3 Q1 $53,726 

APS 4 Q1 $61,185 

APS 5 Q1 $60,889 

APS 3 Median $56,214 

APS 4 Median $63,138 

APS 5 Median $69,028 

Competitive 

Marginally competitive 

Marginally competitive 

ITO 2 $68,515 
$70,223 
$72,145 
$75,771 

$78,705 APS 6 Q1 $76,167 APS 6 Median $80,159 Marginally competitive 

SITO C $86,750 
$93,535 EL 1 Q1 $95,664 EL 1 Median $100,193 Not competitive 

SITO B $102,499 
$107,797 
$115,387 EL 2 Q1 $118,553 EL 2 Median $124,311 Not competitive 

SITO A $119,042 EL 2 Median $124,311 EL 2 Q3 $128,335 Not competitive 

Table 65: ACTPS ITO Salaries at 18/8/2011 & adjusted APS benchmarks12 

ACTPS salary rates for ITOs are only competitive at the level of the beginning 
professional – that is, a person holding a diploma or degree, but having limited 
experience. We note that the beginning salary for the ITO 1 is reasonably 
competitive. 

Fair market rates for the SITO category, relative to APS benchmarks, are properly 
set in the range of $95,000 to $128,000 (same as Senior Officers). 

We supplement the APS benchmark comparisons with the results of the 2011 
APESMA/Australian Computer Society Remuneration Survey Report. This survey 
provides information on general levels of remuneration for Information and 
Communications Technology (ICT) professionals. 

12 Survey data (base salary) at 31/12/2010 uplifted by 3.0% 
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The APESMA survey organises data around the five-level classification structure 
found in a number of Modern Award covering professionals. These five levels can 
be related to each of the levels in the ACT ITO classification structure. 

The following Table sets out data extracted using the on-line survey reporting tool 
provided on the APESMA Surveys website. The Level 1 sample size is very small. As 
well, this data only relates to new graduates with limited experience. 

Level ACT ITO 
Levels 

Sample 
Size 

25th 
percentile 

Median 75th 
percentile 

Mean 

1 1 21 40,000 46,746 50,000 46,063 

2 2 180 62,078 70,000 80,000 71,550 

3 C and B 440 78,000 93,000 108,750 94,817 

4 B and A 310 102,000 120,000 140,000 123,458 

5 A and Exec 110 120,000 147,000 183,000 157,400 

Table 66: Profile of APESMA ICT Survey data 

This data demonstrates a much wider spread of salaries for ICT professionals than 
for engineers (APESMA survey) or APS agreement rates. It confirms that the 
salaries paid by the ACTPS are behind the general market at senior levels. It also 
confirms the salary survey information provided to us by Shared Services ICT 
(then InTACT) in mid-2011. It indicates in particular that rates for SITO B and A 
need to increase. 

We note the significant gap between the top of the ITO 1 and the bottom of the 
ITO 2 salary ranges, which in the ASO stream is occupied by the ASO 5. We suspect 
that the truncated ITO 1 salary scale would not be attractive for computing 
professionals with more than a few years experience, and would not operate to 
retain staff in ITO 1 positions. 

We recommend, as an interim measure, that the ITO 1 and the ASO 5 be 
broadbanded. The following Table illustrates this proposal: 

  

  

          
             

             

          
               

           

   
 

 
 

 
 

  
 

 

       

       

         

         

         

        

             
            

               
            

                
    

                 
                 
            

             
       

               
      

     

     
 
 

 
 
 

      
 
 
 
 
 

 
 
 
 
 
 

            

At 18/11/2011 From 01/07/2012 

ASO 5 salary points $67,269 
$65,423 
$63,440 

$69,623 
$67,713 
$65,660 

Existing ITO 1 salary scale $62,974 
$61,756 
$60,210 
$58,685 
$56,879 
$55,076 

$65,178 
$63,917 
$62,317 
$60,739 
$58,870 
$57,004 

Table 67: Proposed Interim Broadbanding of ITO 1 and ASO 5 levels 
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The combined salary scale would be more appropriate for a professional ICT 
workforce, and be a better match with APS salary benchmarks. 

We suggest that access to the higher salary band would be available to 
employees: 

 Who possesses a diploma or degree in computer science or a related field, 
or who, in the opinion of the relevant Director-General, possesses 
equivalent knowledge, skills and experience, and 

 Are presently paid at the 4th, 5th or 6th salary point in the ITO 1 salary 
scale, or have at least 3 years relevant industry experience, and 

 Whose performance in their current role has been assessed as satisfactory 
or better, and 

 Who have demonstrated in recent work assignments that they possess the 
ability to work with less supervision and a higher level of independence 
than is usually expected for employees at ITO 1. 

Information on salaries applying in other State jurisdictions is at Table 87 in 
Annexe I: . It is important to note that most State government employers use the 
general administrative stream to classify ICT professionals. 
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13.10 PUBLIC AFFAIRS OFFICERS 

Turnover in this small profession (with an average of 24 ACTPS staff in 2010-2011) 
is moderate – around 8%. 

ACTPS rates at 
18/8/2011 

Lower APS benchmark Upper APS benchmark Assessment 

PAO 1 $58,685 
$61,536 

$64,390 
$67,269 

APS 4 Q1 $60,889 

APS 5 Q1 $66,960 

APS 4 Median $63,138 

APS 5 Median $69,028 

Competitive 

Marginally competitive 

PAO 2 $71,367 
$75,332 
$81,099 APS 6 Q1 $76,167 APS 6 Median $80,159 Competitive 

PAO 3 $91,162 
$103,029 
$107,797 EL 1 Q1 $95,664 EL 1 Median $100,193 Competitive 

SPAO 1 $115,387 EL 2 Q1 $118,553 EL 2 Median $124,311 Not competitive 

SPAO 2 $120,969 EL 2 Median $124,311 EL 2 Q3 $128,335 Not competitive 

Table 68: ACTPS PAO Officer Salaries at 18/8/2011 & adjusted APS benchmarks13 

With the notable exceptions of the PAO 3 and the most junior entrants to the 
profession, the salaries presently offered to public affairs professionals in the 
ACTPS are not generally competitive with those on offer in the APS for work at 
each equivalent work value level. 

We note at this juncture, as well, that the structure of PAO salary scales are 
significantly different from ASO, Senior Officer, ITO and other Professional Officer 
salary scales. 

13 Survey data (base salary) at 31/12/2010 uplifted by 3.5% 
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13.11 AUDITOR-GENERAL’S OFFICE STAFF 

This category is not homogeneous – the occupations incorporated here include 
financial auditors, performance auditors, and administrative staff. However, they 
share the same broadbanded salary structure. 

The Audit group is unique in having two salary bands, each with two continuous salary 
ranges. Broadly speaking, the roles of Managers in Band 2 equate to Senior Officer 
Grades C, B and A in the general administrative stream, with a strong 
technical/professional leadership flavour demanding specific education and experience. 
Each employee’s actual salary is fixed by reference to the employee’s qualifications, 
training, skills, experience and performance. 

The Mercer APS Remuneration Survey identified no strong difference between 
job families, except to note that the total remuneration package for APS audit staff 
was higher than any other job family at APS 2 through to APS 6. Unfortunately, 
separate base salary data for this group has not been published. 

With its relatively competitive Band 1 salaries, the ACT Audit-General’s Office 
enterprise agreement has obviously been written with this circumstance in mind. 
Despite this, Band 1 Auditor-General’s Office staff have one of the highest 
turnover rates in the ACTPS – 29.1%. It is important to note that there is vigorous 
competition between employers in both the public and private sectors for 
qualified financial auditors. Paradoxically, turnover at Band 2 (where salaries are 
generally less competitive) is quite modest – 8.5%. 

ACTPS rates at 
18/8/2011 

Lower APS benchmark Upper APS benchmark Assessment 

Band 1 $43,557 
Lower 

$65,634 

APS 2 Q1 $48,220 
APS 3 Q1 $53,726 
APS 4 Q1 $60,889 

APS 2 Median $50,710 
APS 3 Median $56,214 
APS 4 Median $63,138 

Competitive 
Competitive 
Competitive 

Band 1 $69,214 
Senior $84,727 

APS 5 Q1 $66,960 
APS 6 Q1 $76,167 

APS 5 Median $69,028 
APS 6 Median $80,159 

Competitive 
Competitive 

Band 2 $89,501 
Manager $96,661 EL 1 Q1 $95,664 EL 1 Median $100,193 Marginally competitive 

Band 2 $102,627 
Senior 
Manager $124,108 

EL 2 Q1 $118,553 
EL 2 Median $124,311 

EL 2 Median $124,311 
EL 2 Q3 $128,335 

Competitive 
Not competitive 

Table 69: ACTPS A-GO Salaries at 18/8/2011 & adjusted APS benchmarks14 

The maxima and minima of A-GO salary bands should be realigned to correspond 
with suitable points on the Shared Salary Spine. 

14 Survey data (base salary) at 31/12/2010 uplifted by 3.0% 
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13.12 PROFESSIONAL OFFICERS 

We have proposed to include non-health/non-engineering professionals such as 
librarians and archivists in the Support Service Career Cluster. 

ACTPS rates at 
18/8/2011 

Lower APS benchmark Upper APS benchmark Assessment 

PO 1 $47,780 
$49,682 
$52,575 

$56,084 
$60,009 
$63,856 
$67,031 

APS 3 Q1 $53,726 

APS 4 Q1 $60,889 

APS 5 Q1 $66,960 

APS 3 Median $56,214 

APS 4 Median $63,138 

APS 5 Median $69,028 

Marginally competitive 

Marginally competitive 

Marginally competitive 

PO 2 $68,515 
$70,593 
$72,571 
$75,771 

$78,705 APS 6 Q1 $76,167 APS 6 Median $80,159 Marginally competitive 

SPO C $86,750 
$93,535 EL 1 Q1 $95,664 EL 1 Median $100,193 Not competitive 

SPO B $102,499 
$107,797 
$115,387 EL 2 Q1 $118,553 EL 2 Median $124,311 Not competitive 

SPO A $119,042 EL 2 Median $124,311 EL 2 Q3 $128,335 Not competitive 

Table 70: ACTPS PO Salaries at 18/8/2011 & adjusted APS benchmarks15 

Clearly the competitive situation of ACTPS Professional Officer salary scales must 
be addressed, and should also be realigned to correspond with suitable points on 
the Shared Salary Spine. 

15 Survey data (base salary) at 31/12/2010 uplifted by 3.0% 
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13.13 RANGE OF MARKET–BASED RATES FOR SUPPORT SERVICES CLUSTER 

We propose the following key salary points be adopted within this Career Cluster: 

Lowest Pay Point No less than ~$4o,000 (to meet APS EA salary levels) 

New graduate entry 

2-year diploma ~$51,000 

3-year degree ~$53,500 

4-year degree ~$57,000 

5-year degree ~$61,000 

6-year degree ~$65,500 

SOC, SITOC ~$95,000 

Highest pay point $128,335 (APS EL 2 benchmark) 

Actual rates under a new classification structure will depend on where in the new 
shared Salary Spine each current pay point conveniently translates. 
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14 LEGAL SERVICES CAREER CLUSTER 

Initial analysis of this Career Cluster was discussed in the report on Element 1 of 
the Review, when we reported as follows: 

14.1 COMPARISON WITH APS AGENCIES 

The 1990 structure for legal officers has been largely preserved by APS agencies, 
although a few have opted to reduce the number of pay points from 10 to 9 or 8. 
Others have extended the range to 11, 12 and even 13 pay points. 

Current (June 2011) enterprise agreements covering 51 Commonwealth agencies 
were obtained from the Fair Work Australia website16 . There were 49 APS 
agreements and 2 AFP agreements. 

The AFP classifies its legal officers at levels 3 to 8 of its unique classification 
system. ACTPS pay rates are generally competitive with rates offered to legal 
officers employed by the AFP. 

The classification and salary structures used by the Commonwealth Parliamentary 
Counsel (CPC) and Commonwealth Director of Public Prosecutions (CDPP) are 
discussed separately below. 

Thirteen other APS agencies provide specific classification structures and salary 
scales for legal officers. All are based on various forms of broadbanding of their 
APS 3-EL 2 salary bands. 

Concentrating on the equivalents of the ACTPS Legal 1, it is notable that evolution 
over the last two decades has seen about half the APS agencies employing legal 
officers deciding to repartition Legal 1 into two distinct classifications. The lower 
grade is usually based on pay points selected from APS 3-APS 6 salary ranges. The 
upper grade is based on EL 1 salaries. 

The significance of dividing the grade into two parts is that the movement 
between the lower and upper levels has the character of a promotion. We do not 
recommend that the ACTPS adopt this approach. However, it is useful to analyse 
the two work value bands separately, and compare ACTPS and APS practices. 

The most common number of pay points in the APS 3-APS 6 segment of the pay 
scale is 6 or 7. The majority of APS agencies have maintained 3 pay points at the EL 
1-equivalent level. At this structural level, the ACTPS legal officer pay scale is not 
out of step with APS practice. Perhaps as well, it indicates a general level of 
robustness of the broadbanding system, and its ongoing acceptance amongst 
APS employers as a model for retaining legal staff. 

16 These are referenced at Annexe F: . 
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ACTPS and APS legal officer salary scales are compared in the Table below: 

Lower work value range 
(APS 3-APS 6 range) 

Upper work value range 
(APS EL 1 range) 

  

  

             

     
  

    
  

     
       

  
 

    

           

              
             

      

           
              

              
              

       

    

           
          

             
      

           
           

          

            
             

           
            
 

    

            
              

           

Min Max Min Max 
ACTPS Legal 1 $50,796 $73,983 $83,816 $104,152 
APS agencies 

(n=13) 
$50,037-57,285 $73,172-84,605 $83,028-92,164 $102,604-111,861 

Table 71: Comparison of ACTPS and APS Legal 1 salary scales 

ACTPS salaries are towards the bottom of the range of salaries offered by APS 
agencies. Graduate entry salaries for almost all APS agencies are ahead of the 
rates offered in the ACTPS. 

 Given that there is now afoot a further enterprise agreement bargaining 
round in the APS, these rates will grow by about 3% in the coming months. 

Early-career legal officers might find pay points in the middle and upper levels of 
the Legal 1 salary range attractive, but the rates on offer to more experienced 
personnel are not, generally speaking, especially competitive. 

Comparison with State government employers 

A survey of industrial awards and enterprise agreements covering legal officers in 
other jurisdictions (Queensland, New South Wales, Victoria, Tasmania and South 
Australia) show that ACTPS Legal 1 pay rates are generally quite competitive with 
rates paid to their interstate counterparts. 

The Queensland Legal Aid Commission uses five levels of the Queensland 
Professional Officer classification structure to classify its legal officers. Most other 
States have maintained a distinctive vocational stream for legal officers. 

ACTPS Legal 1 is generally competitive up to and including NSW Legal Officer 
Grade IV. It is important to note, however, that NSW public sector employers 
frequently advertise legal officer positions as covering more than one grade (e.g. 
Grades I-II, II-III, or I-III). Advertised commencing salaries differ from agency to 
agency. 

Legal 2 – JCSD 

The forerunner to this classification was known as Principal Legal Officer. The 
two-point salary scale for this classification is broadly in line with salaries paid to 
SOAs, SOAEs, SPOAs, SPAO2s, Dentist 3s and Veterinary Officer 4s. 
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Comparison with APS agencies 

Compared with pay rates for similar work undertaken in the APS, ACTPS salaries 
are not, in general, especially competitive. 

  

  

    

             
      

   
     

  
 

  

           

                
             

 

   
 

       

       
        
       

           
       

            
       

             
       

          

        

      

           
            

  

   

            
           

    

            
             

  

             
            

  

Min Max 
ACTPS Legal 2 $113,158 $117,809 
APS agencies 

(n=13) 
$100,441-122,588 $117,931-132,212 

Table 72: Comparison of ACTPS and APS Legal 2 salary scales 

We can also apply the same comparison of APS benchmarks to Legal 1 and Legal 2 
as we have in the case of Senior Officers previously in this report. 

ACTPS rates at 
18/8/2011 

Lower APS benchmark Upper APS benchmark Assessment 

Legal 1 $86,750 
upper $93,535 

$107,797 EL 1 Q1 $95,664 EL 1 Median $100,193 Competitive 

$117,119 EL 2 Q1 $118,553 EL 2 Median $124,311 Not competitive 

Legal 2 $121,932 EL 2 Median $124,311 EL 2 Q3 $128,335 Not competitive 

Table 73: ACTPS Legal rates at 18/8/2011 with APS Benchmarks 

Both analyses tend to support the same conclusions. 

14.2 COMPARISON WITH STATE GOVERNMENT EMPLOYERS 

The survey of awards and agreements covering legal officers in other jurisdictions 
show that ACTPS Legal 2 pay rates are reasonably competitive with interstate 
equivalents. 

Notable exceptions are: 

 Victoria, where three levels of Senior Technical Specialist are available for 
senior legal professionals. The pay rates for these grades are substantial, 
ranging from $127,323 to 173,160. 

 Tasmania, which has recently restructured is middle and senior legal officer 
salary structure, and now offers its fourth level legal officer up to $127,023 
per annum. 

 South Australia has a Legal Services Manager classification in its Legal Aid 
Commission. Senior legal roles can also be found in the South Australian 
Executive Service. 
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14.3 ACT PARLIAMENTARY COUNSEL 

ACTPC uses the Legal 1 and Legal 2 classification structure. As well, a small number 
of senior positions are classified in the ACT Executive structure. 

CPC uses a three-level Assistant Parliamentary Counsel classification structure, 
with overlapping salary bands. 

Assistant Parliamentary Counsel 1 $54,168-101,053 

Assistant Parliamentary Counsel 2 $87,850-106,672 

Assistant Parliamentary Counsel 3 $101,053-121,658 

The ACTPS Legal 1 salary scale is competitive with APC 1 and APC 2 across most of 
its range, with some weakness at the top. 

The ACTPS Legal 2 salary scale is generally comparable with that of APC 3. 

It is important to note that the CPC enterprise agreement includes two further 
grades of Parliamentary Counsel whose salaries align with the APS SES. 

We conclude that market rates for the work performed by Legal 1 and Legal 2 
counterparts in the APS and other jurisdictions would justify an adjustment to ACT 
rates, with the objectives of: 

 making employment at the base of Legal 1 attractive to new graduates 

 fixing the rate for an experienced Legal 1 (8th salary point) at a level that is 
more competitive with the APS EL 1 

 fixing higher rates for Legal 2 that would be more competitive with the 
APS EL 2 and senior/manager grades in other jurisdictions. 

To this end, we recommend that: 

 the rate for a new entrant to the profession at the bottom of Legal 1 be at 
least $57,000 – based on comparisons with other States 

 the rates for Legal 1 staff on the 8th-10th salary points be no less than 
~$95,000 

 the rates of Legal 2 be set in the range of $120,000 to $128,335 

14.4 LEGAL 3 

As foreshadowed in our Element 1 Report, further discussions have been held 
with the Government Solicitor and his staff about the requirements to establish a 
higher level classification for Special Counsel and senior managers in GSO. 

These discussions are ongoing. 
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14.5 PROSECUTORS 

We are aware that there is to be a separate work value case mounted for this 
group, based on interstate comparisons and salary survey data. 

Prosecutors should be brought into the new classification structure, 
accommodated with other professional staff under new Work Level Descriptors, 
even though their placement in the Shared Salary Spine may be unique. There is 
no good reason for Prosecutors to be treated differently on either count. 

We will make interim recommendations on their translation in our Element 3 
report, for the parties to consider, and to operate as default placement pending 
resolution of the work value case. 

14.6 PARALEGALS 

We have not received any information to suggest that this category is any 
different in kind or overall work value to other legal support staff and 
administrative staff employed elsewhere in the ACTPS. 

Paralegals in other jurisdictions (where the function is separately identified) are 
usually classified in the administrative and clerical stream. On that basis, the work 
value comparisons and the market rates conclusions are essentially the same as 
those set out above for ASOs. 

Paralegals can and should be translated directly into the new classification system 
and the Shared Salary Spine, on the basis of the new Work Level Definitions. It will 
then be open to the Director of Public Prosecutions to create positions within the 
new work levels, at higher levels in the structure, if that is justified on operational 
grounds, or to improve the career structure for and retention of paralegal 
workers. 

14.7 RANGE OF MARKET–BASED RATES FOR LEGAL SERVICES CLUSTER 

We propose the following key salary points be adopted within this Career Cluster: 

New graduate entry 

4-year degree ~$57,000 

5-year degree ~$61,000 

6-year degree ~$65,500 

Legal 1 (upper) ~$95,000 

Highest pay point $128,335 (APS EL 2 benchmark) 

Special range extension For Prosecutor 5, proposed Legal 3 

Actual rates under a new classification structure will depend on where in the new 
shared Salary Spine each current pay point conveniently translates. 
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15 SHARED SALARY SPINE – INITIAL ASSESSMENT 

On the basis of the information compiled for all Career Clusters, we recommend 
that a general-purpose Shared Salary Spine (SSS) will extend from the current 
base of Health Services Officer Level 2 – $38,010 to a point equal to or marginally 
above the APS EL 2 benchmark identified earlier in this report – $128,335. 

The highest point in the new salary spine is adequately justified on the basis of 
other data including: 

 comparisons with salaries paid by other public services for administrative, 
technical and professional employees in all disciplines, and 

 general market rates for common professions in the range of the 25th to 
5oth percentiles. 

A special-purpose extension to the SSS will accommodate such specialised 
categories as senior dentists, senior medical physicists and senior radiation 
therapists, whose enterprise agreement rates already exceed the APS EL 2 
benchmark. 
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16 RECOMMENDATIONS 

On the basis of the information compiled for all Career Clusters, we recommend: 

1. The ACTPS continue with a two tier approach to determining salaries: 

 Salary scales that reflect fair market rates for the variety of work performed 
in the ACTPS will continue to be explicitly fixed in enterprise agreements. 

 For occupations demonstrated to be in shortage, supplements may be paid 
to bring total remuneration up to levels that meet external market 
remuneration benchmarks. 

2. A new general-purpose Shared Salary Spine (SSS) will extend from the current 
base of Health Services Officer Level 2 – $38,010 – to a point equal to or 
marginally above the APS EL 2 benchmark identified in Part 12 of this report – 
$128,335. 

3. A special-purpose extension to the SSS will accommodate such specialised 
categories as senior dentists, senior medical physicists and senior radiation 
therapists, whose enterprise agreement rates already exceed the APS EL 2 
benchmark. 

4. Special Employment Arrangements be redesigned in line with Section 10.4 

5. Separate disability allowances and separate license allowances for 
tradespersons will be abolished: these aspects of employment will in future 
be reflected in the total rate of pay for the job. 

6. Adult apprentices will be paid in the GSO 4 salary range. 

7. A common professional entry scale will be adopted across all professions in all 
Clusters. 

8. ITO1 and ASO5 will be broadbanded as an interim measure to establish a more 
suitable salary scale for this profession. 
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17 NEXT STEPS 

This Report is the second of a series of five reports. In line with the agreed 
workplan, this Report focuses on market rates. 

Considerations of detailed classification levels, wage equity and salary spine 
structure will be addressed in subsequent Elements of the Review. 

A draft of this Report was circulated on 3 December 2011 to Advisory Panel 
members for clarification and feedback. Comments and feedback received have 
been consolidated into this document. 
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Annexe A: ACRONYMS & SHORT FORMS 

AAWI Average Annualised Wage Increase 

ACT Australian Capital Territory 

ACTEW ACT Electricity & Water 

ACT Health Health Directorate 

ACTION ACT Internal Omnibus Network 

ACTPS Australian Capital Territory Public Service 

ACTTAB ACT Totaliser Agency Board 

AGL Australian Gas Ltd 

A-GO Auditor-General’s Office (ACTPS) 

AIRC Australian Industrial Relations Commission 

AMWU Australian Manufacturing Workers Union 

APESMA Association of Professional Engineers, Scientists and Managers Australia 

APS Australian Public Service 

APSC Australian Public Service Commissioner 

AQF Australian Qualifications Framework 

AQTF Australian Qualifications Training Framework. 

ARIn Attraction and Retention Incentive 

ASO Administrative Services Officer 

ASQA Australian Skills Quality Authority 

BCC Brisbane City Council 

BEP Building, Electrical and Plumbing 

C&P Care & Protection 

CBC Competency-Based Completion 

CBCA Competency Based Salary Advancement 

CDPP Commonwealth Director of Public Prosecutions 

CEO Chief Executive Officer 

CEPU Communications, Electrical & Plumbing Union 

CFC Cultural Facilities Corporation 

CFMEU Construction, Forestry, Mining & Energy Union 
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CIA Construction Industry Allowance 

CIT Canberra Institute of Technology 

CMCD Chief Minister’s & Cabinet Directorate 

CMD Chief Minister’s Department (now part of CMCD) 

CoAG Council of Australian Governments 

CPC Commonwealth Parliamentary Counsel 

CPSU Community & Public Sector Union 

CSD Community Services Directorate 

CSP Community Safety Portfolio 

CSS Commonwealth Superannuation Scheme (now closed) 

D-G Director-General 

DA Disability Allowance 

DEEWR Department of Education, Employment and Workplace Relations 

DJAG Department of Justice and Attorney-General (Queensland) 

DPC Department of Premier & Cabinet (NSW) 

EA Enterprise Agreement 

EDD Economic Development Directorate 

EL Executive [Officer] Level 

ESDD Environment & Sustainable Development Directorate 

ETD Education & Training Development 

EVP Employee Value Proposition 

FSO Facilities Services Officer 

FTE Full Time [Employee] Equivalent 

FWA Fair Work Australia 

GAA Graduate Administrative Assistant 

GSO General Services Officer 

HCA Health Care Assistant 

HPO Health Professional Officer 

HRM Human Resource Management 

HSU Health Services Union 
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HWA Health Workforce Australia 

ICT Information & Communications Technology 

IIBA International Institute of Business Analysis 

ILS Integrated Leadership System 

IPSAM Integrated Public Sector Audit Management 

ISC Industry Skills Council. 

ITAB Industry Training Advisory Board 

ITIL Information Technology Infrastructure Library 

ITO Information Technology Officer 

JACS Justice & Community Safety Directorate 

JES Job Evaluation System 

MP Medical Physicist 

MoG Machinery of Government 

NES National Employment Standards 

NPM New Public Management 

NRS National Reporting System 

NTF National Training Framework 

ODPP Office of the Director of Public Prosecutions (ACT) 

ORS Office of Regulatory Services 

PAO Public Affairs Officer 

PDY Professional Development Year 

PO Professional Services Officer 

PRINC2 Projects in Control [methodology] Version 2.0 

PSA Public Service Arbitrator 

PSC Public Service Commission (Queensland) 

QPS Queensland Public Service 

RCC Recognition of Current Competency. 

RED Respect Equity & Diversity 

RPL Recognition of Prior Learning. 

RTO Registered Training Organisation. 
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SACS Social & Community Services 

SEA Special Employment Arrangement 

SEP Structural Efficiency Principle 

SES Senior Executive Service 

SO Senior Officer 

SSA Skills Shortage Allowance (NSW) 

SSCE Senior Secondary Certificate of Education. 

SSP Senior Specialist Professional (Brisbane City Council) 

STA State Training Authority. 

TAMS Territory & Municipal Services Directorate 

TCH The Canberra Hospital 

TEQSA Tertiary Education Quality and Standards Agency 

TO Technical Officer 

TOIL Time Off In Lieu 

Treasury Treasury Directorate 

TSS Tasmanian State Service 

VET Vocational. Education and Training. 

VPS Victorian Public Service 

VTE Vocational and Technical Education 

WCM WorkCover Manager 

WCO WorkCover Officer 

WLS Work Level Standard(s) 

WOP WithOut Pay 
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Annexe B: GLOSSARY 

Adaptability: the ability of a system, organisation or process to respond to 
emergent requirements and influences unanticipated when it was implemented. 

Australian Qualifications Framework (AQF): a national system of qualification 
types covering curriculum-based higher education as well as competency-based 
learning. 

Australian Qualifications Training Framework (AQTF): a system of national 
standards for VET-sector training bodies and registration bodies. 

Employee Value Proposition (EVP): the relationship between the cost to the 
employee—the work to be performed---and the quality experienced—the total 
balance of reward and benefit received as defined by the employee. (Smith 
2010a). 

Flexibility: the ability of a system, organisation or process to respond to a range 
of different possible requirements and influences at any given time. 

Human Resource Management (HRM): The Shorter Oxford (1993) defines 
Human Resources as: “people (esp. personnel or workers) as a significant asset of 
a business etc”. This conceptualisation of employees, staff and other providers of 
skills and knowledge as “human capital” parallels the concepts of other inputs 
such as financial capital and physical assets. Contrasting this, much recent 
literature of HRM strongly rejects this interpretation, focusing instead on the 
unique aspects of people that separate them from such an abstracted view of 
inputs. Pfeffer (1994) puts the person first, bringing best practices to HRM in 
order to derive organisational benefit as a second order outcome. Another 
approach to putting the person first is the Resource view, which looks at the 
strengths of the individual and manages their role around that unique mix 
(Prahalad & Hamel 1990). A further approach focuses on a close fit between 
human resources and organisational strategy: Porter’s (1985) model provides an 
example, suggesting that human resource needs evolve to meet the 
contingencies of organisational evolution in a dynamic driven by his “five forces”. 

Industry Skills Council (ISC): tasked with responsibility for determining the 
content of Training Packages. 

Information Technology Infrastructure Library (ITIL): an IT management 
framework that provides frameworks and procedures for IT development and IT 
services management and operation 

Integrated Public Sector Audit Management (IPSAM): a methodology for internal 
audit developed jointly by the Victorian and Queensland governments. 
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Mobility: the ability of a person to move across a range of environments. 

National Reporting System (NRS): A system designed by literacy trainers to assess 
literacy, numeracy and language skills. 

National Training Framework (NTF): made up of the AQTF and Training Packages. 

New Public Management (NPM): Based on conceptualisation of public sector 
stakeholders as customers, suppliers and shareholders, this approach to public 
sector management was developed and promoted from the 1980s into the early 
years of the twenty-first century (Hood 1991). It suggested that reliance on 
appropriations and shielding from market forces compromised both efficiency 
and quality; public sector staff were seen to be protected by professional and 
trade membership: the inevitable outcomes were posited to be higher tax bills 
and a disgruntled electorate (Boston et al 1996; Dawson & Dargie 1999). Effects of 
this approach include: a move towards smaller agencies with more focused 
outcomes; greater focus on efficiency; exposure to market forces; competition 
between agencies. The key tool in public sector management become the 
contract, replacing the hierarchy that had dominated for so long (Dawson & 
Dargie 1999). More “business-like” (Dawson & Dargie 1999, p. 461) patterns came 
to dominate what was now referred to as human resource management (HRM), 
including performance management contracts, external recruitment and 
performance-based pay. More generally, an array of approaches emerged 
independently across many countries, all based on the same values but differing in 
implementation details (Dunleavy & Hood 1994), particularly the degree of 
prescription and the degree of distinction between public and private sector 
HRM, organisational and business methods. 

Points-Factor: a methodology used for Job Evaluation whereby Jobs are scored 
for a series of factors, and the points scored are then summed to evaluate the 
Job’s ranking. 

PRINCE2: Version 2 of a project management methodology for management of ICT 
projects, developed by the UK government and in the public domain. 

Public Good: a product that is not affected by consumption and which is available 
to all. 

Public Value (PV): Public Goods , services, outcomes and trust (Kelly et al 2002) 
produced by government action through relationships between citizens and 
public servants. 

Recognition of Current Competency (RCC): acknowledging that skills may decline 
over time, RCC determines the current status of an individual’s competency. 

Recognition of Prior Learning (RPL): Assessment of competency gained in 
previous learning situations 
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Registered Training Organisation (RTO): provider of education and assessment 
services in the VET sector. 

Senior Secondary Certificate of Education (SSCE): a nationally agreed final year 
certification of school-based education. Local titles may be used in each state or 
territory, and the content is set by the relevant state or territory body. 

Skills Australia: a committee providing expert advice on the federal Minister for 
Education on workforce issues 

State Training Authority (STA): state body with authority to register RTOs. 

Training Package: a set of learning and assessment materials registered for 
delivery in the VET sector. 

Vocational and Technical Education (VTE): see Vocational Education and Training. 

Vocational Education and Training (VET): also referred to as Vocational and 
Technical Education (VTE), this sector provides learning pathways that provide 
competencies required for technical, trade, and other job-related area.. 
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Annexe C: CAREER CLUSTERS – SUMMARY 

Infrastructure Services People Services 
Work in this Clusters undertakes planning and execution of Work in this Cluster provides diagnostic and therapeutic 
activities to manage, maintain and enhance the natural and services and social interventions in health care and/or 
urban environments to the benefit of the ACT community, institutional and/or community settings. The cluster 
and provide specialised support for the operation of public includes regulated and non-regulated health professions. 
infrastructure, institutions and services. Vocations relate to Vocations relate primarily to the delivery of services to 
the management of the physical assets of the ACT benefit the people of the ACT community: residents, 
community. These include land, real estate, buildings, rate-payers and property-owners. Examples of vocations 
vehicles, plant & equipment related to asset management. include: 
Examples of vocations include: 
 Engineers, Town Planners and Surveyors, Construction 

Project Managers 
 Water Quality testing staff 
 Veterinary workers, 
 Engineering Technical Officers, Drafting Officers, 
 Most GSOs, including those from the building trades 

stream, metal trades stream and related supervisors, 
trades assistants and technicians 
 Motor drivers, 
 Stores employees, 
 Rangers, 
 Linen Service Attendants 

 Dentists and other dental practitioners, 
 Physiotherapists and other therapy professionals, 
 Psychologists, including School Counsellors 
 Social Workers, 
 Diagnostic Radiographers, 
 Radiation Therapists, 
 Nuclear Medicine Technologists, 
 Medical Laboratory Scientists, 
 Diagnostic Pathology Scientists, 
 Technical Officers in health-related fields, 
 Disability Services Officers, 
 Therapy Aides, 
 Health Care Assistants, 
 Cooks and food services employees 
 Patient Service Officers (HSOs) 
 Correctional Officers 
 Youth Workers, Counsellors, Welfare Officers, Parole 

Officers (presently in the ASO structure) 
 Indigenous Education Officers, 
 Special Needs Transport Assistant 
 Community Services Managers 
 Health Services Managers 
 Correctional Services Managers 

Support Services Legal Services 
Workers in this cluster assemble, manage, transform and Professionals and paralegals in this career cluster 
distribute data and information within the ACTPS and provide the full range of legal services required by the 
between the ACTPS and stakeholders (such as ratepayers and Territory. 
MLAs), and supervise and manage these functions. Vocations 
relate primarily to the creation, management, 
transformation, storage and transmission of information. A 
key and growing element of any modern economy, it includes 
information transmission in and out of the organisation as 
well as within it . Examples of vocations include: 
 ASOs and Senior Officers in general (eg: staff performing 

work in areas such as Canberra Connect, finance, human 
resources, records management, policy), 
 Librarians, Library Officers/Technicians/Assistants 
 Research Officers and Senior Research Officers, 
 Accountants, 
 Economists, 
 Statisticians, 
 Information Technology Officers, 
 Business Analysts, 
 Project Managers, 
 Auditors, 
 Workcover Officers/Managers. 
 Dental Receptionists. 
 School Assistants 

 Legal officers, 
 Prosecutors 
 Paralegal workers 
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Annexe D: SCOPE OF REVIEW - LIST OF CLASSIFICATIONS 

Classification Levels in enterprise 
agreements 

(2010-2011 version) 

No. of 
distinct 
grades 

No. of grades 
in use at 
31/3/2011 

NAD: 
No Accurate 

Data 
Administrative Services Officer 1, 2, 3, 4, 5, 6 6 6 
Senior Officer C, B, A 3 3 
Information Technology Officer 1, 2 2 2 
Senior Information Technology 
Officer 

C, B, A 3 3 

Information Technology Officer 
Trainee 

1 1 

Public Affairs Officer 1, 2, 3 3 3 
Senior Public Affairs Officer 1, 2 2 2 
Public Relations Adviser 1, 2 2 Local title 
Public Relations Manager 1, 2 2 Local title 
Research Officer 1, 2 2 NAD 
Senior Research Officer 1, 2 2 NAD 
Principal Research Officer 1 NAD 
Tourism & Events Officer 1, 2, 3, 4, 5, 6 6 1 
CTEC Manager C, B, A 3 NIL 
WorkCover Officer 1, 2, 3, 4, 5, 6 6 3 
WorkCover Manager C, B, A 3 1 
Trust Officer 1, 2 2 2 
Graduate Administrative 
Assistant 

1 1 

Cadet Practical training 
Full-time study 

1 1 

Schools Assistant 2, 2/3, 3 3 3 
Disability Support Officer 1, 2, 3 3 3 
Family Services Worker 1 1 NIL 
Legal 1, 2 2 2 
Para Legal 1, 2, 3 3 3 
Prosecutor 1L, 1U, 2, 3, SEA 5 5 
Custodial Officer 1, 2, 3, 4 4 NIL 
Correctional Officer 1, 2, 3, 4 4 4 
Veterinary Officer 1, 2, 3, 4, 5 5 1 
Professional Officer 1, 2 2 2 
Professional Officer CFC 1, 2 2 2 
Senior Professional Officer C, B, A 3 3 
Cadet Professional Officer Practical training 

Full-time study 
1 NIL 

Dentist 1/2, 3, 4 3 3 
Dental Receptionist 1 1 
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Classification Levels in enterprise 
agreements 

(2010-2011 version) 

No. of 
distinct 
grades 

No. of grades 
in use at 
31/3/2011 

NAD: 
No Accurate 

Data 
Dental Assistant Unqualified 

Qualified 
Principal 

3 3 

Health Professional 1, 2, 3, 4, 5, 6 6 6 
Health Care Assistant 1, 2, 3, 4, 5 5 1 
Radiation Therapist 1, 2, 3, 4, 5, 6 6 6 
Medical Physics Registrar 5 4 
Medical Physics Specialist 
Senior Medical Physics Specialist 
Principal Medical Physics 
Specialist 
Chief Medical Physics 
Canberra Theatre Staff 1, 2, 3, 4, 5, 6, 7 7 7 
General Service Officer 2, 3, 4, 5, 6,7, 8, 9, 10 9 9 
Health Service Officer 2, 3, 4, 5, 6,7, 8, 9, 10 9 9 
Apprentices 1 1 
Ranger 1, 2, 3 3 3 
Sportsground Ranger 1 1 NAD 
Park Ranger 1, 2 2 NAD 
Senior Park Ranger 3 1 NAD 
Facilities Service Officer 3, 4, 5, 6, 7, 8 6 6 
Facilities Technical Officer 1, 2, 3 3 1 
Building Service Officer 1 1 
Sterilising Services 
Health Service Officer 

3/4 1 1 

Sterilising Services 
Technical Officer 

1, 2 2 2 

Central Linen Service 1, 2, 3, 4, 5, 6, 7 6 6 
Central Linen Service 8, 9, 10 3 2 
Stores Supervisor 1 1 
Senior Stores Supervisor 1, 2, 3 3 1 
Technical Officer 1, 2, 3, 4 4 4 
Senior Officer (Technical) C, B 2 2 
Trainee Technical Officer 1 1 
Calvary Hospital 
Technical Services Officer 

1 1 

Clinical Coders 1 1 
Clinical Coders Trainee 1 1 
Trainees A, B, C 3 1 
TOTAL --- 190 ---
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Annexe E: ENTERPRISE AGREEMENTS – CLAUSE D7 

Clause D7 of each current (that is, 2010-2011) ACTPS enterprise agreement 
provides as follows: 

“ D7 ACTPS Classification Review and Single Salary Spine 
D7.1 The Chief Minister‘s Department, in consultation with the Agency, will jointly 

undertake a review of the classification structure in the ACTPS with 
nominated union representatives. 

D7.2 The purpose of the review, in order of priority, is to: 
(a) recommend the most effective way of creating a new vocational 

stream structure, particularly in relation to identified 
classifications/categories of workers within a building trades 
stream, metal trades stream, technical professional stream, legal 
professional stream and a health professional stream; 

(b) recommend the appropriate market based salary levels for each 
proposed vocational stream; 

(c) consider the most effective way of moving to a single salary spine 
for the ACTPS; 

(d) simplify and reduce current classifications wherever possible across 
the ACTPS by taking into account conditions of employment and 
other relevant comparators, including market rates and 
comparators that are considered pertinent to the skills, 
competencies and general responsibilities required of positions; and 

(e) recommend an implementation process and related transitional 
arrangements. 

D7.3 Any consultancy engaged to conduct the review will be agreed to between 
Chief Minister‘s Department and the unions and all draft reports will be 
provided to Chief Minister‘s Department and the unions. 

D7.4 No employee will be disadvantaged by the outcomes of the review. 
D7.5 The review will commence as soon as a project plan is agreed. The plan will 

include a staging of the review elements which recognises the particular 
emphasis being given to trades; technical professional; health professional 
and legal professional fields. 

D7.6 The vocational stream review and the single salary spine review will be 
completed by 30 June 2011 and the ACTPS classification review by 31 
December 2011. 

D7.7 The outcomes of the three reviews will be implemented within the Agency 
only with joint agreement between the nominated union representatives 
and the Chief Minister‘s Department. 

D7.8 If agreement is reached on the implementation process and related 
transitional arrangements there is nothing to prevent the implementation 
of some elements of the review‘s recommendations during the life of this 
and/or the next enterprise agreement. 

D7.9 In the event that agreement is not reached as per subclause D7.8 then the 
Agency or any union(s) covered by this Agreement may refer the matter to 
FWA in accordance with clause H2.” 
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Annexe F: APS ENTERPRISE AGREEMENTS 

Agreement Code or Agreement ID is indicated in [square brackets], prefixed by Print Number and followed by Print Date (where available). 

PR998806 [AE878769], 01 July 2010 (Attorney-General's Department Enterprise Agreement 2010). 

PR992365 [AE873074], 08 January 2010 (Australian Agency for International Development Enterprise Agreement 2009 to 2011). 

PR992364 [AE873073], 08 January 2010 (Australian Bureau of Statistics Enterprise Agreement 2009-2011). 

PR504830 [AE882762], 08 December 2010 (Australian Customers and Border Protection Service Enterprise Agreement 2010-2011). 

[AC306079], (Australian Federal Police Collective Agreement 2007-2011). 

[AE883448], (Australian Federal Police Executive Level Enterprise Agreement 2011). 

[AC315092 - WPA/Old ID: CAUN085023317], (Australian Institute of Health and Welfare Collective Agreement 2008-2012). 

PR992317 [AE873041], 06 January 2010 (Australian National Audit Office Enterprise Agreement 2009-2011). 

PR989500 [AE871577], 23 September 2009 (Australian Public Service Commission Enterprise Agreement 2009-2011). 

[AC324637 - WPA/Old ID: CAEN096163274], (ATO (Executive Level 2) Agreement 2009). 

[AC326734 - WPA/Old ID: CAUN096191822], (ATO (General Employees) Agreement 2009). 

PR999086 [AE878970], 08 July 2010 (Australian War Memorial Teamwork Agreement 2010-2011). 

[AE871544], (Bureau of Meteorology Enterprise Agreement 2009-2011 as varied under S210 of the Fair Work Act 2009). 

[AC321591 - WPA/Old ID: CAUN095956743], (Centrelink Agreement 2009-2011). 

PR998276 [AE878425], 15 June 2010 (Comcare Enterprise Agreement 2010-2011). 

PR991021 [AE872316], 23 November 2009 
(Office of the Commonwealth Director of Public Prosecutions (CDPP) Enterprise Agreement 2009-2011). 
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PR991330 [AE872502], 30 November 2009 
(Australian Securities & Investments Commission ASIC 1-4 Level Enterprise Agreement 2009-2011). 

PR996622 [AE877569], 29 April 2010 (Australian Securities & Investments Commission Executive Level Enterprise Agreement 2010-2011). 

PR998390 [AE878512], 18 June 2010 (Federal Magistrates Court of Australia and Family Court of Australia Enterprise Agreement 2010). 

PR517371 [AE889767], 23 November 2011 (Department of Health and Ageing Enterprise Agreement 2011-2014). 

PR504045 [AE882263], 18 November 2010 (The Office of the Commonwealth Ombudsman Enterprise Agreement 2010-2011). 

[AC316885 - WPA/Old ID: CAUN085683262], (CRS Australia Collective Agreement 2008-2011). 

[AC320120 - WPA/Old ID: CAUN095982457], (DEEWR Collective Agreement 2009-2011). 

[AC325286 - WPA/Old ID: CAEN096200896], (Department of Agriculture, Fisheries and Forestry Collective Agreement 2009-11). 

[AC322948 - WPA/Old ID: CAUN096055816], (Department of Climate Change Collective Agreement 2009-2011). 

PR990269 [AE871995], 27 October 2009 (Defence Enterprise Agreement 2009). 

[AC316851 - WPA/Old ID: CAUN085669963], 
(Department of Families, Housing, Community Services and Indigenous Affairs Collective Agreement 2009-2011). 

[AC326774 - WPA/Old ID: CAUN096204939], (Department of Finance and Deregulation Collective Agreement 2009-2011). 

PR998811 [AE878774], 30 June 2010 (Department of Foreign Affairs and Trade Enterprise Agreement 2010-2011). 

[AC314988 - WPA/Old ID: CAUN085038553], 
(Department of Human Services - Child Support Agnecy (sic) Collective Agreement 2008-2011). 

PR995163 [AE874899], 17 March 2010 (Department of Immigration and Citizenship Enterprise Agreement 2010-2011). 

PR989093 [AE871424], 07 September 2009 
(Department of Infrastructure, Transport, Regional Development and Local Government and Others). 

PR990275 [AE871999], 27 October 2009 (Department of Resources, Energy and Tourism Enterprise Agreement 2009-2011). 
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[AE871423], (Department of the Environment, Water, Heritage and the Arts Enterprise Agreement 2009-2011). 

PR505057 [AE882907], 15 December 2010 (Department of the Prime Minister and Cabinet Enterprise Agreement 2010-2011). 

PR990435 [AE872058], 04 November 2009 (Treasury Workplace Agreement 2009-2011). 

[AC316839 - WPA/Old ID: CAUN085558956], (DVA Collective Agreement 2009-2011). 

PR998236 [AE878405], 11 June 2010 
(An Agreement for the Employees of Food Standards Australia New Zealand 2010-2011, Teamwork, People and Performance). 

[AC326637 - WPA/Old ID: CAUN096147960], (Geoscience Australia Union Collective Agreement 2009-2011). 

PR996475 [AE877471], 23 April 2010 (IP Australia Enterprise Agreement 2010-2011). 

[AC316827], (Medicare Australia Collective Agreement 2008-2011). 

PR989899 [AE871796], 14 October 2009 (Murray-Darling Basin Authority Enterprise Agreement 2009-2011). 

PR998545 [AE878598], 24 June 2010 (The National Archives of Australia Enterprise Agreement 2010-2011). 

PR991022 [AE872317], 23 November 2009 (National Capital Authority Enterprise Agreement 2009-2011). 

[AC326713 - WPA/Old ID: CAUN096188325], (National Film and Sound Archive Collective Agreement 2009-2012). 

PR998467 [AE878556], 23 June 2010 (National Health and Medical Research Council Enterprise Agreement 2010-2011). 

PR998231 [AE878400], 11 June 2010 (National Library of Australia Enterprise Agreement 2010-2011). 

[AC316404 - WPA/Old ID: CAUN085447481], (The National Museum of Australia Workplace Agreement 2008-2011). 

PR997061 [AE877825], 13 May 2010 (Questacon Enterprise Agreement 2010-2011). 

PR511376 [AE886699], 08 July 2011 (Office of Parliamentary Counsel Enterprise Agreement 2011-2014). 

PR990378 [AE872033], 30 October 2009 (Old Parliament House (OPH) Enterprise Agreement 2009-2011). 
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Annexe G: INFRASTRUCTURE SERVICES CAREER CLUSTER – SALARY TABLES 

Table 74: Professional Officers 
ACT 

18/08/2011 
PROF. OFFICERS 

NT 
18/08/2011 

QLD BCC NSW 
01/07/2011 

PROF. OFFICERS 

VIC 

VPS OFFICER 

TAS SA 

Degree 
PO1 $47,780 P1 $50,721 L2 $52,074 4.1 $57,194 Grade1 $53,407 Grade1 Band1 Prof1 PO1 

$49,682 $52,598 $54,996 4.2 $58,292 $55,509 min. $37,206 R1-1 $50,815 3yr deg. $52,535 
$52,575 $54,544 $57,905 4.3 $59,429 $58,604 max. $39,496 R1-2 $52,888 4yr deg. $54,923 
$56,084 $56,562 $60,827 4.4 $60,551 $62,814 (4 pay points) R1-3 $57,038 3rd $57,311 
$60,009 $58,655 $63,760 4.5 $61,680 $67,267 R1-4 $59,585 4th $60,892 
$63,856 $60,823 $66,650 $71,256 Grade2 R1-5 $62,216 5th $63,280 

upper $67,031 $63,076 min. $40,771 R1-6 $65,968 6th $64,475 
$65,410 Grade2 $74,745 max. $52,357 R1-7 $68,385 

5.1 $63,745 $76,961 (15 pay points) assessment PO2 
PO2 $68,515 P2 $67,367 L3 $70,013 5.2 $66,003 $79,306 Band2 Prof2 1st $68,056 

$70,593 $69,861 $72,160 5.3 $68,258 $82,491 Grade3 R1-1 $71,516 2nd $70,443 
$72,571 $72,445 $74,305 5.4 $70,512 min. $53,502 R1-2 $74,526 3rd $73,131 
$75,771 $75,125 $76,460 5.5 $72,770 Grade3 $85,928 max. $64,962 R1-3 $78,101 4th $75,817 
$78,705 $77,905 $88,660 (11 pay points) R1-4 $80,654 

$80,788 $90,426 R1-5 $82,709 PO3 
$93,870 Grade4 1st $78,802 

SPOC $86,750 P3 $83,281 L4 $81,399 6.1 $75,589 min. $66,235 promotion 2nd $81,190 
$93,535 $86,362 $83,499 6.2 $78,407 Grade4 $97,702 max. $75,151 Band3 Prof3 3rd $83,579 

$89,556 $85,591 6.3 $81,230 $99,640 (7 pay points) R1-C $86,802 
$93,270 $87,691 6.4 $84,049 R1-1 $88,539 PO4 

Grade5 $103,550 Grade5 R1-2 $90,895 1st $86,563 
SPOB $102,499 SP1 $96,560 L5 $91,712 7.1 $86,867 $105,602 5.1 min. $76,424 assessment 2nd $89,548 

$107,797 $101,880 $93,924 7.2 $89,691 max $84,445 R2-1 $92,712 3rd $91,935 
$115,387 $107,872 $96,136 7.3 $92,509 Grade6 $108,892 5.2 min. $84,446 R2-2 $94,567 4th $94,623 

$98,341 7.4 $95,330 $111,025 max $92,467 promotion 
Band4 Prof4 PO5 

SPOA $119,042 SP2 $111,395 L6 $101,610 8.1 $99,090 Grade7 $114,457 Grade6 Snr Off. R1-1 $97,036 1st $97,905 
$120,969 $116,296 $103,574 8.2 $101,908 $116,974 5.1 min. $93,740 R1-2 $98,977 2nd $100,293 

$121,412 $105,510 8.3 $104,729 max. $109,592 assessment 3rd $102,680 
$107,467 8.4 $107,545 Grade8 $120,780 5.2 min. $109,593 R2-1 $100,956 

  

  

          

     
        

        
           

        
                

                 
                 
                 
                
                

                
                
                

                
                
                
                
                 
                
                

               
                
                 
                
                

                
                
                 
               
                

                 
                 
               

                
               $122,128 max. $125,443 R2-2 $104,522 PO6 $109,845 
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Table 75: Technical Officers 

ACT 
18/08/2011 

NT 
18/08/2011 

QLD 
01/08/2011 

BCC 
APRIL 2011 

NSW VIC TAS SA 

TO1 $46,331 
$47,165 
$47,914 
$48,672 

TO2 $50,317 
$51,943 
$53,250 
$54,697 
$56,084 
$57,912 

T1 $41,207 
$42,134 
$43,058 
$43,985 
$44,944 
$45,915 
$46,915 
$47,929 
$48,997 

T2 $49,552 
$50,635 
$51,715 
$52,829 
$53,941 
$55,056 
$56,176 

L1 $31,161 
$37,060 
$39,956 
$42,852 
$44,472 
$46,165 
$48,176 

L2 $48,985 
$50,798 
$52,627 
$54,467 
$56,303 
$58,132 

BROADBAND 

1.1 $44,252 
1.2 $44,930 
1.3 $45,646 
1.4 $46,368 
1.5 $47,214 

Cert. 
2.1 $47,914 
2.2 $48,739 
2.3 $49,577 
2.4 $50,457 
2.5 $51,335 

Diploma 
3.1 $52,268 
3.2 $53,182 
3.3 $54,093 
3.4 $55,009 
3.5 $55,919 

VPS OFFICER 

Grade1 
1.1 $37,206 
1.2 $37,969 
1.3 $38,733 
1.4 $39,496 

Grade2 
1.1 $40,771 
1.2 $41,597 
1.3 $42,425 
1.4 $43,254 
1.5 $44,080 
1.6 $44,909 
1.7 $45,736 
1.8 $46,564 
2.1 $47,390 
2.2 $48,219 
2.3 $49,046 

Band1 
R1.1 
R1.2 
R1.3 

Band2 
R1.1 
R1.2 
R1.4 

Band3 
R1.1 
R1.2 
R1.3 
R1.4 
R1.5 

Band4 

Tech1 
$39,179 
$40,633 
$42,266 

$44,925 
$45,850 
$47,756 

Tech2 
$50,815 
$51,851 
$52,888 
$53,910 
$55,312 

Tech3 

TGO0 
A-1styr 
A-2ndyr 
A-3rdyr 
A-4thyr 
A-5thyr 
A-6thyr 
A-7thyr 
A-8thyr 
A-9thyr 

TGO1 
18yrs 
19yrs 
20yrs 
A-1styr 
A-2ndyr 
A-3rdyr 

$37,389 
$38,518 
$39,800 
$41,065 
$42,308 
$43,469 
$44,898 
$46,344 
$47,794 

$36,808 
$38,500 
$40,192 
$42,308 
$43,469 
$44,898 

TO3 $59,080 T3 $57,497 L3 $61,641 4.1 $57,194 2.4 $49,874 R1.2 $58,075 A-4thyr $46,344 
$60,465 $59,336 $63,319 4.2 $58,292 2.5 $50,700 R1.3 $59,585 A-5thyr $47,794 
$62,169 $61,176 $64,983 4.3 $59,429 2.6 $51,530 adv. assm’t A-6thyr $49,238 
$63,856 $62,342 $66,650 4.4 $60,551 2.7 $52,357 R2.1 $61,182 A-7thyr $50,704 
$65,561 $63,741 4.5 $61,680 R2.2 $62,216 A-8thyr $52,351 
$67,031 $65,316 Grade3 R2.3 $63,833 A-9thyr $53,816 

1.1 $53,502 R2.4 $65,968 
TO4 $68,515 T4 $66,922 L4 $70,013 5.1 $63,745 1.2 $54,649 TGO2 

$70,593 $69,155 $72,278 5.2 $66,003 1.3 $55,795 Band5 Tech4 1 $58,111 
$72,571 $71,392 $74,527 5.3 $68,258 1.4 $56,940 R1.1 $68,385 2 $60,021 
$75,771 $73,634 5.4 $70,512 1.5 $58,086 R1.2 $69,753 3 $61,937 
$78,705 5.5 $72,770 

  

  

 

 

    

        
        

         
                 

                
                
                
                
                
                
                
                
                

                
                
                
                
                
                
                
                

                
                
                
                
                
                
                

                
                
                
                
                1.6 $59,233 R1.3 $71,516 
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ACT 
18/08/2011 

NT 
18/08/2011 

QLD 
01/08/2011 

BCC 
APRIL 2011 

NSW VIC TAS SA 

BROADBAND VPS OFFICER 

SOTC $86,750 $75,868 L5 $77,644 6.1 $75,589 Grade3 (con’t) Band6 Tech5 TGO3 
$93,535 $78,109 $79,938 6.2 $78,407 2.1 $60,378 R1.B $72,479 1 $64,941 

$80,346 $82,244 6.3 $81,230 2.2 $61,524 Tech6 2 $66,744 
$82,656 $84,545 6.4 $84,049 2.3 $62,671 

2.4 $63,816 
R1.1 
R1.2 

$74,526 
$76,570 

3 $68,549 

SOTB $102,499 $85,259 L6 $87,295 2.5 $64,962 R1.3 $78,101 TGO4 
$107,797 $87,264 $89,507 adv. assm’t 1 $70,534 
$115,387 $89,267 $91,712 Grade4 R2.1 $80,654 2 $72,247 

1.1 $66,235 
1.2 $67,722 

R2.2 
R2.3 

$82,709 
$84,165 

3 $73,959 

1.3 $69,207 R2.4 $85,612 TGO5 
1.4 $70,692 1 $76,487 
1.5 $72,179 2 $78,831 
1.6 $73,665 
1.7 $75,151 

  

  

        
        

         
                

                
                
                
                

                
                
                
                
                
                
                
                
                
                

     

3 $81,178 

Table 75: Technical Officers, continued. 
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ACT Public Service Classification Review: Element 2 Interim Report FINAL 

Table 76: .Comparison of ACT-based Heavy Vehicle Employers 

ACTION 01-JUL-11 BASE ANNUALISED DOWNER EDI 

38 HR WEEK ADDIT. HRS TOTAL 

2008 2011 

WESTRAC 

BASE 

01-JAN-11 

PLUS CBR 
ALLOWANCE 

TGSO54 Base trades $46,309 $60,860 Base trade $786.45 $41,026 $259.22 $54,375 $59,417 $58,851 $67,679 

$61,844 $71,120 

TGSO64 Multi-skilled $48,505 $63,499 Special Class $818.85 $42,717 $269.90 $56,615 $61,865 $63,349 $72,851 

$64,857 $74,586 

TGSO71 Start PDA $50,073 $65,384 $66,369 $76,324 

TGSO72 $50,999 $66,497 $67,875 $78,056 

TGSO73 $51,967 $67,660 $69,380 $79,787 

TGSO74 Dual trades $52,992 $68,892 $70,889 $81,522 

$72,397 $83,257 

TGSO81 $54,432 $70,623 Foreman $865.88 $45,170 $285.40 $59,867 $65,418 $73,907 $84,993 

TGSO82 

TGSO83 

TGSO84 

$55,458 

$56,522 

$57,633 

$71,856 

$73,135 

$74,470 

$75,153 $86,426 
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ACT Public Service Classification Review: Element 2 Interim Report FINAL 

Annexe H: PEOPLE SERVICES CAREER CLUSTER - SALARY TABLES 

Table 77: Therapy, Health Science and Social Workers 

ACT NT QLD NSW VIC TAS SA 
18/08/2011 18/08/2011 

HEALTH PROF. PROF. OFFICERS HEALTH PROF. ALLIED HEALTH PROF. 
HP1 $49,178 P1 $50,721 HP3 $55,328 Level1 $52,986 Grade1 $45,776 Level 1 AHP1 

$52,574 $52,598 $60,616 $54,982 $49,131 3yr degree $47,618 3yr degree $52,535 
$56,085 $54,544 $64,261 $58,370 $52,000 4yr degree $50,591 4yr degree $54,923 
$60,009 $56,562 $68,450 $62,380 $55,625 $53,802 $57,311 
$63,212 $58,655 $71,104 $58,359 $57,033 $60,892 

$60,823 $74,292 Level2 $66,684 $61,348 $60,259 $64,475 
HP2 $52,574 $63,076 $77,467 $70,915 $63,064 

$56,085 $65,410 $81,320 $74,366 Level 2 $63,488 AHP2 $68,056 
$60,009 $83,859 $76,767 Grade2 $61,348 $66,715 $70,443 
$63,212 $64,838 $69,941 $73,131 
$65,059 Level3 $82,569 $68,124 Chief1 + $73,176 $75,817 
$66,988 P2 $67,367 HP4 $89,703 $85,333 $72,522 Deputy $76,401 $78,802 
$68,794 $69,861 $91,571 Chief 
$70,732 $72,445 $93,963 Level4 $89,598 Senior $75,402 $75,402 Level3 $73,176 (Mgt all. +$1,885) 
$72,925 $75,125 $96,523 $91,838 $78,057 $78,057 $76,401 AHP3 $81,190 $83,075 

$77,905 $80,138 $80,138 $79,633 $83,579 $85,464 
HP3 $75,082 $80,788 Level5 $96,430 $84,567 $82,076 $86,563 $88,448 

$76,925 $98,842 $83,935 
$79,222 P3 $83,281 HP5 $101,477 AHP4 $89,548 $91,433 
$81,702 $86,362 $105,881 Level6 $103,741 Chief2 $84,567 Level 4 $83,935 $91,935 $93,820 
$83,251 $89,556 $106,379 $88,396 $88,241 $94,623 $96,508 

$93,270 Educator $90,391 $97,905 $99,790 
HP4 $86,750 Level7 $111,696 Chief3 $95,282 $95,282 $92,833 

$93,535 SP1 $96,560 HP6 $113,058 $117,282 AHP5 $100,293 $102,178 
$101,880 $117,031 $123,145 Level 5 $102,605 $102,680 $104,565 

HP5 $102,499 $107,872 $106,910 $106,243 $108,128 
$107,797 Level8 $117,282 Chief4 $102,883 $110,137 $109,845 $111,730 
$115,387 SP2 $111,395 HP7 $128,785 $123,145 $113,368 

$116,296 $138,015 $129,302 AHP6 $120,612 
HP6 $119,042 $121,412 $135,767 Chief5 $113,504 Level 6 $121,975 
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Table 78: Psychologists and Clinical Psychologists 

ACT NT QLD NSW VIC 
18/08/2011 18/08/2011 

HEALTH PROF. PROF. OFFICERS HEALTH PROF. ALLIED HEALTH PROF. 
HP1 $49,178 P1 $50,721 HP3 $55,328 Psych. $55,971 Grade1 $44,686 Level 1 

$52,574 $52,598 $60,616 $58,998 $47,440 3yr degree $47,618 
$56,085 $54,544 $64,261 $62,022 $50,205 4yr degree $50,591 
$60,009 $56,562 $68,450 $65,803 $54,139 $53,802 
$63,212 $58,655 $71,104 $69,586 $57,018 $57,033 

$60,823 $74,292 $73,367 $59,689 $60,259 
HP2 $52,574 $63,076 $77,467 $77,150 $62,913 

$56,085 $65,410 $81,320 $80,177 $65,871 Level 2 $63,488 
$60,009 $83,859 $83,198 $66,715 
$63,212 Grade2 $67,248 $69,941 
$65,059 Senior Psych. $69,272 $73,176 
$66,988 P2 $67,367 HP4 $89,703 $87,738 $71,317 $76,401 
$68,794 $69,861 $91,571 $91,522 $77,207 
$70,732 $72,445 $93,963 $95,302 Level3 $73,176 
$72,925 $75,125 $96,523 Grade3 $84,547 $76,401 

$77,905 Clinical Psych. $89,268 $79,633 
HP3 $75,082 $80,788 $80,177 $82,076 

$76,925 $84,712 Grade4 $89,268 $83,935 
$79,222 P3 $83,281 HP5 $101,477 $89,252 $91,860 
$81,702 $86,362 $105,881 $93,791 $96,190 Level 4 $83,935 
$83,251 $89,556 $98,327 $100,223 $88,241 

$93,270 $107,208 $90,391 
HP4 $86,750 Snr Clin. Psych. $92,833 

$93,535 SP1 $96,560 HP6 $113,058 $102,867 
$101,880 $117,031 $105,891 Level 5 $102,605 

HP5 $102,499 $107,872 $108,918 $106,910 
$107,797 $110,137 
$115,387 SP2 $111,395 HP7 $128,785 Principal Clin. Psy $113,368 

$116,296 $138,015 $124,044 
HP6 $119,042 $121,412 Level 6 $118,983 

$121,975 

ACT Public Service Classification Review: Element 2 Interim Report FINAL 

TAS SA 

ALLIED HEALTH PROF. 
AHP1 

3yr degree $52,535 
4yr degree $54,923 

$57,311 
$60,892 
$64,475 

AHP2 $68,056 
$70,443 
$73,131 
$75,817 
$78,802 

(Mgt all. +$1,885) 
AHP3 $81,190 $83,075 

$83,579 $85,464 
$86,563 $88,448 

AHP4 $89,548 $91,433 
$91,935 $93,820 
$94,623 $96,508 
$97,905 $99,790 

AHP5 $100,293 $102,178 
$102,680 $104,565 
$106,243 $108,128 
$109,845 $111,730 

AHP6 $120,612 
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ACT Public Service Classification Review: Element 2 Interim Report FINAL 

Table 79: Care and Protection Officers 

ACT NT QLD NSW VIC TAS SA 
18/08/2011 18/08/2011 01/08/2011 01/10/2010 01/10/2011 

HEALTH PROFESSIONALS PROFESSIONAL OFFICERS PROFESSIONAL 

OFFICERS 

CASEWORKER CPW ALLIED HEALTH PROF. ALLIED HEALTH PROF. 

Advertised rates Advertised rates Level 1-2 = caseworker HPO1 = caseworker 
HP1 P1 L2 Level 1 HPO1 

$50,721 3yr degree $47,618 
new graduate $52,574 $52,598 $52,074 $59,705 4yr degree $50,591 $52,535 

$56,085 $54,544 $54,996 to caseworker $53,802 $54,923 
$60,009 $56562 $57,905 $82,491 CPW2 $57,033 $57,311 
$63,212 CPW 

start 
$58,655 $60,827 $49,173 $60,259 $60,892 

$60,823 $63,760 to $63,280 
HP2 $63,076 $66,650 $60,378 Level 2 $63,488 $64,475 

Post PDY $56,085 $65,410 $66,715 
$60,009 senior caseworker $69,941 HPO2 $68,056 
$63,212 P2 $67,367 CPW3 $73,176 $70,443 
$65,059 $69,861 

Based on 
broadband of 
NSW AO3-AO8 

salary scales 

$62,098 $76,401 $73,131 
$66,988 $72,445 L3 $70,013 to $75,817 
$68,794 $75,125 $72,160 $69,850 Level3 $73,176 
$70,732 $77,905 $74,305 $76,401 $78,802 
$72,925 $80,788 $76,460 $79,633 $81,190 

$82,076 $83,579 
HP3 $75,082 P3 $83,281 L4 $81,399 $83,935 

$76,925 $86,362 $83,499 HPO4 $86,563 
$79,222 $89,556 $85,591 Level 4 $83,935 $89,548 
$81,702 $93,270 $87,691 $88,241 $91,935 
$83,251 $90,391 $94,623 

$92,833 
HP4 $86,750 SP1 $96,560 L5 $91,712 

$93,535 $101,880 $93,924 
$107,872 $96,136 

$98,341 
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Table 80: Medical Laboratory Scientists 

ACT NT QLD NSW VIC 
18/08/2011 18/08/2011 01/09/2011 

HP1 $49,178 P1 $50,721 HP3 $55,328 HS $52,997 Grade1 $46,001 Level 1 
$52,574 $52,598 $60,616 $54,981 $49,371 3yr degree 
$56,085 $54,544 $64,261 $58,366 $53,570 4yr degree 
$60,009 $56,562 $68,450 $62,361 $57,300 
$63,212 $58,655 $71,104 $66,667 $60,138 

$60,823 $74,292 $70,919 63,195 
HP2 $52,574 $63,076 $77,467 $74,363 $66,179 

$56,085 $65,410 $81,320 $76,769 Level 2 
$60,009 $83,859 Grade2 $66,179 
$63,212 Snr / IC $82,572 $66,799 
$65,059 $85,332 $70,107 
$66,988 P2 $67,367 HP4 $89,703 $87,712 $77,290 
$68,794 $69,861 $91,571 
$70,732 $72,445 $93,963 Chief $97,323 Grade3 $78,834 Level3 
$72,925 $75,125 $96,523 ADA $100,024 $81,594 

$77,905 <200 $103,420 $83,780 
HP3 $75,082 $80,788 $89,268 

$76,925 Chief $103,420 
$79,222 P3 $83,281 HP5 $101,477 ADA $106,570 Grade4 $92,403 
$81,702 $86,362 $105,881 >200 $109,250 $97,317 Level 4 
$83,251 $89,556 $107,208 

$93,270 PHS $117,043 
HP4 $86,750 $119,963 

$93,535 SP1 $96,560 HP6 $113,058 $123,193 Principal $120,933 
$101,880 $117,031 $126,129 D. Dir. $120,933 Level 5 

HP5 $102,499 $107,872 $129,188 
$107,797 $132,210 Grade5 $131,178 
$115,387 SP2 $111,395 HP7 $128,785 $135,259 

$116,296 $138,015 $138,350 
HP6 $119,042 $121,412 $141,356 Director $135,508 Level 6 

$144,479 

ACT Public Service Classification Review: Element 2 Interim Report FINAL 

TAS SA 
01/10/2011 

MeS1 $52,535 
$47,618 $54,923 
$50,591 $57,311 
$53,802 $60,892 
$57,033 $64,475 
$60,259 

MeS2 $68,056 
$63,488 $70,443 
$66,715 $73,131 
$69,941 $75,817 
$73,176 $78,802 
$76,401 excellence $85,006 

$73,176 MeS3 $81,190 
$76,401 $83,579 
$79,633 $86,563 
$82,076 excellence $91,508 
$83,935 (Mgt all. +$1,885) 

MeS4 $89,548 $91,433 
$83,935 $91,935 $93,820 
$88,241 $94,623 $96,508 
$90,391 $97,905 $99,790 
$92,833 excellence $103,772 $105,657 

$102,605 MeS5 $100,293 $102,178 
$106,910 $102,680 $104,565 
$110,137 $106,243 $108,128 
$113,368 $109,845 $111,730 

excellence $115,593 $117,478 
$121,975 

MeS6A $120,612 
MeS6B $129,499 
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Table 81: Medical Imaging 

ACT NT QLD NSW VIC 
18/08/2011 18/08/2011 

HEALTH PROF. PROF. OFFICERS HEALTH PROF. 
HP1 $49,178 P1 $50,721 HP3 $55,328 Level1 $52,998 Grade1 $45,776 

$52,574 $52,598 $60,616 $49,131 
$56,085 $54,544 $64,261 Level2 $54,988 $52,000 
$60,009 $56,562 $68,450 $62,364 $55,625 
$63,212 $58,655 $71,104 $70,921 $58,359 

$60,823 $74,292 $74,365 $61,348 
HP2 $52,574 $63,076 $77,467 $76,770 $63,064 

$56,085 $65,410 $81,320 
$60,009 $83,859 Grade2 $61,348 
$63,212 $64,838 
$65,059 Level3 $68,124 
$66,988 P2 $67,367 HP4 $89,703 Grade1 $82,573 $72,522 
$68,794 $69,861 $91,571 $85,333 
$70,732 $72,445 $93,963 Grade2 $87,712 Grade3+ $75,402 
$72,925 $75,125 $96,523 $97,323 Tutor 3 $78,057 

$77,905 $80,138 
HP3 $75,082 $80,788 $84,567 

$76,925 Level4 
$79,222 P3 $83,281 HP5 $101,477 Grade1 $100,126 
$81,702 $86,362 $105,881 $103,418 Chief2 $84,567 
$83,251 $89,556 Grade2 $106,570 $88,396 

$93,270 $109,250 
HP4 $86,750 Grade4 $95,282 

$93,535 SP1 $96,560 HP6 $113,058 Level5 $117,042 Tutor 4 $95,282 
$101,880 $117,031 $119,964 Chief3 $95,282 

HP5 $102,499 $107,872 $126,131 
$107,797 
$115,387 SP2 $111,395 HP7 $128,785 Level6 $129,189 

$116,296 $138,015 $132,210 Chief4 $102,883 
HP6 $119,042 $121,412 $135,257 

Chief5 $113,504 

ACT Public Service Classification Review: Element 2 Interim Report FINAL 

TAS SA 

ALLIED HEALTH PROF. ALLIED HEALTH PROF. 
Level 1 AHP1 

3yr degree $47,618 3yr degree $52,535 
4yr degree $50,591 4yr degree $54,923 

$53,802 $57,311 
$57,033 $60,892 
$60,259 $64,475 

Level 2 $63,488 AHP2 $68,056 
$66,715 $70,443 
$69,941 $73,131 

Chief1 + $73,176 $75,817 
Deputy $76,401 $78,802 
Chief1 

$75,402 Level3 $73,176 (Mgt all. +$1,885) 
$78,057 $76,401 AHP3 $81,190 $83,075 
$80,138 $79,633 $83,579 $85,464 

$82,076 $86,563 $88,448 
Deputy $83,935 
Chief2 AHP4 $89,548 $91,433 

$84,567 Level 4 $83,935 $91,935 $93,820 
$88,396 $88,241 $94,623 $96,508 

$90,391 $97,905 $99,790 
Deputy $92,833 
Chief3 AHP5 $100,293 $102,178 

$95,282 Level 5 $102,605 $102,680 $104,565 
$106,910 $106,243 $108,128 

Deputy $110,137 $109,845 $111,730 
Chief4 $113,368 

$102,883 AHP6 $120,612 
Level 6 $118,983 

$121,975 
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Table 82: Pharmacists 

ACT NT QLD NSW VIC 
18/08/2011 18/08/2011 

Health Prof. Prof. Officers Health Prof. 
HP1 $49,178 P1 $50,721 HP3 $55,328 Unreg. $54,981 Grade1 $49,371 

$52,574 $52,598 $60,616 $52,276 
$56,085 $54,544 $64,261 Grade1 $58,369 $57,300 
$60,009 $56,562 $68,450 $62,364 $60,138 
$63,212 $58,655 $71,104 $66,669 $63,195 

$60,823 $74,292 $74,365 $66,179 
HP2 $52,574 $63,076 $77,467 $76,770 

$56,085 $65,410 $81,320 Grade2 $66,179 
$60,009 $83,859 Grade2 $82,573 $66,799 
$63,212 $85,333 $70,107 
$65,059 $87,712 $77,290 
$66,988 P2 $67,367 HP4 $89,703 
$68,794 $69,861 $91,571 Grade3 $97,323 Grade3 $70,107 
$70,732 $72,445 $93,963 $100,026 $74,781 
$72,925 $75,125 $96,523 $76,612 

$77,905 Grade4 $100,026 
HP3 $75,082 $80,788 $103,418 Grade4 $78,834 

$76,925 $81,594 
$79,222 P3 $83,281 HP5 $101,477 Grade5 $106,570 $83,780 
$81,702 $86,362 $105,881 $109,251 $89,268 
$83,251 $89,556 

$93,270 Grade6 $117,042 Grade5 $92,403 
HP4 $86,750 $119,964 $97,317 

$93,535 SP1 $96,560 HP6 $113,058 $107,208 
$101,880 $117,031 Grade7A $126,131 

HP5 $102,499 $107,872 $129,189 Director $90,415 
$107,797 $92,403 
$115,387 SP2 $111,395 HP7 $128,785 Grade7B $132,210 $97,317 

$116,296 $138,015 $135,257 $106,164 
HP6 $119,042 $121,412 $120,933 

$135,508 

ACT Public Service Classification Review: Element 2 Interim Report FINAL 

TAS SA 
01/10/2010 

Allied Health Prof. Allied Health Prof. 
Level 1 AHP1 

3yr degree $47,618 3yr degree $52,535 
4yr degree $50,591 4yr degree $54,923 

$53,802 $57,311 
$57,033 $60,892 
$60,259 $64,475 

Level 2 $63,488 AHP2 $68,056 
$66,715 $70,443 
$69,941 $73,131 
$73,176 $75,817 
$76,401 $78,802 

Level3 $73,176 (Mgt all. +$1,885) 
$76,401 AHP3 $81,190 $83,075 
$79,633 $83,579 $85,464 

D.Dir. $82,076 $86,563 $88,448 
$81,594 $83,935 

AHP4 $89,548 $91,433 
$88,396 Level 4 $83,935 $91,935 $93,820 
$90,415 $88,241 $94,623 $96,508 
$92,403 $90,391 $97,905 $99,790 
$97,317 $92,833 

AHP5 $100,293 $102,178 
Level 5 $102,605 $102,680 $104,565 

$106,910 $106,243 $108,128 
$110,137 $109,845 $111,730 
$113,368 

AHP6 $120,612 
Level 6 $118,983 

$121,975 
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ACT Public Service Classification Review: Element 2 Interim Report FINAL 

Table 83: Radiation Therapists 

ACT 
18/08/2011 

NT 
18/08/2011 

Prof. Officers 

QLD 

Health Prof. 

NSW 

+Nuclear Med. 

VIC TAS SA 

Allied Health Prof. 
Intern $37,033 AHP1 

3yr degree $52,535 
Grade 1.1 $52,889 P1 $50,721 HP3 $55,328 Level1 $52,998 Level1 $45,776 RT1-2 $60,681 4yr degree $54,923 

competency barrier $52,598 $60,616 $49,131 $64,324 $57,311 
Grade 2.1 $54,876 $54,544 $64,261 $52,000 $67,962 $60,892 
Grade 2.2 $62,243 $56,562 $68,450 Level2 $54,988 $55,625 $71,602 $64,475 
Grade 2.3 $70,778 $58,655 $71,104 $62,364 $58,359 review $75,242 
Grade 2.4 $74,222 $60,823 $74,292 $70,921 $61,348 review $78,881 AHP2 $68,056 
Grade 2.5 $76,620 $63,076 $77,467 $74,365 $63,064 adv. point $70,443 

personal regrade apptm’t $65,410 $81,320 $76,770 RT2 $81,028 $73,131 
Grade 3.1.1 $82,410 $83,859 Level2 $61,348 $84,601 $75,817 
Grade 3.1.2 $85,169 P2 $67,367 Level3 $64,838 $88,179 $78,802 

personal regrade apptm’t $69,861 HP4 $89,703 Grade1 $82,573 $68,124 
Grade 3.2.1 $87,547 $72,445 $91,571 $85,333 $72,522 (Mgt all. +$1,885) 
Grade 3.2.2 $97,137 $75,125 $93,963 Grade2 $87,712 RT3 $92,083 AHP3 $81,190 $83,075 

$77,905 $96,523 $97,323 Level3 $75,407 $83,579 $85,464 
Grade 4.1.1 $99,833 $80,788 $78,057 ic treatm’t unit $86,563 $88,448 
Grade 4.1.2 $103,157 Level4 $80,144 RT4a $98,238 

personal regrade apptm’t P3 $83,281 HP5 $101,477 Grade1 $100,126 $84,567 sec. head $102,917 AHP4 $89,548 $91,433 
Grade 4.2.1 $106,364 $86,362 $105,881 $103,418 $91,935 $93,820 
Grade 4.2.2 $109,041 $89,556 Grade2 $106,570 Level4 $88,396 RT4a $106,424 $94,623 $96,508 
promotion 
Grade 5.1 

barrier 
$116,818 

$93,270 $109,250 $102,883 dep. head $109,936 $97,905 $99,790 

Grade 5.2 $119,733 SP1 $96,560 HP6 $113,058 Level5 $117,042 Level5 $110,854 RT5 $119,291 AHP5 $100,293 $102,178 
Grade 5.3 $125,885 $101,880 $117,031 $119,964 $113,509 head $102,680 $104,565 

promotion 
Grade 5.1 

barrier 
$128,937 

$107,872 $126,131 $106,243 $108,128 
$109,845 $111,730 

Grade 5.2 $131,949 SP2 $111,395 HP7 $128,785 Level6 $129,189 Level6 $120,343 
Grade 5.3 $135,000 $116,296 $138,015 $132,210 $127,182 AHP6 $120,612 

$121,412 

  

  

    

       
       

            
               
                

                 
               

                
                
                
                
                

                
                
                
                
                 
                
               
                
                
                 
                
                

                
                
                
                

               
                
                
                

               
               

 

$135,257 $136,092 
$144,987 MeS6B $129,499 
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Table 84: Medical Physicists 

ACT NT QLD NSW 
18/08/2011 18/08/2011 

Registrar $55,686 P1 $50,721 HP3 $55,328 Registrar $58,192 Grade1 
$59,558 $52,598 $60,616 $64,660 
$62,510 $54,544 $64,261 $71,130 
$65,777 $56,562 $68,450 $77,598 
$70,120 $58,655 $71,104 $84,054 

$60,823 $74,292 
$63,076 $77,467 
$65,410 $81,320 Grade2 

ACPSEM accred. $83,859 
barrier 

non-accr accred. 
Specialist $78,188 P2 $67,367 HP4 $89,703 Specialist $87,292 $96,992 

$81,911 $69,861 $91,571 $98,935 $109,929 Grade3 
$85,634 $72,445 $93,963 $110,568 $122,853 accred. 
$89,358 $75,125 $96,523 $122,211 $135,790 
$93,080 $77,905 $133,842 $148,715 

$80,788 

Senior Sp $96,039 P3 $83,281 HP5 $101,477 Senior $148,977 $155,184 Grade4 
(HP4) $101,154 $86,362 $105,881 $155,186 $161,653 

$105,491 $89,556 $161,395 $168,121 
$109,834 $93,270 $167,605 $174,590 
$114,179 

PhD r.pt $116,661 SP1 $96,560 HP6 $113,058 Grade5 
$101,880 $117,031 

Principal $119,143 $107,872 Principal $175,673 $181,046 Principal 
$125,970 Ass Mgr 

PhD r.pt $129,072 SP2 $111,395 HP7 $128,785 
$116,296 $138,015 Mgr1 

Chief $136,518 $121,412 Chief $175,613 $181,046 
$142,723 $184,406 $190,109 Mgr2 
$148,929 $194,437 $200,451 

ACT Public Service Classification Review: Element 2 Interim Report FINAL 

VIC TAS SA 
01/10/2011 

$53,570 Level 1 MeS1 $52,535 
$57,300 3yr deg $47,618 $54,923 
$60,138 4yr deg $50,591 $57,311 
$63,195 $53,802 $60,892 
$66,179 $57,033 $64,475 

$60,259 
MeS2 $68,056 

$66,799 $73,479 Level 2 $63,488 $70,443 
$70,107 $77,117 $66,715 $73,131 
$77,290 $85,019 $69,941 $75,817 

$73,176 $78,802 
$76,401 excellence $85,006 

$78,834 $86,718 
$81,594 $89,753 Level3 $73,176 MeS3 $81,190 
$83,780 $92,158 $76,401 $83,579 
$89,268 $98,194 $79,633 $86,563 

$82,076 excellence $91,508 
$83,935 

$92,403 $101,643 MeS4 $89,548 
$97,317 $107,049 Level 4 $83,935 $91,935 

$107,208 $117,928 $88,241 $94,623 
$90,391 $97,905 
$92,833 excellence $103,772 

$113,551 $124,906 
Level 5 $102,605 MeS5 $100,293 

$120,933 $133,026 $106,910 $102,680 
$120,933 $133,026 $110,137 $106,243 

$113,368 $109,845 
$137,444 $151,188 excellence $115,593 

Level 6 $121,975 
$149,682 $164,650 MeS6A $120,612 

MeS6B $129,499 
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Table 85: Health Service Officers 

ACT NT QLD NSW VIC TAS SA 

HSO 2 PH 1 OO2 Hosp. Assistant GS 1 HSO 1 OPS 1 
38,010 38,084 40,825 40,057 32,604 35,165 36,193 
38,446 38,468 41,826 32,907 36,575 37,901 
38,908 38,849 42,862 PSA2 33,501 37,664 38,928 
39,372 43,887 41,623 34,451 39,869 
40,118 PH 2 44,683 35,463 HSO 2 40,807 

40,750 P Support Asst 38,286 41,831 
HSO 3 41,133 OO3 42,473 GS 2 38,777 

40,734 41,591 44,495 37,091 39,287 OPS-2 
41,201 45,309 PSA1/Wardsperson 37,393 40,027 44,479 
41,660 PH 3 46,162 42,473-42,792 37,988 46,311 
42,125 41,591 47,125 38,937 HSO 3 48,143 
42,197 42,047 Support Serv Off 39,949 40,625 

42,536 43,360 41,102 OPS-3 
HSO 4 GS 3 41,601 51,801 

42,125 38,003 53,631 
42,675 38,306 HSO 4 55,465 
43,225 38,901 42,602 
43,813 39,850 43,227 

40,862 44,672 
HSO 5 

44,465 GS 4 HSO 5 
45,248 39,370 46,183 
46,031 39,673 47,113 
46,775 40,267 48,074 

41,217 49,324 
42,229 
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Annexe I: SUPPORT SERVICES CAREER CLUSTER – SALARY TABLES 

Table 86: Administrative Officers and Senior Officers 

ACT 
18/08/2011 

NT 
18/08/2011 

QLD 
01/08/2011 

BCC NSW 
01/07/2011 

VIC TAS SA 

ASO1 $39,588 
$40,915 
$42,027 
$43,752 

ASO2 $44,804 
$46,036 

AO1 $40,000 
$40,589 
$41,177 
$42,534 
$43,416 

AO2 $43,967 
$45,099 

L1 $33,444 
$35,281 
$37,112 

L2 $41,278 
$42,231 

nothing 
comparable 

Broadband 

General scale 
Adult $40,662 

$41,771 
$43,539 
$45,428 
$47,108 
$48,816 
$50,619 
$52,784 

VPS Officer 
Grade1 

1.1 $37,206 
1.2 $37,969 
1.3 $38,733 
1.4 $39,496 

Grade2 
1.1 $40,771 

Band1 
R1.1 $34,815 
R1.2 $36,270 
R1.3 $37,725 
R1.4 $38,405 
R2.1 $39,179 
R2.2 $40,633 
R2.3 $42,266 

ASO1 $36,964 
Adult $37,901 

$38,928 
$39,869 
$40,807 
$41,831 

ASO2 $44,479 1.1 $44,252 
$47,246 $46,004 $43,212 1.2 $44,930 1.2 $41,597 R2.4 $43,365 $46,311 
$48,470 $46,924 $44,195 1.3 $45,646 1.3 $42,425 Band2 $48,143 
$49,683 $47,868 $45,208 1.4 $46,368 1.4 $43,254 R1.1 $44,925 

$46,269 1.5 $47,214 1.5 $44,080 R1.2 $45,850 
$47,462 Cert. 1.6 $44,909 R1.3 $46,790 
$48,779 2.1 $47,914 1.7 $45,736 R1.4 $47,756 

2.2 $48,739 1.8 $46,564 R1.5 $48,998 
2.3 $49,577 2.1 $47,390 Band3 
2.4 $50,457 2.2 $48,219 R1.1 $50,815 
2.5 $51,335 2.3 $49,046 R1.2 $51,851 

Diploma 2.4 $49,874 R1.3 $52,888 
ASO3 $51,032 AO3 $49,053 L3 $52,132 3.1 $52,268 Grade1 $53,407 2.5 $50,700 R1.4 $53,910 ASO3 $51,801 

$52,359 $50,005 $54,140 3.2 $53,182 $54,977 2.6 $51,530 R1.5 $55,312 $53,631 
$53,682 $50,973 $56,147 3.3 $54,093 2.7 $52,357 Band4 $55,465 
$55,076 $52,942 $58,132 3.4 $55,009 Grade2 $56,509 R1.1 $57,038 

3.5 $55,919 $58,060 Grade3 
1.1 $53,502 

R1.2 $58,075 
R1.3 $59,585 

ASO4 $56,879 AO4 $55,556 L4 $61,641 4.1 $57,194 Grade3 $59,705 1.2 $54,649 R2.1 $61,182 ASO4 $59,201 
$58,685 $56,585 $63,681 4.2 $58,292 $61,505 1.3 $55,795 R2.2 $62,216 $60,569 
$60,210 $58,355 $65,727 4.3 $59,429 1.4 $56,940 R2.3 $63,833 $61,937 
$61,756 $60,124 $67,780 4.4 $60,551 Grade4 $63,425 1.5 $58,086 R2.4 $65,968 

$61,892 4.5 $61,680 $65,376 1.6 $59,233 
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ACT 
18/08/2011 

NT 
18/08/2011 

QLD 
01/08/2011 

BCC NSW 
01/07/2011 

VIC TAS SA 

General scale VPS Officer 
ASO5 $63,440 AO5 $65,876 L5 $71,435 5.1 $63,745 Grade5 $70,480 Grade3 (con’t) Band5 ASO5 $66,023 

$65,423 $67,591 $73,509 5.2 $66,003 $72,702 2.1 $60,378 R1.1 $68,385 $68,549 
$67,269 $69,307 $75,573 5.3 $68,258 2.2 $61,524 R1.2 $69,753 $71,256 

$77,644 5.4 $70,512 Grade6 $75,552 2.3 $62,671 R1.3 $71,516 $73,959 
5.5 $72,770 $77,767 2.4 $63,816 Band6 

2.5 $64,962 R1.1 $74,526 
ASO6 $68,515 AO6 $72,380 L6 $81,962 6.1 $75,589 Grade7 $80,096 R1.2 $76,570 ASO6 $76,487 

$70,223 $75,225 $83,877 6.2 $78,407 $82,491 Grade4 R1.3 $78,101 $78,831 
$72,145 $78,069 $85,789 6.3 $81,230 1.1 $66,235 R2.1 $80,654 $81,178 
$75,771 $80,914 $87,691 6.4 $84,049 1.2 $67,722 R2.2 $82,709 MAS1 $82,983 
$78,705 1.3 $69,207 R2.3 $84,165 

1.4 $70,692 R2.4 $85,612 
SOC $86,750 AO7 $85,583 7.1 $86,867 Grade8 $85,928 1.5 $72,179 Band7 ASO7 $84,430 

$93,535 $88,826 7.2 $89,691 $88,660 1.6 $73,665 R1.1 $88,539 $86,891 
$92,071 7.3 $92,509 1.7 $75,151 R1.2 $90,895 $89,225 

7.4 $95,330 Grade9 $91,303 R2.1 $92,713 $91,649 
$93,870 Grade5 R2.2 $94,567 MAS2 $93,443 

SOB $102,499 SAO1 $96,560 L7 $91,712 5.1 min. $76,424 Band8 
$107,797 $101,880 $93,924 Grade10 $97,702 max $84,445 R1.1 $97,036 ASO8 $95,149 
$115,387 $107,872 $96,136 $100,623 5.2 min. $84,446 R1.2 $98,977 $97,033 

$98,341 max $92,467 R2.1 $100,956 $98,919 
Grade11 $105,602 R2.2 $104,522 MAS3 $100,717 

SOA $119,042 SAO2 $111,395 L8 $101,610 8.1 $99,090 $110,079 Grade6 Band9 
$116,296 $103,574 8.2 $101,908 6.1 min. $93,740 R1.1 114,321 
$121,412 $105,510 8.3 $104,729 Grade12 $116,974 max. $109,592 R1.2 $120,037 

$107,467 8.4 $107,545 $122,128 6.2 min. $109,593 R1.3 $125,753 
max. $125,443 R1.4 $131,469 

Band9 
R1.1 $134,834 
R1.2 $141,576 
R1.3 $148,318 

  

  

        
        

          
                

                
                
                
                
                

                
                
                
                
                
                

                
                
                
                
                

                 
                
                 
                
                

                
                 
                
                 
                
                
                
                
                
                

 

        

R1.4 $155,060 

Table 86: Administrative Officers and Senior Officers, continued. 
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Table 87: Information Technology Officers 

ACT 
18/08/2011 

NT 
18/08/2011 

QLD BCC NSW VIC 

VPS Officer 

TAS SA 

Diploma 
ITO1 $55,076 AO4 $55,556 L3 $52,132 3.1 $52,268 Grade1 $53,407 Grade1 Band1 ASO1 $36,964 

$56,879 $56,585 $54,140 3.2 $53,182 $54,977 min. $37,206 min. $34,815 Adult $37,901 
$58,685 $58,355 $56,147 3.3 $54,093 max. $39,496 max. $43,365 $38,928 
$60,210 $60,124 $58,132 3.4 $55,009 Grade2 $56,509 (4 pay points) (8 pay points) $39,869 
$61,756 $61,892 3.5 $55,919 $58,060 Band2 $40,807 
$62,974 $63,777 Degree Grade2 min. $44,925 $41,831 

ITO 1 upper L4 $61,641 4.1 $57,194 Grade3 $59,705 min. $40,771 max. $48,998 
$63,681 4.2 $58,292 $61,505 max. $52,357 (5 pay points) ASO2 $44,479 
$65,727 4.3 $59,429 (15 pay points) Band3 $46,311 
$67,780 4.4 $60,551 Grade4 $63,425 min. $50,815 $48,143 

4.5 $61,680 $65,376 Grade3 
min. $53,502 

max. 
(5 pay 

$55,312 
points) 

ITO 1 gap 5.1 $63,745 
5.2 $66,003 
5.3 $68,258 
5.4 $70,512 
5.5 $72,770 

max. $64,962 
(11 pay points) 

Band4 
min. 
max. 

(7 pay 
Band5 
min. 

$57,038 
$65,968 
points) 

$68,385 

ASO3 

ASO4 

$51,801 
$53,631 
$55,465 

$59,201 
$60,569 

ITO2 $68,515 AO5 $65,876 L5 $71,435 6.1 $75,589 Grade5 $70,480 Grade4 max. $71,516 $61,937 
$70,223 $67,591 $73,509 6.2 $78,407 $72,702 min. $66,235 (3 pay points) 
$72,145 $69,307 $75,573 6.3 $81,230 max. $75,151 Band6 ASO5 $66,023 
$75,771 $77,644 6.4 $84,049 Grade6 $75,552 (7 pay points) min. $74,526 $68,549 
$78,705 AO6 $72,380 $77,767 max. $85,612 $71,256 

$75,225 (7 pay points) $73,959 
$78,069 L6 $81,962 7.1 $86,867 Grade7 $80,096 Band7 
$80,914 $83,877 7.2 $89,691 $82,491 min. $88,539 ASO6 $76,487 

$85,789 7.3 $92,509 max. $94,567 $78,831 
$87,691 7.4 $95,330 (4 pay points) 

MAS1 
$81,178 
$82,983 

SITOC $86,750 AO7 $85,583 Grade8 $85,928 Band8 
$93,535 $88,826 $88,660 min. $97,036 

$92,071 

  

  

      

        
        

        
        

                
                
                
                  
                
               

                
                
                
               
               
                

                
                
               
                
               
               

                
                 
                
                 
                
                 
                
                
                
                 
                

                
                
                
                 

max. 
(4 pay 

$104,522 
points) 
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ACT NT QLD BCC NSW VIC TAS SA 
18/08/2011 18/08/2011 

VPS Officer 

  

  

        
        

        
                

                 
                
                 
                 
                

                
                 
                
                  
                

 

       

SITOB $102,499 
$107,797 
$115,387 

SAO1 $96,560 
$101,880 
$107,872 

L7 $91,712 
$93,924 
$96,136 
$98,341 

Grade9 $91,303 
$93,870 

Grade10 $97,702 
$100,623 

Grade5 
5.1 min. $76,424 

max. $84,445 
5.2 min. $84,446 

max. $92,467 

Band9 
min. $114,321 
max. $131,469 

(4 pay points) 

ASO7 

MAS2 

$84,430 
$86,891 
$89,225 
$91,649 
$93,443 

SITOA $119,042 SAO2 $111,395 
$116,296 
$121,412 

L8 $101,610 
$103,574 
$105,510 
$107,467 

8.1 
8.2 
8.3 
8.4 

$99,090 
$101,908 
$104,729 
$107,545 

Grade11 $105,602 
$110,079 

Grade12 $116,974 
$122,128 

Grade6 
6.1 min. $93,740 

max. $109,592 
6.2 min. $109,593 

max. $125,443 

Band10 
min. $134,834 
max. $155,060 

(4 pay points) 

ASO8 

MAS3 

$95,149 
$97,033 
$98,919 
$100,717 

Table 87: Information Technology Officers, continued. 
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Annexe J: LEGAL SERVICES CAREER CLUSTER – SALARY TABLES 

Table 88: Legal Services 

ACT 
18/08/2011 

NT 
18/08/2011 

QLD 
01/08/2011 

BCC 
April 2011 

NSW 
01/07/2011 

VIC TAS SA 
Legal Officers AG’s 

Degree 

Legal1 $52,575 P1 $50,721 L2 $52,074 4.1 $57,194 Grade1 $55,940 Solicitor1 $49,874 LP1 LE1 LEC1 
$56,084 $52,598 $54,996 4.2 $58,292 $58,060 1 $46,614 1 $52,725 1st $79,200 
$60,009 $54,544 $57,905 4.3 $59,429 $59,705 Solicitor2 2 $51,039 2 $55,289 2nd $84,072 
$63,856 $56,562 $60,827 4.4 $60,551 $61,505 1 $53,502 3 $55,463 3 $58,114 3rd $87,572 
$68,515 $58,655 $63,760 4.5 $61,680 $63,959 2 $60,378 4 $58,731 4 $60,928 
$72,571 $60,823 $66,650 promotion LE2 LSC4 
$76,572 $63,076 Grade 2 $69,227 Solicitor3 $66,235 LP2 1 $63,148 1st $96,330 
$86,750 $65,410 5.1 $63,745 $72,702 1 $67,782 2 $65,977 2nd $101,585 
$93,535 5.2 $66,003 $76,961 2 $71,772 3 $68,822 3rd $105,089 
$107,797 P2 $67,367 L3 $70,013 5.3 $68,258 $80,902 3 $75,803 4 $71,662 

$69,861 $72,160 5.4 $70,512 $84,129 4 $79,752 LE3 LSC5 
$72,445 $74,305 5.5 $72,770 Senior 5 $83,743 1 $73,590 1st $113,846 
$75,125 $76,460 Solicitor 6 $86,188 2 $76,710 2nd $117,347 
$77,905 Grade 3 $88,660 1 $76,424 promotion 3 $79,819 3rd $120,853 
$80,788 6.1 $75,589 $91,303 2 $84,446 LP3 team LE4 4th $124,355 

6.2 $78,407 $94,826 leader 1 $93,023 
P3 $83,281 L4 $81,399 6.3 $81,230 A $86,811 2 $97,578 managers 

$86,362 $83,499 6.4 $84,049 1 $91,223 3 $102,133 LSM1 
$89,556 $85,591 Grade 4 $101,594 2 $94,525 LE5 $108,592 
$93,270 $87,691 

7.1 $86,867 
$103,550 

Principal 
3 $97,928 
4 $101,453 

1 $112,003 
2 $116,558 LSM2 

SP1 $96,560 L5 $91,712 7.2 $89,691 Solicitor 5 $105,106 $122,602 
$101,880 $93,924 7.3 $92,509 Grade 5 $108,892 1 $93,740 
$107,872 $96,136 7.4 $95,330 $111,025 2 $109,593 promotion 

$98,341 LP4 manager 
A $108,455 

Legal2 $117,119 SP2 $111,395 L6 $101,610 8.1 $99,090 Grade 6 $116,974 1 $115,978 
$121,932 $116,296 $103,574 8.2 $101,908 $119,439 2 $121,501 

$121,412 $105,510 8.3 $104,729 3 $127,023 
$107,467 8.4 $107,545 
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Annexe K: APPRENTICESHIPS FOR THE 21ST CENTURY 

Australian Government Response 

Recommendation 12 

Promote a culture of competency-based progression in apprenticeships and traineeships, in 
partnership with industry bodies and employers. Additionally, a greater acceptance and 
achievement of competency‐based wage and training progression should be supported by all 
stakeholders. 

Australian Government response 

The Australian Government sees competency-based wage and training progression in 
apprenticeships and traineeships as a priority area and will continue to promote competency-
based progression through the Accelerated Australian Apprenticeships package announced in the 
2011–12 Budget. 

The Government is working with industry stakeholders to develop a model clause that supports a 
more flexible approach to training through the modern awards system and removes restrictions 
to competency-based progression from existing awards. 

Recommendation 13 

Improve the implementation of Recognition of Prior Learning (RPL) and Recognition of Current 
Competence (RCC) and support provisions for such recognition in modern awards to ensure 
that flexibility and mobility are supported. 

Australian Government response 

The Government is committed to increasing flexibility and encouraging mobility in the workforce 
through the implementation of Recognition of Prior Learning and Recognition of Current 
Competence. 

The Accelerated Australian Apprenticeships initiative, announced in the 2011–12 Budget, supports 
the shift to competency-based progression, which will support the implementation of Recognition 
of Prior Learning and Recognition of Current Competence. 

The National Apprenticeships Program, launched in March 2011, also allows Australian Apprentices 
to advance through their training as they demonstrate required competencies, to achieve a trade 
qualification sooner. 

The Government will also support the inclusion of Recognition of Prior Learning and Recognition 
of Current Competence provisions in modern awards in any reviews undertaken by Fair Work 
Australia. 
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Recommendation 14 

Support a review of apprenticeship and traineeship provisions, wages and conditions by Fair 
Work Australia, considering: 

 the removal of barriers to competency-based wage progression in modern awards 

 apprentice and trainee award pay compared to going rates of pay 

 age, diversity and circumstances of commencing apprentices and trainees 

 allowances (travel, tools, clothing, course fees) 

 cost to apprentices and trainees of participation in an Australian Apprenticeship 

 part‐time and school‐based arrangements 

 recognition of pre‐apprenticeship and pre‐vocational programs 

 supervision ratios for apprentices and trainees. 

Australian Government response 

The Australian Government agrees that a review of apprentice and trainee wages and conditions 
by Fair Work Australia is warranted, and intends to actively contribute to the review. 

The Government recognises the close interaction between apprentice wages and conditions as 
well as Government incentives. The Government will consider these matters concurrently, to 
ensure that we maintain training effort and do not inadvertently damage the pathways for those 
seeking skills. 

The Government will support an approach that includes recognition of competency-based wage 
progression, while also taking into account factors such as existing skills, experience and age. 

The Government will support Recognition of Prior Learning and Recognition of Current 
Competence provisions in modern awards in any reviews undertaken by Fair Work Australia. 
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Annexe L: SKILL SHORTAGES – ACT, NSW AND AUSTRALIA - 2011 

Occupation ACT NSW Australia 
Accountant (general) NIP NIP No shortage 
Management accountant NIP NIP No shortage 
Taxation accountant NIP NIP No shortage 
Construction project manager Shortage Shortage Shortage 
Architect No shortage Shortage No shortage 
Surveyor Shortage Shortage Shortage 
Urban and regional planner Shortage Regional 

recruitment 
difficulty 

No shortage 

Quantity surveyor NIP No shortage Shortage 
Architectural draftsperson NIP Recruitment 

difficulty 
No shortage 

Building associate NIP Shortage No shortage 
Construction estimator NIP Shortage Shortage 
Engineering manager Shortage Recruitment 

difficulty 
Shortage 

Civil engineer Shortage Shortage Shortage 
Structural engineer Shortage Shortage Shortage 
Transport engineer Shortage No shortage Shortage 
Civil engineering draftspersons and 
technicians 

Shortage Regional shortage Shortage 

Electrical engineering draftspersons 
and technicians 

NIP No shortage No shortage 

Arborist NIP NIP Shortage 
Landscape gardener NIP NIP No Shortage 
Greenkeeper NIP NIP No Shortage 
Nurseryperson NIP NIP No Shortage 
Automotive electrician Shortage NIP Shortage 
Motor mechanic Shortage NIP Shortage 
Diesel mechanic Shortage NIP Shortage 
Panelbeater NIP NIP Shortage 
Vehicle body builder NIP NIP Shortage 
Vehicle trimmer NIP NIP Shortage 
Vehicle painter Shortage NIP Shortage 
Sheetmetal trades worker NIP NIP Shortage 
Metal fabricator Shortage NIP No shortage 
Welder (first class) Shortage NIP Regional shortage 
Fitters (all specialisations) No shortage NIP Shortage 
Metal machinist (first class) NIP NIP Shortage 
Bricklayer Shortage NIP Shortage 
Carpenter Shortage NIP No shortage 
Joiner Shortage NIP No shortage 
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Occupation ACT NSW Australia 
Painting trades worker Shortage NIP No shortage 
Glazier NIP NIP Shortage 
Fibrous plasterer No shortage NIP No shortage 
Solid plasterer NIP NIP No shortage 
Plumbers Shortage NIP Shortage 
Cabinetmaker Shortage NIP Shortage 
Electrician (general) No shortage NIP No shortage (May 

2011) 
Airconditioning and refrigeration 
mechanic 

Shortage NIP Shortage 

Electronic equipment trades worker NIP NIP No shortage 
(March 2011) 

Electronic instrument trades worker NIP NIP Shortage 
Chef/cook Shortage NIP Shortage 
Medical laboratory scientist NIP No shortage Recruitment 

difficulty for 
medical 
laboratory 
scientists with 
experience in 
cytology 

Medical diagnostic radiographer Shortage No shortage No Shortage 
Medical radiation therapist Shortage No shortage No Shortage 
Sonographer Shortage Shortage Shortage 
Hospital/retail pharmacist No Shortage NIP No Shortage 
Dentist No shortage NIP No Shortage 
Occupational therapist Shortage Regional shortage Regional shortage 
Physiotherapist Shortage Shortage Shortage 
Podiatrist NIP NIP Shortage 
Speech pathologist No shortage Metro 

recruitment 
difficulty 
Regional shortage 

Shortage 

Psychologist NIP NIP Shortage 
Social worker NIP NIP Regional Shortage 
Welfare worker NIP NIP Shortage 
Student counsellor NIP NIP No Shortage 
Child care centre manager Shortage NIP Shortage 
Child care worker Shortage NIP Shortage 
Source: http://www.deewr.gov.au/Employment/LMI/SkillShortages/Pages/Publications.aspx 

NIP=No local information published 
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Annexe M: ADULT RATES OF PAY – ASO 1-3/APS 1-3 

Table 89: ACT Public Service and 7 largest APS agencies in Canberra – 2010-2011 

Centrelink ACT Health & FaHCSIA Defence DFAT DEEWR ATO 
Public Ageing 

Service 

2 Sept 2010 1 July 2010 August 14 Nov 8 July 2010 7 July 16 Sept 8 July 
2010 2010 2010 2010 2010 

ASO1/APS1 38,075 38,249 38,413 38,681 39,671 39,688 40,415 41,148 

39,351 39,531 39,771 40,798  43,345 44,189 42,530 

40,421 40,606 41,133 42,914 continuous 43,681 

42,082 42,272 43,140 range 



44,532 

45,476 

ASO2/APS2 43,092 43,289 44,894 45,028 44,896 45,946 47,468 46,568 

44,280 44,479 46,241 47,144  47,547 49,650 47,849 

45,440 45,648 47,629 49,266 continuous 49,617 50,583 49,105 

46,620 46,831 48,991 range 50,381 

47,784 48,003 

50,471 

51,640 

ASO3/APS3 49,080 49,306 51,881 51,158 51,139 52,067 53,010 53,040 

50,355 50,588 53,350 53,355  56,750 55,214 54,418 

51,634 51,867 54,897 55,553 continuous 55,800 

52,972 53,214 57,506 range 



55,880 

57,245 
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Annexe N: BIMBERI YOUTH WORKERS 

Classification of Youth Workers 

Bimberi Youth Workers are classified at Levels 3, 4, 5 and 6 of the Administrative Service Officer 
classification structure. 

Jobs with the local title “Youth Worker” are classified at ASO 3 and ASO4. 

While it would usually be the case that movement between these two levels would be by 
promotion to a vacant position, there is a special provision in the DHCS enterprise agreement 
that joins the two grades into a single broadbanded classification. 

There are generally no mandatory requirements for entry to or advancement within the ASO 
structure. In the case of entry to the ASO3 segment of the broadband, the current selection 
criteria include a statement that: 

“Completion or partial completion of the Youth Worker Level III or IV certificate or 
qualification in the behavioural sciences (is) desirable.” 

The requirements for progression from the ASO3 segment of the broadband to the ASO4 
segment are as follows: 

 Employees must have already attained the fourth (that is, the highest) increment point 
in the ASO3 salary scale 

 They must be up to date with all training requirements 

 They must have completed the Youth Worker Certificate IV qualification, and 

 They must have “a satisfactory performance review over the previous 12 months”. 

The next higher grade in the Youth Worker career structure is the ASO5 Team Leader. The 
distinguishing features of a Team Leader’s role are their responsibilities for supervision, 
guidance, induction, training and mentoring of Youth Workers; the management of individual 
casework; their advisory role in relation to internal and external stakeholders; and their 
contribution to the management and administration of the unit. 

At this level, the selection criteria include: 

“Demonstrated experience in the management of staff and residents in a custodial 
environment and the knowledge to ensure the safe custody of residents and the delivery of 
a professional service. 

Completion of Youth Certificate 4, completion or partial completion in the Diploma of 
Welfare studies or qualification in the behavioural sciences (is) highly desirable.” 

At the next level in the career structure, ASO6 Unit Manager, the selection criteria include: 

“Demonstrated strong leadership skills and the ability to work with program providers in 
the provision of quality care, support and welfare services, and developmental and 
rehabilitation programs for clients 
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Completion of the Youth Worker Level 4 Certificate, and/or qualifications in the 
behavioural sciences highly desirable. 

At least two (2) years’ relevant experience.” 

ASO6 Unit Managers report to a Senior Officer Grade C Operations Manager, who reports in 
turn to a manager at the Senior Officer Grade B level, with the whole organisation coming 
under the Senior Manager, Bimberi Youth Justice Centre, at Senior Officer Grade A. 

Salaries of Youth Workers 

The rates of pay for all grades of Youth Worker are set out in the following Table: 

Youth Worker 
Administrative Services Officer Class 3 $49,306 

$50,588 
$51,867 
$53,214 

↓ 
QUALIFICATION/PERFORMANCE BARRIER 

↓ 
Administrative Services Officer Class 4 $54,956 

$56,700 
$58,174 
$59,668 

↓ 
PROMOTION 

↓ 
Team Leader 

Administrative Services Officer Class 5 $61,295 
$63,211 
$64,994 

↓ 
PROMOTION 

↓ 
Unit Manager 

Administrative Services Officer Class 6 $66,198 
$67,848 
$69,705 
$73,209 
$76,043 

Table 90: ACTPS rates of pay for all grades of Youth Worker 

Youth Workers (or workers with similar roles and similar titles) also exist in the juvenile justice 
systems in other Australian jurisdictions. A brief review of the arrangements applying on the 
three major eastern Australian jurisdictions appears below. 

 Victoria 

There is a distinct Juvenile Justice Worker classification structure for employees in Victorian 
youth justice centres. For entry to this classification structure, it is “highly desirable” to have a 
Certificate IV in Youth Work (Juvenile Justice/Youth Justice), or the related Certificate IV Youth 
Justice. The Victorian Department of Human Services also “welcome(s) people with 
qualifications in social work, welfare work, psychology and criminal justice”. 
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The commencing salary range for a Juvenile Justice Worker 1 is $40,771-52,357. This is 
somewhat less favourable than the salary range paid to ASO3 Youth Workers. 

There are a number of higher grades of Juvenile Justice Worker (extending from grade 2 
through to grade 6). The starting rate for a Juvenile Justice Worker 2 is $53,503. 

Assuming that by this stage in their career the Victorian JJW2 has acquired the preferred 
Certificate IV, the Victorian rate is closely comparable with the ACT rate for the fully-qualified 
employee. 

 NSW 

Youth justice workers in NSW juvenile justice detention centres are classified in the Operational 
grades – a classification structure that includes a variety of blue collar and grey collar 
employment categories. 

NSW youth justice workers occupy levels 1, 2 and 4 of the Operational grades. Actual salary 
points are selected from within the salary scales for these grades, as follows: 

Youth worker level Operational grade level Pay point Annual salary 
1 Level 1 Year 1 

Year 2 
Year 6 

$40,752 
$42,477 
$49,384 

2 Level 2 Year 1 
Year 2 
Year 3 
Year 4 

$52,104 
$53,636 
$55,131 

$56,644 
3 Level 4 Year 1 

Year 2 
Year 3 
Year 4 

$61,878 
$63,781 
$68,761 
$70,929 

Table 91: NSW rates of pay for all grades of Youth Worker 

Entry requirements for this workforce are not specific to the job demands, as any of the 
following qualifications/experience are accepted at Youth Worker Level 1 and Level 2: 

“Completion of 3 modules from the Certificate 3 in Youth Justice or completion of three 
units of competency from the Certificate IV in Youth Work (Juvenile Justice); or possession 
of Higher School Certificate or higher qualification; or School Certificate or equivalent plus 
trade/equivalent qualifications; or School Certificate plus appropriate 
managerial/supervisory experience.” 

Generally speaking, rates of pay for ACT Youth Workers are better than or comparable with 
those paid to their NSW counterparts. 

 Queensland 

Youth Workers in the Department of Communities Youth Detention Centres are classified in 
Levels 3, 4 and 5 of the Queensland public service’s Operational Stream. 
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The salaries for these grades are presently: 

Operational grade level Pay point Annual salary 
Level 3 Year 1 

Year 2 
Year 3 
Year 4 

$43,191 
$44,795 
$44,921 
$45,862 

Level 4 Year 1 
Year 2 
Year 3 
Year 4 

$47,806 
$49,366 
$50,934 
$52,486 

Level 5 Year 1 
Year 2 
Year 3 
Year 4 

$53,872 
$55,664 
$57,469 
$59,270 

Table 92: Queensland rates of pay for all grades of Youth Worker 

Competency-based advancement between the top increment point of Level 3 and Level 4 is 
available on the basis that an employee has demonstrated competent performance assessed 
against a number of key job capability areas at the lower level. 

In 2006, the Queensland Department of Communities identified a need to provide all staff with 
training at Certificate IV level, and planned to engage an Registered Training Organisation to 
deliver this training and to assess employees’ existing competency levels under a Recognition 
of Prior Learning program. 

Salaries paid to juvenile justice centre workers in the ACT compare favourably with salaries paid 
to their counterparts in Queensland. 

 Comparisons with DET Youth Workers 

Youth Workers in DET are classified and paid at ASO4. So far as qualifications are concerned, 
tertiary qualifications in a related field are desirable, but not mandatory. 

 Comparisons with ACT correctional officers 

In common with many other jurisdictions, Bimberi juvenile justice centre is located within the 
community services portfolio. On the other hand, the Alexander Maconochie Centre is located 
within the justice and community safety portfolio. 

The conditions under which the work of youth workers and correctional officers is performed 
are therefore very different, and this must have a bearing on the relative work value of the twp 
employment categories. Nevertheless, it is instructive to examine the qualification 
requirements, classification structure and salary scales of Correctional Officers. 
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Classification Salary points Qualification requirement 
Correctional Officer Trainee $35,973 

Correctional Officer Class 1 
Salary advancement point 

Salary advancement point 

$49,866 
$52,519 
$56,612 
$59,840 

Upon appointment 
Certificate III Correctional Practice (Custodial) 

Certificate IV Correctional Practice (Custodial) 

Correctional Officer Class 2 

Salary advancement point 

$62,838 
$65,143 
$67,450 Certificate IV Correctional Practice (Custodial) plus 

Certificate IV - Frontline Management 

Correctional Officer Class 3 

Salary advancement point 

$72,350 
$74,656 
$77,250 Diploma of Community Welfare Work 

Correctional Officer Class 4 

Salary advancement point 

$84,745 
$88,203 
$90,510 Advanced Diploma of Community Services 

Management 

Table 93: ACTPS salary structure for Correctional Officers 

A Correctional Officer who attains the specified Certificate IV will be advanced automatically to 
the top pay point of Correctional Officer Grade 1 ($59,840). A Youth Worker who is advanced 
through the ASO3/ASO4 broadband barrier will initially be paid $54,956. However, they will 
attain a salary of $59,668 after three years service at the higher level. 

A Correctional Officer promoted to Level 2 who undertakes no further study will advance to 
$65,143 after 12 months. A Youth Worker promoted to ASO5 level will advance to a comparable 
salary level ($64,994) after 24 months. 

At the next highest level of the Correction Officer career structure, a Level 3 employee can 
attain a salary level of $74,656 after 12 months service at that level. The closest comparable pay 
point in the youth worker salary structure is $76,043, attained after 4 years service. However, 
this higher rate of pay is not dependent on the employee possessing any specific qualification. 

Correctional Officers at Class 4 correspond most closely to Senior Officers Grade C in the 
Bimberi organisation. 
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 Comparisons with ACT professional officers 

The salaries of Youth Workers (unqualified and qualified) also compare well with the salaries 
paid to professionals in the ACTPS who hold three year degrees in the behavioural sciences: 

Health Professional Level 1 $50,796 
(Professional Development Year) 

Health Professional Level 2 $54,188 
$57,980 
$61,074 
$62,859 
$64,723 

$66,468 
$68,340 
$70,459 

Table 94: ACTPS rates for relevant Health Professional, for comparison 
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	5 INTRODUCTION 
	5.1 BACKGROUND 
	5.1 BACKGROUND 
	At the initiative of the ACT Government, there has been a commitment to review the classification structures of the ACT Public Service in Enterprise Agreements since 20032004. Whilst the initial scope was limited, it was expanded in the 2004-2007 agreement. In current ACTPS certified agreements, the parties most recent expression of their plans for the review are expressed in detail at clause D7. This clause is reproduced at Annexe E. In February 2011 Recommendation 58 of the Hawke Report proposed “a simpli
	-


	5.2 AUTHORISATION 
	5.2 AUTHORISATION 
	The Terms of Reference for the Review were agreed by the ACTPS Review Project Advisory Panel, which comprises: 
	1. 
	1. 
	1. 
	the Senior Manager (Workplace Relations), CMCD; 

	2. 
	2. 
	a second Government representative from Joint Council or delegate; and 

	3. 
	3. 
	union representatives from The Association of Professional Engineers, Scientists & Managers, Australia (APESMA), Australian Manufacturing Workers’ Union (AMWU), Communications Electrical Plumbing Union (CEPU), Construction, Forestry, Mining and Energy Union (CFMEU), Health Services Union (HSU) and Community and Public Sector Union (CPSU). 



	5.3 AIMS AND OBJECTIVES 
	5.3 AIMS AND OBJECTIVES 
	The aims of the Review are to: 
	(a) 
	(a) 
	(a) 
	Achieve greater consistency across the ACTPS in classifying positions and to improve work equity between positions having equivalent work level standards and work value requirements; 

	(b) 
	(b) 
	Facilitate recruitment to the ACTPS by making the competencies, qualifications and remuneration levels for ACTPS vacancies more accessible, and intelligible, to potential applicants; 

	(c) 
	(c) 
	Improve mobility within the ACTPS by removing structural barriers; 

	(d) 
	(d) 
	Accommodate the changing needs of a modern public sector workforce, including the consideration of the most effective way of moving to a single salary spine; and 

	(e) 
	(e) 
	Rationalise and simplify the classification structure for the ACTPS, which currently includes 236 classifications, in order to improve administrative efficiency. 





	5.4 SCOPE 
	5.4 SCOPE 
	5.4.1 Scope of Investigation 
	5.4.1 Scope of Investigation 
	The scope of this Review the following groups of employees: 
	excludes 

	
	
	
	

	Statutory Officeholders; 

	
	
	

	Chief Executives & Executives; 

	
	
	

	Medical Officers, 

	
	
	

	Nursing Staff; 

	
	
	

	Fire Brigade Officers, 

	
	
	

	Ambulance Officers/Paramedics, 

	
	
	

	Bus drivers & Transport Officers; 

	
	
	

	Teachers & School Leaders, 

	
	
	

	Vocational Education & Training (VET) Teachers & VET Teacher-Managers. 


	A specification of the classification groups was provided to the Advisory Panel on 12 May 2011, and confirmed on 31 May 2011 (refer Annexe D). 
	included 

	Whilst the following organisations may be included in any analysis of comparative data, the results of the Review will not apply to them: Legal Aid, Legislative Assembly Members Staff, ACTTAB and ACTEW-AGL. 

	5.4.2 Scope of Report 
	5.4.2 Scope of Report 
	A workplan of five elements was established: 
	Element 1: Recommend the most effective way of creating a new vocational stream structure; 
	Element 2: Recommend appropriate market based salary levels for each proposed vocational stream; 
	Element 3: Consider the most effective way of moving to a single salary spine for the ACTPS; 
	Element 4: Simplify and reduce current classifications wherever possible; 
	Element 5: Recommend an implementation process and related transitional arrangements. 
	This Interim Report covers only Element 2. 

	Workplan 
	Workplan 
	“The Consultant will recommend appropriate market based salary levels for each proposed vocational stream by: 
	(a) 
	(a) 
	(a) 
	consulting with stakeholders (CMD, unions, agencies); 

	(b) 
	(b) 
	(b) 
	collect and analyse: 

	(i) 
	(i) 
	(i) 
	sources of data; 

	(ii) 
	(ii) 
	base rate of pay per hour; 
	1


	This requirement has been observed in undertaking the analysis, but for consistency and clarity data herein is generally shown on an annual basis. 
	This requirement has been observed in undertaking the analysis, but for consistency and clarity data herein is generally shown on an annual basis. 
	1 



	(iii) verification of equivalence of work value requirements for each classification; 
	(iv) 
	(iv) 
	(iv) 
	methodology used to determine pay; 

	(v) 
	(v) 
	appropriate allowances/additional payments; and 

	(vi) 
	(vi) 
	associated conditions of service; 



	(c) 
	(c) 
	identify gaps in, and veracity of, data collection. 

	(d) 
	(d) 
	identify any additional sources of available data; 

	(e) 
	(e) 
	(e) 
	prepare a draft report recommending appropriate salary levels for identified classifications after considering: 

	(i) 
	(i) 
	(i) 
	appropriate and relevant market rates determined through this element; 

	(ii) 
	(ii) 
	any relevant data gathered through Element 1, 




	(iii) local rates of pay and 
	(iv) inter-jurisdictional data available through available data sets.” 
	5.5 STATUS 
	5.5 STATUS 
	A draft of this Report was circulated on 2 December 2011 to Advisory Panel members for clarification and feedback. Comments and feedback received have been consolidated into this document. 

	5.6 ACKNOWLEDGEMENTS 
	5.6 ACKNOWLEDGEMENTS 
	The consultants acknowledge the further assistance provided by unions in providing reference information and making themselves available for consultation as rapidly as possible. In addition, the consultants acknowledge the generosity with their time that stakeholders and representatives of other jurisdictions brought to consultations and discussions. 



	6 WORK VALUE AND MARKET RATES 
	6 WORK VALUE AND MARKET RATES 
	6.1 BACKGROUND 
	6.1 BACKGROUND 
	For most of the 20th Century, specialised tribunals had a primary role in wage fixing in Australia, mainly operating within a framework of dispute resolution. 
	While there has always been some room for the parties to a pay dispute to resolve disagreements by consent, until the 1980s, a significant proportion of the workforce – and most notably, the public sector – depended on the awards of State and Federal tribunals. A relatively stable system of wage relativities was established over time, based on case precedent. The tribunals applied well understood principles to determine relative work value for classifications within and between awards. 
	In the federal sphere, the former Australian Industrial Relations Commission (AIRC) inherited the jurisdiction of the Public Service Arbitrator (PSA) in 1986. While the AIRC’s practice was, in general, to fix minimum rates of pay in awards and to leave the total rate of pay to employers and employees to sort out (through over award payments), determinations of the PSA usually fixed a total rate of pay. 
	Evidence of the levels of salaries paid in external labour markets was often taken into consideration in the fixation of public sector salaries. Well before ACT Self Government, there was a shared view that salaries in the Commonwealth Public Service ought to be high enough that it could compete for skilled labour with other employers in the public and private sectors. The overall value of the employment package was enhanced by various employment conditions, including tenure and superannuation. 
	Subsequently, successive federal governments have reshaped the federal jurisdiction to exclude the national tribunal from fixing total rates of pay, except in exceptional circumstances. The Federal Labor Government has passed legislation to codify the most important employment conditions in the National Employment Standards. 
	Legislative changes made by the Howard Federal Government in the late 1990s required all federal awards to be simplified, including converting public sector and private sector paid rates awards into minimum rates awards. ACTPS awards were converted to minimum rates safety net awards in the period 1998-2001. 
	The original objectives of the federal industrial relations system were to promote industrial harmony and national economic well-being. The present industrial relations system is focused on protecting the position of the low paid, enhancing 
	The original objectives of the federal industrial relations system were to promote industrial harmony and national economic well-being. The present industrial relations system is focused on protecting the position of the low paid, enhancing 
	the productivity of workplaces, and encouraging the industrial parties to take responsibility to resolve their differences in their own way. 


	6.2 IMPACT OF ENTERPRISE BARGAINING 
	6.2 IMPACT OF ENTERPRISE BARGAINING 
	Wage fixing for most employees in most Australian workplaces now takes place within a decentralised system of agreement making. Industrial tribunals and related government agencies have been tasked to ensure that these agreements do not undermine the national safety net. Otherwise, the parties are free to agree upon the terms and conditions of employment that most suit them. 
	The parties to the ACTPS enterprise agreements have asked us now to conduct a review of wages in the external labour market, to assist them to determine what might be the content of future agreements. In undertaking this work, we have taken the view that: 
	
	
	
	

	Wages in enterprise agreements are total rates, and should reflect “fair market rates”. 

	
	
	

	Whilst minimum rates awards are designed to protect the economic position of the lowest paid members of the workforce, and establish fundamental inter-and intra-award relativities on the basis of work value, enterprise agreements containing total rates will also be influenced by other factors, including general economic conditions (e.g. cost of living), capacity to pay, measures to improve workplace productivity, the overall value of the benefits package, and the enterprise’s desire to be competitive in rel

	
	
	

	Enterprise agreements made to suit the needs and circumstances of the parties are never based on a pure assessment of work value. It would be a mistake to look to pay rates in other enterprise agreements and imagine that other factors have not influenced wage levels. The best that can be done from a distance is to ensure that, so far as possible, the comparison between internal classifications and objects in the external market is between like and like. 

	
	
	

	A recent FWA Full Bench has commented: 


	“The reasons for differences between enterprises will be many and varied and are the result of the peculiar circumstances of each enterprise. In the public sector they may include considerations of relativities within the public sector, issues of restructuring and productivity, attraction and retention issues, cost of living factors, industrial negotiations, bargaining, informal dispute settlements, arbitrations, historical fixations for paid rates awards and the general disposition of various governments. 
	PR052011, FWAFB, 16 May 2011 (Equal Remuneration Case) 
	
	
	
	

	There is no strict connection between salary and work value. The external labour market of awards, formal enterprise agreements, over award payments, and even agreements with independent contractors, includes very low rates of pay and very high rates of pay for work of essentially the same kind. This effect is most pronounced at higher work value levels. 

	
	
	

	Fair market rates are not the highest rates in the market, or even the average rates in the market. Any particular salary point in the external market will only be fair if it is appropriate in the context of other elements of the employment contract. 



	6.3 STAFF TURNOVER 
	6.3 STAFF TURNOVER 
	We have heard the view from several stakeholders that the ACTPS is encountering some degree of difficulty in retaining staff, and in the case of certain occupations, considerable difficulty in recruiting suitably skilled staff to vacant positions. We have received information from Shared Services regarding the separation rates for the major in-scope occupational groups in the ACTPS in the 2010-2011 financial year. This information is summarised in the following Table: 
	Classification Group 
	Classification Group 
	Classification Group 
	Average Headcount 
	Total Separations 
	Separation Rate 

	Prosecutors 
	Prosecutors 
	32 
	6 
	18.55% 

	Legal Support 
	Legal Support 
	12 
	2 
	16.15% 

	Health Assistants 
	Health Assistants 
	45 
	6 
	13.37% 

	Professional Officers 
	Professional Officers 
	146 
	19 
	13.06% 

	Information Technology Officers 
	Information Technology Officers 
	141 
	14 
	9.94% 

	Health Professional Officers 
	Health Professional Officers 
	1,186 
	111 
	9.36% 

	Capital Linen Service Officers 
	Capital Linen Service Officers 
	78 
	7 
	8.93% 

	Administrative Officers 
	Administrative Officers 
	4,686 
	356 
	7.60% 

	General Service Officers & Equivalent 
	General Service Officers & Equivalent 
	929 
	67 
	7.22% 

	Dental 
	Dental 
	14 
	1 
	7.05% 

	Total -ACTPS -all classifications 
	Total -ACTPS -all classifications 
	18,217 
	1243 
	6.82% 

	Senior Officers 
	Senior Officers 
	1,892 
	128 
	6.77% 

	Disability Officers 
	Disability Officers 
	274 
	17 
	6.21% 

	Rangers 
	Rangers 
	35 
	2 
	5.66% 

	Technical Officers 
	Technical Officers 
	317 
	17 
	5.36% 

	Custodial-Correctional Officers 
	Custodial-Correctional Officers 
	166 
	8 
	4.82% 

	Legal Officers 
	Legal Officers 
	77 
	3 
	3.92% 


	Table 1: ACTPS Separations by Occupational Group
	Table 1: ACTPS Separations by Occupational Group
	2 

	We note that there is a marked difference in turnover experience between groups. This suggests to us that there is segmentation in the workforce between stable low turnover categories, and a small number of specialised, high turnover categories. Different responses are required for the different categories. 
	Note that Table 1 and Table 2 deal with different categories – for example, the Occupational Group called Senior Officers incorporates Senior Officers and corresponding grades in other employment streams. 
	Note that Table 1 and Table 2 deal with different categories – for example, the Occupational Group called Senior Officers incorporates Senior Officers and corresponding grades in other employment streams. 
	2 




	Example – ASOS and Senior Officers 
	Example – ASOS and Senior Officers 
	We notice that separation rates for the two most populous occupational groups in the Support Services Career Cluster (ASOs and Senior Officers) are relatively low at 7.6% and 6.77% respectively. This suggests that the current pay rates, employment conditions and working arrangements are effective in retaining staff. 
	However, a closer look at these two occupational groups is more informative. In the following table, data is ordered according to decreasing total separations from each classification in the year 2010-2011. 
	Classification 
	Classification 
	Classification 
	Average Headcount 
	Total Separations 
	Separation Rate 

	Admin Service Officer 4 
	Admin Service Officer 4 
	834 
	77 
	9.2% 

	Senior Officer C 
	Senior Officer C 
	886 
	76 
	8.6% 

	Admin Service Officer 6 
	Admin Service Officer 6 
	877 
	73 
	8.3% 

	Admin Service Officer 3 
	Admin Service Officer 3 
	574 
	58 
	10.1% 

	Admin Service Officer 5 
	Admin Service Officer 5 
	604 
	51 
	8.4% 

	Admin Service Officer 2 
	Admin Service Officer 2 
	365 
	27 
	7.4% 

	Senior Officer B 
	Senior Officer B 
	469 
	22 
	4.7% 

	Admin Service Officer 2/3 
	Admin Service Officer 2/3 
	178 
	17 
	9.6% 

	Senior Officer A 
	Senior Officer A 
	277 
	16 
	5.8% 

	ASO3 -Medical Typist 
	ASO3 -Medical Typist 
	56 
	6 
	10.8% 

	Admin Service Officer 1 
	Admin Service Officer 1 
	55 
	5 
	9.1% 

	Admin Service Officer 3/4 
	Admin Service Officer 3/4 
	12 
	0.0% 

	ASO2 -Medical Typist 
	ASO2 -Medical Typist 
	8 
	0.0% 


	Table 2: ACTPS Separations by Level 
	Table 2: ACTPS Separations by Level 
	This table demonstrates that the most numerically significant separations are in the range of ASO 3 through to Senior Officer C. For all these levels the separation rate is above the ACTPS average of 6.82%s, and above the occupational category averages of 7.6% for ASOs and 6.77% for SOs. 
	Canberra-based APS agencies are highly active in the local labour market. In 2009-2010, these agencies recruited 5,287 ongoing staff. 
	APS 1 
	APS 1 
	APS 1 
	APS 2 
	APS 3 
	Graduate 
	APS 4 
	APS 5 
	APS 6 
	EL 1 
	EL 2 
	Total 

	53 
	53 
	103 
	694 
	875 
	899 
	667 
	914 
	796 
	262 
	5,287 



	Table 3: Canberra-based APS agency recruitment 2009-10 by classification level 
	Table 3: Canberra-based APS agency recruitment 2009-10 by classification level 
	We note that the most significant APS recruitment activity takes place in the same range of classifications where the ACTPS experiences most staff turnover. 
	The cost of turnover, even at low rates, can be significant. Turnover costs include (Tziner & Birati 1996): 
	 
	 
	 
	direct costs incurred in the replacement process – recruitment, hiring, training and socializing new employees, including the extra effort by supervisors and coworkers to integrate them, 

	 
	 
	indirect costs and losses relating to interruptions in production, sales and the delivery of goods to customers, 

	 
	 
	financial value of the estimated effect on performance as a result of the drop in morale of the remaining workforce following dysfunctional turnover. 


	The Chartered Institute of Personnel and Development (Taylor 2011) suggests that the major easily identified turnover costs are: 
	 
	 
	 
	administration of the resignation (including exit interviews) 

	 
	 
	recruitment costs (including advertising) and administration of recruitment 

	 
	 
	selection costs 

	 
	 
	costs of cover (e.g. overtime) during the vacancy period 


	 induction and training of new employees. The cost of staff turnover, canvassed in extensive research on the matter, has been estimated at 50% to 250% of annual salary. The multiplier rises with the seniority of the job, indicating that it will usually be more cost effective to take active steps to retain experienced staff than to let them leave. Applying this rule 
	of thumb in a conservative way to the ASO/SO turnover for the financial year just past, we can estimate the cost of turnover for this group. 
	Grade 
	Grade 
	Grade 
	Turnover 
	Max salary 
	Multiplier 
	Total cost 

	Admin Service Officer 1 
	Admin Service Officer 1 
	5 
	$43,752 
	50% 
	$109,380 

	Admin Service Officer 2 
	Admin Service Officer 2 
	27 
	$49,683 
	50% 
	$670,721 

	Admin Service Officer 2/3 
	Admin Service Officer 2/3 
	17 
	$55,076 
	50% 
	$468,146 

	Admin Service Officer 3 
	Admin Service Officer 3 
	58 
	$55,076 
	50% 
	$1,597,204 

	ASO3 -Medical Typist 
	ASO3 -Medical Typist 
	6 
	$55,076 
	50% 
	$165,228 

	Admin Service Officer 4 
	Admin Service Officer 4 
	77 
	$61,756 
	50% 
	$2,377,606 

	Admin Service Officer 5 
	Admin Service Officer 5 
	51 
	$67,269 
	50% 
	$1,715,360 

	Admin Service Officer 6 
	Admin Service Officer 6 
	73 
	$78,705 
	50% 
	$2,872,733 

	Senior Officer C 
	Senior Officer C 
	76 
	$93,535 
	100% 
	$7,108,660 

	Senior Officer B 
	Senior Officer B 
	22 
	$115,387 
	100% 
	$2,538,514 

	Senior Officer A 
	Senior Officer A 
	16 
	$119,042 
	100% 
	$1,904,672 

	TR
	TOTAL 
	$21,528,223 


	Table 4Turnover of Permanent Officers (ASO and SO Grades) 2010-2011 
	Not all of this expense can be avoided (and some turnover is desirable to bring new knowledge and skills into the workplace), but if only 20% of these staff had been retained in employment, the saving/deferral of expense would have been significant. 
	SEAs valued at $2.9m were paid in 2009-2010. Some were directed towards attracting new staff, and others to retaining existing staff in ACTPS employment. To the extent that they may have influenced existing employees to remain in ACTPS employment, then, SEAs may have operated to: 
	 
	 
	 
	reduce staff turnover rates for particular classifications (e.g. Senior Officers B and A) 

	 
	 
	curb turnover costs to some degree. 


	In these circumstances, it is clear that staff turnover should not be taken as the only indicator of the competitiveness of base salaries. 



	7 CONDITIONS OF SERVICE 
	7 CONDITIONS OF SERVICE 
	7.1 INTRODUCTION 
	7.1 INTRODUCTION 
	In the previous Part, we have indicated that “fair market rates are not the highest rates in the market, or even the average rates in the market. Any particular salary point in the external market will only be fair if it is appropriate in the context of other elements of the employment contract.” 
	In this Part, we survey the differences (and also similarities) in key entitlements between various Australian public services, including; 
	 
	 
	 
	working hours, shiftwork penalties and overtime rates 

	 
	 
	annual leave 

	 
	 
	public holidays 

	 
	 
	personal/carers leave, compassionate leave, etc. 

	 
	 
	parental leave 

	 
	 
	superannuation. 


	In Parts 10 and 13 we look more closely at the differences between employment conditions of the ACT and Australian public services. 

	7.2 WORKING HOURS 
	7.2 WORKING HOURS 
	The most significant widespread difference in employee entitlements is the number of ordinary working hours for a full-time employee. 
	. Weekly working hours determine: 
	Ordinary weekly hours of work is a primary entitlement that has an impact on every employee

	 
	 
	 
	the overall balance between work time and leisure time, 

	 
	 
	the pattern of work each day and each week, 

	 
	 
	the hourly rate of pay, 

	 
	 
	when overtime is taken to commence, and 

	 
	 
	the value of shiftwork penalty payments and overtime payments. 


	There are two standards in the ACTPS – the 36.75 week worked by clerical and professional staff, and the 38 hour week worked by trades and related staff. The latter standard is widespread around the country, while the 36.75 hour standard is shared only with the APS, NT and Tasmania. 
	Weekly hours for full-time employees in the public sector vary markedly from one employer to the next, as the following Table demonstrates. 
	Weekly hours for full-time employees 
	Weekly hours for full-time employees 
	Weekly hours for full-time employees 
	Incidence 
	Effect on hourly rate relative to ACTPS clerical/professional standard 

	35.00 
	35.00 
	NSW Public Service Departments NSW radiographers 
	5.00% 

	36.00 
	36.00 
	Commercial construction industry 
	2.08% 

	36.25 
	36.25 
	Queensland Public Service 
	1.38% 

	36.75 
	36.75 
	ACT, APS, NT, Tasmania 
	0.00% 

	37.50 
	37.50 
	South Australian Public Service Western Australian Public Service 
	-2.00% 

	38.00 
	38.00 
	Trades and related grades – incl. NSW, QLD, ACT, NT, APS Queensland Health – health practitioners NSW Health – includes health professionals Victorian Public Service Victorian Health Services WA Health – includes health professionals 
	-3.29% 


	Table 5: Interjurisdictional comparison of full-time weekly hours of work 
	Table 5: Interjurisdictional comparison of full-time weekly hours of work 
	The rightmost column shows the relative advantage or disadvantage of the listed employment categories against the ACT clerical/professional standard. Some of this advantage/disadvantage is highly sectional in impact (e.g. building, health). 
	We can recalculate the salary scales of various employment groups to bring them into alignment with the ACT standard as a means of bringing pay scales in other jurisdictions into closer comparability with ACT pay scales. For example, the following table compares the first two work value bands of ACT and NSW physiotherapists, showing both the published agreement rate and the effective rate in the case of the NSW employees. 
	ACT Health 36.75 hours 
	ACT Health 36.75 hours 
	ACT Health 36.75 hours 
	NSW Health 38 hours Agreement rate Effective salary 

	HP 1 
	HP 1 
	52,574 
	Level 1 
	52,986 
	51,243 

	HP 2 
	HP 2 
	56,085 
	54,982 
	53,173 

	TR
	60,009 
	58,370 
	56,450 

	TR
	63,212 
	62,380 
	60,328 

	TR
	65,059 

	TR
	66,988 
	Level 2 
	66,684 
	64,490 

	TR
	68,794 
	70,915 
	68,582 

	TR
	70,732 
	74,366 
	71,920 

	TR
	72,925 
	76,767 
	74,242 


	HP 3 
	HP 3 
	HP 3 
	75,082 
	Level 3 
	82,569 
	79,853 

	TR
	76,925 
	85,333 
	82,526 

	TR
	79,222 

	TR
	81,702 
	Level 4 
	89,598 
	86,651 

	TR
	83,251 
	91,838 
	88,817 



	Table 6: Annual salaries for Physiotherapists, ACT and NSW 
	Table 6: Annual salaries for Physiotherapists, ACT and NSW 
	In this example, the conversion of the NSW therapist rate exposes higher effective salary rates for the beginning professional in the ACT. However, other aspects of the salary structure are not comparable, and at the top of the therapist Level 1 salary range the NSW rate still surpasses the ACT rate, and further outstrips the ACT at more senior levels. 
	Differences in other employment conditions confound and dilute the value of effective salary comparisons. Nevertheless, they are a useful way to examine and compare the broad characteristics of different salary scales. The example provided above is one piece of evidence that supports the broad conclusion reached later in this report that the topmost rate of HP 2 and the lowest rate for HP 3 both need to be increased. 
	The difference in hourly rates between 36-hour, 36.75 hour and 37.5 hour workers on the same salary is relatively small – of the order of 2 per cent. However, the direction and degree of the real difference between two salary points depends on their original starting point and the ratio of the employee’s working hours. A sample calculation for the comparison of two imaginary 37.5 hour salary scales with an imaginary 36.75 hour salary scale (ACT, centre) is shown in the following Table. 
	SA 37.5 hrs 
	SA 37.5 hrs 
	SA 37.5 hrs 
	Annual diff. 
	Effective salary 
	Hourly diff. 
	ACT 36.75 hrs 
	Hourly diff. 
	Effective salary 
	Annual diff. 
	WA 37.5 hrs 

	48,000 49,000 50,000 51,000 52,000 
	48,000 49,000 50,000 51,000 52,000 
	-4.0% -3.9% -3.8% -3.8% -3.7% 
	47,040 48,020 49,000 49,980 50,960 
	-5.9% -5.8% -5.8% -5.7% -5.6% 
	50,000 51,000 52,000 53,000 54,000 
	2.0% 2.0% 2.0% 2.0% 2.0% 
	51,020 52,041 53,061 54,082 55,102 
	4.0% 3.9% 3.8% 3.8% 3.7% 
	52,000 53,000 54,000 55,000 56,000 


	Table 7: Effect of weekly working hours on effective salary comparison s( I) 
	We can see that: 
	 
	 
	 
	the calculation of effective salary magnifies the difference between published rates when the comparison rate is lower, 

	 
	 
	but ameliorates the difference if the comparison rate is higher. 


	Relative to the “SA” example, the ACT employee has a decidedly better hourly rate, and more leisure hours. Compared with the “WA” example, the ACT employee enjoys more leisure hours, but is at a slight disadvantage in terms of hourly rate. 
	Applying the same logic to the case where the comparator rates are selected from 35-hour jurisdictions, a different picture emerges 
	NSW DPI 35 hrs 
	NSW DPI 35 hrs 
	NSW DPI 35 hrs 
	Annual diff. 
	Effective salary 
	Hourly diff. 
	ACT 36.75 hrs 
	Hourly diff. 
	Effective salary 
	Annual diff 
	NSW DoT 35 hrs 

	48,000 49,000 50,000 51,000 52,000 
	48,000 49,000 50,000 51,000 52,000 
	-4.0% -3.9% -3.8% -3.8% -3.7% 
	50,400 51,450 52,500 53,550 54,600 
	0.8% 0.9% 1.0% 1.0% 1.1% 
	50,000 51,000 52,000 53,000 54,000 
	5.0% 5.0% 5.0% 5.0% 5.0% 
	52,500 53,550 54,600 55,650 56,700 
	4.0% 3.9% 3.8% 3.8% 3.7% 
	52,000 53,000 54,000 55,000 56,000 



	Table 8: Effect of weekly working hours on effective salary comparison s (II) 
	Table 8: Effect of weekly working hours on effective salary comparison s (II) 
	With the direction of the working hours advantage reversed, we can see that: 
	 
	 
	 
	the calculation of effective salary ameliorates (and in the example, entirely overcomes) the difference between published rates when the comparison rate is lower, and 

	 
	 
	magnifies the difference if the comparison rate is higher. 


	In this second example, the “NSW DPI” employee earns a little more on an hourly basis than the ACT employee, and has more leisure hours. The “NSW DoT” employee has a marked salary advantage on an hourly basis, and the advantage of more leisure hours. 
	We conclude that we should pay most attention to the rates paid by competitors whose pay rates are higher and whose working hours are markedly lower. The NSW Public Service is a relevant example. Hourly rates of pay for most employees in most NSW Public Service departments should be taken to be 5% higher than the rates published in State awards. 
	The rates paid in the ACT can be compared directly to rates paid in the APS, Tasmania and NT. Any salary differential can be taken at face value. 
	Most health professionals in the Queensland, New South Wales and Victorian public health systems work a 38-hour week. On that basis, we can say that: 
	 
	 
	 
	where published rates are higher, they are ameliorated to some degree by the ACT’s advantage in working hours, 

	 
	 
	where published rates are lower, the ACT’s advantage is magnified by the working hours differential. 




	7.3 SHIFTWORK PENALTIES 
	7.3 SHIFTWORK PENALTIES 
	Shiftworkers are a minority amongst the classifications which are in scope for the review, in such categories as health professional, disability service officer, and correctional officer. For the most part, shiftwork penalties are expressed as percentage rates (although Victoria makes extensive use of fixed dollar amounts). The usual pattern is: 
	 
	 
	 
	15% additional for afternoon shifts (but as low as 10% in NSW) 

	 
	 
	50% additional for Saturdays 

	 
	 
	100% additional for Sundays (75% in NSW) 

	 
	 
	150% additional for public holidays 


	A small number of jurisdictions have 30% for permanent night shift (ACT, NT, APS). SA pays 20.5% for all night duty Monday to Friday. 
	The starting and finishing times of shifts determine whether shiftwork penalties are paid. The definition of what is shiftwork varies from one award to another. Consequently, making useful comparisons between the various regimes as regards their benefit to employees is extremely difficult. 

	7.4 OVERTIME RATES 
	7.4 OVERTIME RATES 
	In theory, every ACTPS employee classified below Senior Officer C is eligible for overtime rates whenever they perform extra duty. We have examined the key awards and agreements covering employees in general public sector employment and public sector health service employment and come to the conclusion that there are very few cases that depart from a widely prevalent standard. In most cases, we find that: 
	 
	 
	 
	Monday to Saturday overtime is paid at time and a half for the first 3 hours and double time after (although the NSW public sector and some trades awards specify 2 hours) 

	 
	 
	Sunday overtime is paid at double time 

	 
	 
	public holiday overtime is paid at double time and a half, 


	It is common for employees working overtime on a public holiday to elect to take a day in lieu and be paid a reduced penalty. 
	Minimum payment regimes generally following a common model: 
	 
	 
	 
	three hours at the appropriate rate (some employees may be eligible for four hours if the work is on a Sunday or public holiday), 

	 
	 
	two hours at double time for every occasion of recall to duty in an emergency. 




	7.5 LEAVE 
	7.5 LEAVE 
	Annual leave 
	Annual leave 
	Together with public holidays and long service leave, an entitlement to annual leave is universal amongst permanent and temporary employees of the ACTPS 
	(i.e. casuals are excluded). 
	Beyond the usual four weeks annual leave, shiftworkers are generally entitled to at least one week of extra annual leave. For some employees, the entitlement relies only on being regularly rostered to work Sundays and public holidays. For others, the entitlement accrues gradually, based on how many weekends, Sundays, public holidays, overtime shift, on-call shifts they are required to work. Mostly this gradual accrual is capped at one week. 
	Annual leave entitlements are similar across the public sector, and are not a basis for distinguishing one public sector employer from another. 
	Public holidays 
	All employees in all jurisdictions are eligible for eight common public holidays observed nationally, plus at least three local public holidays. Most employees (including ACTPS employees) will access 12 public holidays by virtue of the operation of their local Public Holidays Act or the grant of an extra “public service holiday”. 
	Long service leave 
	Jurisdiction 
	Jurisdiction 
	Jurisdiction 
	Entitlement 

	ACT, Australian Public Service Northern Territory, Queensland Victoria, South Australia Western Australia 
	ACT, Australian Public Service Northern Territory, Queensland Victoria, South Australia Western Australia 
	3 months or 13 weeks for every 10 years 

	New South Wales 
	New South Wales 
	2 months after first 10 years 5 months after second/subsequent 10 years (i.e 7 months after 20 years) 

	Tasmania 
	Tasmania 
	6.5 days per year, up to a maximum of 100 days 


	Table 9: Interjurisdictional comparison of Long Service Leave entitlements 
	All jurisdictions permit some degree of early access to LSL: access after 7 years is common. 

	Personal/carer’s leave Compassionate and bereavement leave Community services/volunteer leave 
	Personal/carer’s leave Compassionate and bereavement leave Community services/volunteer leave 
	While all jurisdictions have generally adopted the terms of the Personal/Carer’s Leave Test Case, there are significant differences between them in the way this leave is accrued and accessed. The main features are summarised in the table below. 
	Jurisdiction 
	Jurisdiction 
	Jurisdiction 
	Personal sick leave and carer’s leave 
	Bereavement and compassionate leave 
	Community service/ volunteer leave 

	ACT 
	ACT 
	18 days per annum 
	5 days per occasion 
	4 days emergency, 3 days volunteers 

	Northern Territory 
	Northern Territory 
	15 days per year 
	3 days per occasion 
	Various special leave 

	Queensland 
	Queensland 
	10 days per year 
	2 days per occasion 
	Various special leave 

	New South Wales 
	New South Wales 
	15 days per annum, sick leave not taken in previous 3 years can be used as carer’s leave 
	2 days per occasion 
	2.5 days accrued for first 2 years, and 1 day per year thereafter 

	Victoria 
	Victoria 
	15 days per annum, up to 10 days can be used as carer’s leave 
	3 days per year PL, 3 days Annual Leave 3 days LWOP 
	Various special leave 

	Tasmania 
	Tasmania 
	66 days per triennium, but not accruable indefinitely 
	Up to 10 days 
	Various special leave 

	South Australia 
	South Australia 
	10 days per annum 
	2 days per occasion 
	Various special leave 

	Western Australia 
	Western Australia 
	10 days per annum 
	2 days per occasion 
	No limit on emergency service leave 

	Table 10: Interjurisdictional comparison of personal and some other leave types 
	Table 10: Interjurisdictional comparison of personal and some other leave types 


	At one level, we can see that the general level of entitlement in the ACT is quite high. But at another level, it should be recognised that the different models that have been adopted from one place to another are not strictly commensurable. 

	Parental leave 
	Parental leave 
	The key difference between jurisdictions is the amount of paid maternity/adoption leave. 
	ACT 
	ACT 
	ACT 
	18 weeks 

	Australian Public Service 
	Australian Public Service 
	APSC recommends 14 weeks 

	Northern Territory 
	Northern Territory 
	14 weeks for staff with 1-5 years service 18 weeks for staff with > 5 years service 

	Queensland 
	Queensland 
	14 weeks 

	New South Wales 
	New South Wales 
	14 weeks 

	Victoria 
	Victoria 
	14 weeks 

	Tasmania 
	Tasmania 
	12 weeks 

	South Australia 
	South Australia 
	16 weeks for employees with 1-5 years service 18 weeks for employees with more than 5 years service 

	Western Australia 
	Western Australia 
	14 weeks 

	Table 11: Interjurisdictional comparison of maternity/adoption leave 
	Table 11: Interjurisdictional comparison of maternity/adoption leave 


	These entitlements (together with personal/carer’s leave, compassionate leave, etc.) do not accrue to employees in the same way as annual leave and long service leave do. Their value to individual employees depends on the employee’s health, their child-rearing choices, etc. However, they will have a strong bearing on how strongly the ACTPS will be perceived as an employer of choice. 
	7.6 SUPERANNUATION 
	7.6 SUPERANNUATION 
	Public sector employer contributions for new entrants have for the most part standardised at 9%, with the relevant exception of the APS (15.4%) and a small number of funds covering police and emergency services workers. 

	7.7 SUMMARY 
	7.7 SUMMARY 
	The most clear cut differences between the ACTPS and other public services appear to be: 
	 
	 
	 
	The ACTPS’s generally higher entitlements for parental leave, personal/carer’s leave, compassionate leave, etc. 

	 
	 
	Relevantly for the ACTPS, the APS’s superior superannuation contributions 

	 
	 
	The generality of the 38 hour week amongst health professionals in other jurisdictions 

	 
	 
	The NSW public service’s lower working hours (and higher LSL entitlement for long-term employees). 
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	DETERMINATION OF CLASSIFICATION AND SALARY 
	DETERMINATION OF CLASSIFICATION AND SALARY 
	We will deal with the question of job evaluation methods in detail in our Report on Element 3. However, it is important to understand how, in general terms, other public service employers make decisions about the classification of work, and, to some degree, address the question of wage determination. 
	The following Table summarises the classification methods prevailing in each jurisdiction. 
	Jurisdiction 
	Jurisdiction 
	Jurisdiction 
	Work Level Descriptors 
	Points-Factor Method? 
	Classification Board/Committee 

	ACT Public Service 
	ACT Public Service 
	Yes, for most grades 
	No 
	No 

	Queensland Public Service 
	Queensland Public Service 
	In QPS awards 
	Mercer CED 
	No 

	Queensland Health Practitioners 
	Queensland Health Practitioners 
	In HP agreement 
	No 
	No 

	NSW Public Service 
	NSW Public Service 
	No/ simple definitions 
	Mercer CED, Hay 
	No 

	NSW Health 
	NSW Health 
	No/ simple definitions 
	Mercer CED, Hay for AO grades 
	Common 

	Victorian Public Service 
	Victorian Public Service 
	Yes 
	No 
	No 

	Victorian Health System 
	Victorian Health System 
	In agreements 
	No 
	Common 

	Tasmanian State Service 
	Tasmanian State Service 
	In awards 
	No 
	No 

	South Australian Public Service 
	South Australian Public Service 
	In classification manuals and agreements 
	No 
	No 

	Western Australia 
	Western Australia 
	In some cases, yes 
	BiPERS (Mercer) 
	No 

	Northern Territory 
	Northern Territory 
	No/ simple definitions 
	Mercer CED 
	No 

	Table 12: Classification methods used in various public sector jurisdictions 
	Table 12: Classification methods used in various public sector jurisdictions 


	In all of the jurisdictions that use a Points-Factor method, a job is assigned to a classification level in accordance with an established ranking table that relates a predetermined range of scores to each classification level. That is, the method assists in the consistent classification of jobs within the organisation and, flowing from that, consistent pay outcomes. 
	This use of Points-Factor methods services the majority of cases, that is, where the question of the state of the external market is not taken into account. 
	Jurisdictions that do not normally make use of Points-Factor systems for classification purposes may nevertheless make use of consultants who do when they are researching external labour market conditions. 
	This second use of Points-Factor systems may provide assistance in understanding the external market for the small number of cases where external market rates are influential in recruitment outcomes. 
	In those cases where Points-Factor systems are not used, Work Level Standards are used to establish classification levels. 
	9 REMUNERATION STRATEGY 
	9 REMUNERATION STRATEGY 
	9.1 INTRODUCTION 
	9.1 INTRODUCTION 
	Stakeholders bring a variety of views to the question of what are the most important outcomes from the current Project, and each of them has more or less well articulated views on what are the priorities for action. 
	The Aims and Objectives of the Project are extremely broad. The required outputs from the Project range from highly generic products with wide application – such as a Shared Salary Spine and new Work Level Descriptors – to developing the detailed proposals for translating each employment category into the new system. The following discussion proposes a more detailed strategic framework for delivery of the Aims and Objectives of this Review. 
	The Strategic Focus 
	In our Report on Element 1 of this Review, we adopted competency and workforce development as key organising ideas to support our proposal for the establishment of four Career Clusters. For Element 2, we consider it is similarly necessary to build a framework that develops these concepts further and can underpin a viable future workforce strategy. 
	We propose the adoption of a remuneration strategy that focuses on four broad segments of the labour force: 
	 
	 
	 
	trainees and apprentices, 

	 
	 
	new and recent graduates, 

	 
	 
	internal job applicants, and 

	 
	 
	experienced external job applicants. 


	The intention here is to provide a focus for decision-making and action in respect of these segments, at a level higher than the Cluster or occupation, and below the current Service-wide level of wages policy, core conditions, and broad recruitment and retention policies. Accordingly some of these strategies span more than one Custer. 
	Four Strategies are outlined, addressing in turn inexperienced and experienced segments of the labour markets, the former sub-categorised by type of qualification, the latter by whether experience has been gained internally or externally. These Strategies have been used to focus our consideration of appropriate wage outcomes in and between Clusters and in and between occupations, to further support workforce development in the ACTPS. 

	9.2 STRATEGY 1 – TRAINEES AND APPRENTICES 
	9.2 STRATEGY 1 – TRAINEES AND APPRENTICES 
	Make more extensive use of to replenish and sustain the ACTPS general workforce, and reduce reliance on external sources of labour supply. 
	trainees and apprentices 

	Recruitment targets: 
	Recruitment targets: 
	Recruitment targets: 
	Trainees and new and recent graduates from VET sector programs at AQF level 4 and below, in important ACTPS job families (e.g. building trades, horticultural trades, procurement, contract management, health support). 

	Current position: 
	Current position: 
	ACTPS salaries for trainees are satisfactory ACTPS salaries for entry level jobs in most occupations are satisfactory, with noticeable weaknesses in certain skilled trades 
	
	


	Proposed policy: 
	Proposed policy: 
	Establish and maintain fair salary rates for trainees and apprentices, and career entry levels that are competitive with relevant private sector industry benchmarks and the APS in Canberra. 
	
	


	Salary indicators: 
	Salary indicators: 
	Apprenticeship pay – private sector workforce and Canberra APS. Entry grade salaries in national, state and local government enterprise agreements 
	
	


	Action Proposed 
	Action Proposed 
	Include incentives for skills acquisition in salary scales 

	Implications 
	Implications 
	Extend support for development of key skill sets 

	Table 13: Summary of Strategy 1 (Trainees and Apprentices) 
	Table 13: Summary of Strategy 1 (Trainees and Apprentices) 




	9.2.1 Adult Apprenticeships 
	9.2.1 Adult Apprenticeships 
	In our Element 1 report we foreshadowed our intention to recommend rates for adult apprentices. 
	We note that apprenticeship rates are presently fixed as percentages of the minimum pay point for GSSO 5. The highest of these percentages is presently 91.8%. 
	A variety of practices have been adopted in awards and agreements in relation to adult apprentices. In ACTION, for example, if a workshop employee is selected to undertake training towards a trade certificate, they are continued in their existing classification. The ACTEW-AGL agreement makes provision for existing employees to be paid at their substantive rate while undertaking an electrical apprenticeship, or paid a specific adult apprenticeship rate, whichever rate is higher. 
	 We propose that a new adult apprentice pay rate be fixed, that corresponds to the current GSO 4 salary scale. The new salary scale would, conveniently, commence at 94.7% of the GSO 5 minimum rate. 
	We draw the attention of CMCD and the unions to the Australian Government’s recent response to various recommendations of the Apprenticeships for the 21Century report at Annexe K: , and restate the need for the parties to monitor the progress and outcomes of further FWA Full Bench proceedings during 2012 regarding apprentice and trainee pay rates. 
	st 

	9.3 STRATEGY 2 – NEW AND RECENT GRADUATES 
	9.3 STRATEGY 2 – NEW AND RECENT GRADUATES 
	Support the development of a professional public sector workforce by in disciplines of importance to service delivery (e.g. health, urban planning) and organisational effectiveness (e.g. project management, financial management, human resources). 
	attracting and retaining new and recent graduates 

	The objective ought to be to build this segment of the workforce to provide an internal source of labour supply for these categories of employee, to complement external sources. 
	Recruitment targets: 
	Recruitment targets: 
	Recruitment targets: 
	New and recent graduates from VET and university sector vocational and professional entry programs at AQF level 5 (i.e. Diploma) and above, in disciplines of critical importance to the future ACTPS. 

	Current position: 
	Current position: 
	Broadly speaking, ACTPS salaries for new and recent graduates are satisfactory, with some weakness for occupations presently experiencing shortages. 

	Proposed policy: 
	Proposed policy: 
	Establish and maintain new graduate entry salaries that are competitive with the private sector and other public services. 

	Salary indicators: 
	Salary indicators: 
	Median salaries for new graduates – private sector workforce. Commencing salaries in national, state and local government enterprise agreements for graduates entering employment from professional entry programs 
	
	


	Action proposed: 
	Action proposed: 
	Align salaries for technical and professional new graduate entry across all vocational streams based on AQF level and/or length of preparatory program 

	Implications: 
	Implications: 
	Increased salary costs, limited to the new graduates within each discipline. 

	Table 14: Summary of Strategy 2 (New & Recent Graduates) 
	Table 14: Summary of Strategy 2 (New & Recent Graduates) 




	9.3.1 Common Professional Entry Scale 
	9.3.1 Common Professional Entry Scale 
	We consider there is a case to establish a professional entry salary scale that can be used across all Career Clusters. The common scale would apply to persons entering technical and professional grades with diplomas and bachelors degrees, or entering a professional career from a composite professional entry program (for example, psychologists entering the workforce after first completing a four year undergraduate degree and then a two year professional program at Masters level). 
	All jurisdictions pay higher salaries to employees who commence employment after a four year degree than those who hold a three year degree. Some also recognise specific higher degrees – e.g. MSc or PhD. 
	The current arrangements in the ACT Public Service are more generic, in that entry to various salary points in the Professional Officer and Health Professional entry grades increase incrementally for graduates from 4, 5 and 6-year degrees. However, some professions stand outside this framework, such as ITOs, PAOs, radiation therapists, medical physicists and legal officers. 
	It is increasingly common for universities to offer generic degrees, with professional specialisation occurring at postgraduate level. Persons seeking to 
	It is increasingly common for universities to offer generic degrees, with professional specialisation occurring at postgraduate level. Persons seeking to 
	change careers by undertaking postgraduate study are in a similar situation. Stimulated by a Commonwealth policy and funding incentives, credit transfer arrangements between VET sector organisations and universities is expected to become more accessible in future. 

	On the basis of our analysis of salaries for graduates in several occupations in other jurisdictions, we consider that the following pay points represent fair market rates for general application to new and recent graduates: 
	2-year program 
	2-year program 
	2-year program 
	~$51,000 

	3-year program 
	3-year program 
	~$53,500 

	4-year program 
	4-year program 
	~$57,000 

	5-year program 
	5-year program 
	~$61,000 

	6-year program 
	6-year program 
	~$65,500 


	We recommend their adoption across all Career Clusters. 
	These salary points would operate as the usual minimum entry point salaries for persons who do not yet meet the requirements for professional registration (where this is required to continue in employment). In the case that a person already meets mandatory requirements, they would be placed at higher salary points depending on the extent of their industry experience. 
	Not all pay points in the common model would apply to all occupations in all Clusters. 
	3

	For example, as discussed later in this Report, the 2-year diploma level will not apply in the Legal Services Career Cluster. 
	For example, as discussed later in this Report, the 2-year diploma level will not apply in the Legal Services Career Cluster. 
	3 



	9.3.2 Cadetships 
	9.3.2 Cadetships 
	We also propose amalgamating the cadet and TTO grades, to establish a new cadet grade applicable to all Career Clusters. 
	Cadet rates of pay have historically been identical to ASO 1. We do not consider there is a good reason to depart from this practice, but the actual rates of pay will depend on where ASO 1 translates to in the new Shared Salary Spine. A specific proposal will be presented in our Element 3 report. 
	9.4 STRATEGY 3 – INTERNAL JOB APPLICANTS 
	9.4 STRATEGY 3 – INTERNAL JOB APPLICANTS 
	Build and entrench capacity for service delivery by retaining employees in ACTPS employment. 
	Recruitment targets: 
	Recruitment targets: 
	Recruitment targets: 
	Internal job applicants in all employment categories 

	Current position: 
	Current position: 
	Turnover in most occupations is within acceptable bounds. Turnover is lowest where SEAs are most common. Above the new/recent graduate entry level, ACTPS salaries are noticeably less competitive in several disciplines. 
	
	


	Proposed policy: 
	Proposed policy: 
	Establish new enterprise agreement salary scales that deliver “fair market rates” based on the generality of rates paid in enterprise agreements covering like work. Maintain capacity to respond effectively to labour market shortages through retention bonuses. 
	
	


	Salary indicators: 
	Salary indicators: 
	25th-50th percentiles – Australian Public Service and selected relevant private sector industry sectors. Salaries in national, state and local government enterprise agreements for work of comparable kind. 
	
	


	Action proposed: 
	Action proposed: 
	Review and reform the SEA provisions in ACTPS enterprise agreements to reflect best practice (refer Section 8.4 for further discussion). Implement a regular program to monitor the effectiveness of the SEA provisions. 
	
	


	Implications: 
	Implications: 
	Increased salary costs, offset to some degree by: absorption of SEAs and reduced staff turnover expenses. 
	
	


	Table 15: Summary of Strategy 3 (Internal Job Applicants) 
	Table 15: Summary of Strategy 3 (Internal Job Applicants) 



	9.5 STRATEGY 4 – EXPERIENCED EXTERNAL JOB APPLICANTS 
	9.5 STRATEGY 4 – EXPERIENCED EXTERNAL JOB APPLICANTS 
	Attract suitably skilled and experienced in to ACTPS employment. 
	external applicants 
	critical occupations 

	Recruitment targets: 
	Recruitment targets: 
	Recruitment targets: 
	External job applicants with knowledge, skills and experience, in disciplines of critical importance to building the future ACTPS. 

	Current position: 
	Current position: 
	Turnover in most occupations is within acceptable bounds. Turnover is lowest where SEAs are most common. Persistent shortages in several disciplines (e.g. engineering, ICT) have made the task of recruiting to critical positions difficult. 
	
	


	Proposed policy: 
	Proposed policy: 
	Establish new enterprise agreement salary scales that deliver “fair market rates” based on the generality of rates paid in enterprise agreements covering like work. Maintain capacity to respond effectively to labour market shortages through attraction bonuses. 
	
	


	Salary indicators: 
	Salary indicators: 
	25th-50th percentiles – Australian Public Service and selected relevant private sector industry sectors. Salaries in national, state and local government enterprise agreements for work of comparable kind. 
	
	


	Action proposed: 
	Action proposed: 
	Review and reform the SEA provisions in ACTPS enterprise agreements to reflect best practice (refer Section 10.4 for further discussion). Implement a regular program to monitor the effectiveness of the SEA provisions. 
	
	


	Implications: 
	Implications: 
	Increased salary costs, offset to some degree by: absorption of SEAs and reduced staff turnover expenses. 
	
	


	Table 16: Summary of Strategy 4 (Experienced External Job Applicants) 
	Table 16: Summary of Strategy 4 (Experienced External Job Applicants) 



	9.6 DIVISION OF RESPONSIBILITY FOR WAGE FIXING 
	9.6 DIVISION OF RESPONSIBILITY FOR WAGE FIXING 
	We have observed that the responsibility for wage fixing is split between CMCD and the operational directorates. In broad terms, this division of labour can be represented as follows: 
	Table
	TR
	TH
	Figure

	CMCD 
	Operational Directorates 

	Executive Classification 
	Executive Classification 
	Directors-General and other Executives are classified in accordance with the relevant PSM Standard 
	No power 

	Executive Wage Fixing 
	Executive Wage Fixing 
	Remuneration Tribunal fixes wages for Directors-General, other executives, judges and statutory office holders 
	No power 

	Non-executive Classification 
	Non-executive Classification 
	Held by Head of Service, but delegated to Directors-General 
	Delegated from Head of Service 

	Non-executive Wage Fixing 
	Non-executive Wage Fixing 
	Centrally determined through centralised enterprise bargaining Group SEAs, at the initiative of Directors-General, in cases that lie outside specified limits 
	Group SEAs, within specified limits 

	Individual Wage Fixing 
	Individual Wage Fixing 
	Individual SEAs, at the initiative of Directors-General, in cases that lie outside specified limits 
	Individual SEAs, within specified limits 

	Employment Conditions 
	Employment Conditions 
	Mostly determined through legislation and centralised enterprise bargaining 
	Except for: Agency-specific classifications Specific working arrangements and employment conditions established in “Agency Schedules” 

	Table 17: Current roles and responsibilities for wage fixing in the ACTPS 
	Table 17: Current roles and responsibilities for wage fixing in the ACTPS 


	This table indicates to us that there the work of establishing an effective remuneration policy will require a high level of coordination between the current actors to ensure that consistent outcomes are achieved on a whole of Service level. 
	10 COMPETITIVE LABOUR MARKETS 
	10.1 INTRODUCTION 
	The ACTPS competes with all levels of government and the private sector for skilled workers in the trades and the professions. 
	There are several occupations where demand is high and supply is low, resulting in a shortage of labour. For many occupations, the ACTPS is competing with the private sector; for some others, the ACTPS’ main competitor is the APS. In many respects, the private sector is not as constrained as the public sector in the kinds of employment arrangements it can enter into. 
	Labour market conditions fluctuate as industry sectors expand and contract, and with general changes in the state of national and regional economies. 
	Other public sector organisations have adopted measures to become more competitive in key segments of the labour market. To continue to meet client needs, the ACTPS must also continually review its competitive position within these labour markets, and develop effective measures to overcome recruitment challenges. 
	Fair market rates based on comparing like work performed in like circumstances may not work to attract and retain a skilled workforce in the case that short-and medium-term imbalances in labour supply drive up the price of labour for reasons of scarcity. 
	The ACTPS has adopted a range of measures to address cases of this kind. include: 
	Financial responses 

	 
	 
	 
	accelerated incremental advancement, which provides agencies with the option of advancing existing employees more rapidly in the scale of salary points for their classification, 

	 
	 
	similarly, there is scope for agencies to offer higher commencing salaries to exceptional job applicants, 

	 
	 
	Special Employment Arrangements, that address both the retention of existing employees and the attraction of new employees. 


	We are not tasked with making recommendations on . However, they cannot be ignored in fixing fair market rates (see also Parts 7 and 13). 
	non-salary responses

	In the course of the last several years, the ACTPS has established a common system of entitlements to leave and other support for employees’ to deal with work-life balance issues. In the local labour market, the ACT competes favourably with the APS in non-salary terms. 
	The following Table compares the APSC’s recommended levels of entitlements for APS enterprise agreements with the provisions contained in ACTPS enterprise agreements. 
	TERMS AND CONDITIONS 
	TERMS AND CONDITIONS 
	TERMS AND CONDITIONS 
	APSC RECOMMENDED APPROACH 
	ACTPS ENTITLEMENT 

	Hours of Work 
	Hours of Work 

	Flextime 
	Flextime 
	To be provided to APS 1-6 employees and those in training classifications (if applicable). Employees should not carry a flextime credit of more than 1 standard week from one settlement period to the next. 
	Similar scheme 

	Time Off in Lieu (TOIL) 
	Time Off in Lieu (TOIL) 
	TOIL may be provided to EL1-2 employees at management’s discretion. It can not provide entitlements that are similar to a flextime scheme. 
	Flexbank – up to 1 week off per 12 months 

	Flexible working arrangements (including part-time work) 
	Flexible working arrangements (including part-time work) 
	Requests to be considered in accordance with the employee’s individual performance, personal needs and operational requirements. 
	Significant explicit framework for flexible working arrangements, supported by various types of leave 

	Remuneration 
	Remuneration 

	Superannuation Payment 
	Superannuation Payment 
	Contribution rate as per PSSap rate (as at 1 January 2011, the rate is 15.4%), if not otherwise determined by superannuation fund rules (e.g. PSS and CSS). 
	9%, except for existing members of CSS, PSS, PSSap Salary sacrifice for superannuation purposes available for all staff 

	Workplace Issues 
	Workplace Issues 

	Individual flexibility 
	Individual flexibility 
	Provisions at least in line with s.203 of the FW Act. 
	Yes, in relation to a limited range of entitlements 

	Employee representation and Workplace delegates rights 
	Employee representation and Workplace delegates rights 
	Agreements to recognise the rights of workplace delegates and outline the facilities and resources available for delegates to utilise on a reasonable basis. 
	Comprehensive statement of support and supportive procedures 

	Consultation 
	Consultation 
	Provisions at least in line with s.205 of the FW Act. 
	Yes 

	Dispute resolution 
	Dispute resolution 
	Provisions at least in line with s.186(6) of the FW Act. 
	Yes 

	Leave & Redundancy Entitlements 
	Leave & Redundancy Entitlements 

	Annual Leave 
	Annual Leave 
	20 days leave per annum. An extra 5 days leave per annum for shiftworkers regularly working Sundays and public holidays. 
	Same 

	Personal/Carer’s Leave 
	Personal/Carer’s Leave 
	15-18 days leave per annum, accruable. 
	18 days per annum accruable 

	Public Holidays 
	Public Holidays 
	The same public holidays as the NES (s.115 of FW Act). 
	8 national holidays, plus substitution for Australia Day and Anzac day, plus Canberra Day, plus Labour Day, plus Family and Community Day, plus Easter Saturday 

	Table 18: Comparison of ACTPS conditions with APSC Recommendations 
	Table 18: Comparison of ACTPS conditions with APSC Recommendations 

	TERMS AND CONDITIONS 
	TERMS AND CONDITIONS 
	APSC RECOMMENDED APPROACH 
	ACTPS ENTITLEMENT 

	Leave & Redundancy Entitlements, continued 
	Leave & Redundancy Entitlements, continued 

	Compassionate/ Bereavement Leave 
	Compassionate/ Bereavement Leave 
	2-3 days paid leave per occasion. For irregular or intermittent employees, leave is to be unpaid. 
	5 days per occasion for bereavement 2 days per occasion for life threatening illness of close family 

	Cultural, Ceremonial and NAIDOC Leave 
	Cultural, Ceremonial and NAIDOC Leave 
	Agencies should seek to facilitate leave in a reasonable way on a case by case basis (e.g. through miscellaneous leave) 
	10 days/2years ATSI or religious ceremonial leave (WOP) 1 day NAIDOC Leave, 

	Defence Reservists 
	Defence Reservists 
	Defence reserve leave at least as per Defence Reserve Support Council advice. 
	Substantial paid leave for annual training and additional leave for other training as required from time to time 

	Community Service Volunteer Leave 
	Community Service Volunteer Leave 
	Community service leave to include all emergency services responses, regular training, reasonable travel and recovery time and ceremonial duties. 
	Indefinite paid jury leave, 4 days paid emergency response leave (per incident), 3 days paid per year for other voluntary community work. 

	Maternity Leave (incl. adoption and foster carers leave) 
	Maternity Leave (incl. adoption and foster carers leave) 
	A minimum of 2 weeks additional paid maternity leave i.e. paid leave provided in addition to entitlements under the Maternity Leave (Commonwealth Employees) Act 1973 for a total of 14 weeks paid leave. Arrangements for parents adopting/fostering a child to mirror maternity leave provisions and rules (ie 14 weeks leave for eligible employees). 
	18 weeks paid 

	Paid Parental Leave 
	Paid Parental Leave 
	A minimum of 2 weeks paid parental leave for supporting partners. 
	18 weeks (shared with person eligible for Mat Leave) Bonding leave – 2 weeks, and up to 1 week from personal leave 

	Return to Work After Parental Leave 
	Return to Work After Parental Leave 
	As a minimum, provisions in line with s.84 of the FW Act. 
	Enhanced provisions 

	Long Service Leave 
	Long Service Leave 
	Leave to be in accordance with the Long Service Leave (Commonwealth Employees) Act 1976. Long service leave must be accessed at a minimum of 7 calendar days per occasion. 
	Same basic entitlement Access to pro rata entitlement after 7 years 

	Portability of leave 
	Portability of leave 
	As a minimum, must cover employees from the APS, Parliamentary Service and the ACT Government. Portability may be facilitated in other circumstances. 
	Recognition of prior service for LSL, personal leave and eligibility for access to paid parental leave 

	Christmas Closedown 
	Christmas Closedown 
	At a maximum, the days between the Boxing Day Public Holiday and the New Years Day Public Holiday or days in lieu (note that there is no requirement to have closedown). 
	These days, plus additional day after Boxing Day, plus Xmas close down 

	Redeployment, reduction and retrenchment (RRR) provisions 
	Redeployment, reduction and retrenchment (RRR) provisions 
	Provision for compulsory RRR and no enhancement of existing provisions, based on longstanding existing policy. Retention periods optional. 
	Redeployment is the first option. Involuntary redundancy in certain circumstances and with union agreement 

	Table 18: Comparison of ACTPS conditions with APSC Recommendations, continued 
	Table 18: Comparison of ACTPS conditions with APSC Recommendations, continued 


	This comparison shows that: 
	
	
	
	

	With the exception of superannuation, the ACTPS equals or exceeds the proposed APS standard. 

	
	
	

	But balancing off to some degree the difference in superannuation contributions, the ACTPS offers better conditions than the APS standard in relation to parental leave, compassionate and bereavement leave, community services leave, and cultural and ceremonial leave. 


	When comparing the ACTPS with State jurisdictions that offer the same superannuation benefit, a generally higher standard of these employment conditions must be taken into account when making a judgment about what salary benchmarks should be adopted. 
	In our Element 1 report (O’Shea and Smith 2011), we drew attention to the importance of addressing the Employee Value Proposition (Smith 2010)—that is, to take into account all the factors that make employment with the ACTPS attractive to prospective and current employees at every life stage. 
	We foreshadow that the Shared Salary Spine that will be a key feature of our Element 3 report will provide for several pay points at every classification level. The option of using the pay points within the salary scale for a classification in a flexible way to retain existing staff or attract suitable applicants will continue to be available to the employer. 
	Relocation allowances are not within the scope of the Classification Review Project. Payments of this kind may facilitate engagement but are properly characterised as recruitment expenses. 
	It is clear from the research that we have undertaken over the last few months that skill shortages exist in several occupations, with the following labour market effects: 
	 
	 
	 
	employers are finding it difficult to recruit suitable applicants to fill vacant positions, and 

	 
	 
	the range of salaries is widening, particularly for the most skilled and most specialised workers in these occupations. 


	Offering higher wages to retain highly skilled staff or to attract exceptional talent to an organisation has emerged as a prominent remuneration strategy in the public sector in the last 10-15 years 
	Adequate fair market rates will narrow the gap between the current enterprise agreement rates of pay and the rates paid in the market for employees possessing rare and specialised qualifications and skills. 
	However, it is not realistic to expect a Shared Salary Spine based principally on work value and well-established internal relativities to meet the dual challenge of delivering fair market rates in the majority of cases, and providing flexibility in remuneration in exceptional cases. 
	We consider that the interests of the ACTPS are best served by continuing with a two tier approach to determining salaries: 
	1. 
	1. 
	1. 
	Salary scales that reflect fair market rates for the variety of work performed in the ACTPS will continue to be explicitly fixed in enterprise agreements. 

	2. 
	2. 
	For occupations demonstrated to be in shortage, supplements may be paid to bring total remuneration up to levels that meet external market remuneration benchmarks. 


	The proposed Shared Salary Spine, built on the basis of our market rates research, is intended to address the majority case: 
	 
	 
	 
	 
	ACTPS employment groups which have low turnover (over 95% of ACTPS employees are in employment groups with turnover of less than 10%), and low vacancy rates, 

	 occupations in good supply, and 

	 
	 
	qualifications and skills in good supply. 


	We expect that the minority case – high turnover occupations in shortage – will be addressed to some degree by the proposed Shared Salary Spine, and may be expected to reduce the ACT’s reliance on “tier 2” solutions such as SEAs. But the need for these solutions will not disappear. 
	10.2 LABOUR SUPPLY 
	We do not intend to analyse labour supply problems in detail. But we do wish to highlight the reality of widespread labour supply issues in various segments of the Australian labour market. 
	At Annexe L: we have summarised recent skills shortage information published by the Australian Government Department of Education, Employment and Workplace Relations. DEEWR regularly analyses and reports on skill shortages around Australia, and this information is readily available for agencies who wish to assess whether particular skills are in high demand in the marketplace, and for managers who are required to justify salary supplementation. 
	We note that some of the skill shortages identified to us by agencies and unions are confirmed by this information, while others are not. 
	10.3 ATTRACTION AND RETENTION INCENTIVES 
	10.3 ATTRACTION AND RETENTION INCENTIVES 
	The persistent difficult state of the labour market for certain occupations has seen public sector employers developing remuneration strategies intended to support the attraction and retention of skilled labour. Salary supplements for new and existing employees are an accepted part of the attraction and retention toolkit for many employers. 
	As well as reviewing the ACTPS approach, the Consultants held discussions over attraction and recruitment incentive payments with representatives of the Brisbane City Council (BCC), and the public services of Queensland (QPS) and New South Wales, and examined documents from other organisations. 




	10.3.1 ACTPS 
	10.3.1 ACTPS 
	The present arrangements in ACTPS enterprise agreements enable Directors-General to approve Special Employment Arrangements (SEAs). 
	In determining whether a SEA should apply to a position, the Director-General will take into account the following criteria: 
	(a) 
	(a) 
	(a) 
	the position is critical to the operation of the Agency or to a business unit in the Agency; 

	(b) 
	(b) 
	an employee who occupies the position requires specialist qualifications or specialist or high level skills; 

	(c) 
	(c) 
	the skills required by the employee who occupies the position are in high demand in the marketplace; 

	(d) 
	(d) 
	the position would incur significant costs to replace. 

	TR
	[Our emphasis] 


	ACTPS SEAs may be individual or collective. A SEA may contain: 
	(a) 
	(a) 
	(a) 
	enhanced pay rates, which must not exceed 50% of the existing pay of the occupant of the position under the relevant enterprise Agreement; 

	(b) 
	(b) 
	provision for privately plated vehicles (when there is a “clear, unambiguous and exceptional need”); 

	(c) 
	(c) 
	other terms and conditions of employment (ditto); 

	(d) 
	(d) 
	in the case where an Australian Workplace Agreement is terminated, the terms and conditions of employment that were contained in the Australian Workplace Agreement. 


	Should the Director-General consider that there is a compelling reason for the Agency to pay enhanced rates of pay in excess of the 50% cap of the existing pay of the position, the Director-General must apply to the Head of Service for approval to do so. 
	An application to the Head of Service must include relevant and appropriate market data as well as an explanation of why the Director-General considers that there is a need to pay above the 50% cap. 
	In assessing whether a rate of pay above the 50% cap should be paid to any employee, the Chief Executive should give particular consideration to the consequences the granting of the SEA may have on its ability to recruit and/or retain executive positions. 
	SEAs must be paid as fortnightly salary – lump sum bonuses are specifically excluded. Consistent with this approach, SEA salary supplements are taken into account for superannuation purposes, and are paid during periods of paid leave. 
	The rates of pay under SEAs are increased in accordance with the increases in pay rates provided for under enterprise agreements. 
	SEAs prevail over the terms of an enterprise agreement to the extent of any inconsistency. Overall, there are few limits on what an SEA can or cannot contain (subject to clear, unambiguous and exceptional need) except that: 
	 
	 
	 
	an SEA cannot, , result in a reduction in the overall terms and conditions of employment provided under the agreement, 
	when assessed as a whole


	 
	 
	be less favourable that the National Employment Standard, 

	 
	 
	provide for pay rates that are lower than the pay rates in the agreement. 


	On the face of it, this suggests that it is intended that the employer can take a “total remuneration” approach to developing and negotiating the contents of an SEA to meet the EVP of each employee/applicant. Salary packaging arrangements have been available to most employment categories in the ACTPS since the 1990s. SEAs seem to us to be a natural adjunct to these arrangements. 
	 
	 
	 
	Taken together, salary packaging and SEAs provide a substantial degree of flexibility in total remuneration, 

	 
	 
	SEAs and salary packaging can be used creatively to remove barriers to recruiting and retaining skilled employees by bridging the difference between “standard” ACTPS entitlements and “non-standard” entitlements commonly found in other industries – e.g. motor vehicle allowances, additional superannuation contributions. 


	We note that in the present SEA clause: 
	 
	 
	 
	there is a bias towards providing superior salary, which can be significantly in advance of enterprise agreement rates, 

	 
	 
	 
	there is no guidance provided regarding which elements of remuneration are to be taken into account when making a comparison between internal and external remuneration levels, 

	 only salary is taken into account in determining whether the SEA is “within power” for a Director-General – yet a $25,000 “exclusive use” motor vehicle benefit could easily result in the total value of the remuneration supplement being much higher than 50%, 

	 
	 
	while there are provisions regarding review and termination of SEAs, there is nothing that requires a termination date to be included in the terms of the SEA itself. 


	So far as SEAs are concerned, we notice that: 
	 
	 
	 
	A large number of SEAs fix salaries that overlap the Executive salary range. 

	 
	 
	The present SEA clause provides that Directors-General “should give particular consideration to the consequences of granting the SEA may have on the ability to recruit and/or retain Executive positions” but only in respect of SEAs that would take total salary above the 50% “cap” (CMCD Enterprise Agreement 2011). 

	 
	 
	Salaries for Executives are set by the Remuneration Tribunal. The following Table documents the levels at 1 November 2011. 

	 
	 
	A 50% market allowance applied at any level of senior officer/senior professional officer will overlap the current Executive salary range: 


	Remuneration Point 
	Remuneration Point 
	Remuneration Point 
	Remuneration (at 1/11/2011) 

	Level 3.12 Level 3.11 Level 3.10 Level 3.9 Level 3.8 Level 3.7 
	Level 3.12 Level 3.11 Level 3.10 Level 3.9 Level 3.8 Level 3.7 
	$308,079 $285,644 $270,736 $257,417 $244,103 $230,856 

	Level 2.6 Level 2.5 Level 2.4 
	Level 2.6 Level 2.5 Level 2.4 
	$222,535 $190,979 $177,661 

	Level 1.3 Level 1.2 Level 1.1 
	Level 1.3 Level 1.2 Level 1.1 
	$156,093 $142,777 $129,460 

	Table 19: ACTPS Executive Remuneration Levels at 1 November 2011 
	Table 19: ACTPS Executive Remuneration Levels at 1 November 2011 


	Classification 
	Classification 
	Classification 
	Salary 18/8/2011 
	Plus 50% 
	Executive pay point 

	Senior Officer Grade C and Health Professional 4 
	Senior Officer Grade C and Health Professional 4 
	$86,750 $93,535 
	$130,125 $140,303 
	1.1 1.1 

	Senior Officer Grade B and Health Professional 5 
	Senior Officer Grade B and Health Professional 5 
	$102,499 $107,797 $115,387 
	$153,749 $161,696 $173,081 
	1.2 1.3 1.3 

	Senior Officer Grade A and Health Professional 6 SPO Grade A (Eng & related) 
	Senior Officer Grade A and Health Professional 6 SPO Grade A (Eng & related) 
	$119,042 $120,969 
	$178,563 $181,454 
	2.4 2.4 

	Table 20: ACTPS Market Allowances at 18 August 2011 
	Table 20: ACTPS Market Allowances at 18 August 2011 


	In 2009-10, approximately 40% of SEAs (103/245) applying to occupations in scope for this project exceeded the lowest Executive pay point. 
	The range of base salaries for a small number of non-executive classifications in the ACTPS – including senior medical officers, medical physicists and radiation therapists – already overlap the Executive salary range. NSW, Victorian and Tasmanian classification structures all contain non-executive classifications whose salaries overlap or coincide with their executive grades. 
	From 1996 to 2011, the SO A-to-Executive 1 inter-grade salary gap shrank by almost 7%, as a result of the independent run of history for Remuneration Tribunal decisions on the one hand and enterprise bargaining outcomes on the other. Given this history it was inevitable that overlap would eventually occur, but other factors also have contributed—eg: the application of large SEAs to some SO A, SITO A and SPO A positions. 
	10.3.2Brisbane City Council 
	10.3.2Brisbane City Council 
	Senior Specialist Professionals (SSP): In return for a market-pegged salary that is at the 25th percentile of the external market, employees must forego : 
	 
	 
	 
	fixed hours and 

	 
	 
	flextime 


	These staff may also sacrifice salary: 
	 
	 
	 
	up to 5% for professional development support, and 

	 
	 
	to provide for a novated lease on a motor vehicle. 


	These employment conditions more closely meet the demands on benefits enjoyed by senior professionals in the private sector. 
	The SSP option is available to engineers, architects, town planners and project managers at BCC Professional Band 5 and above. 
	These employees otherwise receive the rest of the conditions in the BCC enterprise agreement. The employer’s view is that the package of conditions in the BCC agreement is justification for targeting the first quartile of the market, rather than any point higher . 
	SSPs pay rates are reviewed every six months. If there is an increase in the external market, the employees’ market related salaries rise accordingly. If there is no increase, salaries are frozen until Enterprise Agreement rates increase to overtake them. 
	The six month reviews are conducted by a Remuneration Committee of Council, who are advised by two full-time in-house remuneration consultants. The consultants rely on a variety of sources, including salary surveys by remuneration consultants (eg: Hay). 
	 The BCC employs approximately 9,000 employees, suggesting that it may be useful for the ACTPS to examine aspects of its approaches. 
	Common law contracts for Professional Services Employees have National Employment Standards (NES) conditions only, and are for fixed terms. They are targeted at external recruits to engineering, architecture, town planning, project management, and high level manager roles. 
	 These contracts can only be approved by the Chief Executive Officer (CEO). 

	10.3.3Queensland Public Service 
	10.3.3Queensland Public Service 
	A Mercer report 4 years ago indicated that, up to AO5 and equivalent, the QPS is offering reasonably competitive salaries. Above that point, QPS salaries are generally less competitive. 
	A 2008 Directive contains a mechanism for engaging individual fixed term employees in unique roles for a period of up to five years to meet the special skill demands of particular projects. The standard practice is to pay these employees at or below the 25th percentile of the going rate in the relevant private market. 
	For cases involving more than one job, agencies may submit a business case to Budget Review Committee of Cabinet for consideration in accordance with the 2010 Attraction and Retention Remuneration and Incentives Policy (Attraction and Retention Remuneration Policy 2011). 
	The business case must be developed in conjunction with Department of Justice and Attorney-General (DJAG) and the Public Service Commission (PSC). The business case must be supported by a very high level of research and advice. It is also required that any program approved by Cabinet is monitored and evaluated. 
	QPS also faces the problem of dealing with attraction to and retention in positions in remote and isolated locations. QPS agencies have developed a variety of incentives to supplement salary to meet their needs in these locations. 
	The QPS is a user of skilled migration programs, but the Government requires that the local market is tested before an agency resorts to overseas recruitment (Skilled Migrant Employment Policy Statement 2011). 

	10.3.4New South Wales 
	10.3.4New South Wales 
	New South Wales agencies have two options open to them: 
	 
	 
	 
	an attraction and retention payment – or Skills Shortage Allowance (SSA) – of up to $13,000 per annum for staff at Level 12 of the NSW classification structure or professional equivalents 

	 
	 
	an uncapped higher responsibilities allowance, that is usually used to provide temporary recognition of higher level work, but is sometimes used in a similar manner as the SSA. 


	The Department of Premier and Cabinet (DPC) monitors occupations in shortage and records of previous cases and can advise agencies accordingly. Skills Shortage Allowances: 
	“are not intended as the first response to identified difficulties, but rather as an additional tool...” and, 
	“should not be used as a means to match the market for all positions where retention and attraction have been experienced, but used only when the shortage is having a significant disruptive effect on service delivery to customers.” 
	As well: 
	“care should be taken to ensure that the total remuneration package is less than minimum SES level 1.” 
	(Guidelines for the Implementation of Skill Shortage Allowances n.d.) 
	Extensive policy guidance is provided by DPC regarding the criteria that characterise suitable cases for payment, and the calculation, commencement, administration, annual review and termination of allowances. 

	10.3.5Western Australia 
	10.3.5Western Australia 
	Attraction and Recruitment Incentives in the WA government are: 
	 
	 
	 
	paid to employees who are engaged in key or critical positions that have a clear and significant impact on specific Government endorsed priority services, and a clear significant public interest can be established, 

	 
	 
	be paid at a flat dollar amounts (not percentage of salary), aligned with the attainment of predetermined milestones, 

	 
	 
	accepted by the employee as being for a specified term. 



	10.3.6Other Experiences 
	10.3.6Other Experiences 
	The University of Adelaide places both dollar and percentage limits in the delegation of senior executives making decisions to approve recruitment bonuses. The authority to approve incentives higher than $50,000 per year, or 25% of base salary (whichever is higher) is reserved for the Vice-Chancellor and President. 
	The UK Children and Family Court Advisory and Support Service pays “golden hello” lump sums of 3,000 pounds at the commencement of employment. This money must be repaid in full or in part if the employee leaves employment within 2 years. Similarly, “golden handcuff” lump sums are payable at the end of a two year commitment period (and not payable at all if the employee leaves before that time). 
	10.4 PROPOSALS FOR REFORM OF SEAS 
	10.4 PROPOSALS FOR REFORM OF SEAS 


	10.4.1 General Characteristics 
	10.4.1 General Characteristics 
	We recommend that the present Special Employment Arrangements Annex to ACTPS enterprise agreements be revised as follows: 
	 
	 
	 
	rename the scheme to something more generally understandable – ‘Attraction and Retention Incentives’ (or ARIns), 

	 
	 
	the upper limit of Directors-General’s authority to approve ARIns should be expressed in terms of the total value of the annual remuneration package, not just the cash/salary component, 

	 
	 
	include an option to provide for attraction and retention bonuses to be paid “on commencement” and thereafter on an annual basis, or in connection with milestones, possibly in combination with a correspondingly smaller fortnightly salary supplement, if required, 

	 
	 
	require that an ARIn will have a maximum life of 3 years, and will at the end of this period, rather than continue in force by default, 
	automatically terminate 


	 
	 
	salary movements under ARIns will be tied to movements in external market rates, salary movements in enterprise agreements, 
	not 


	 
	 
	external market rates relevant to the occupation will be reviewed every 12 months 


	 once enterprise agreement rates catch up with the level of remuneration in the ARIn, the ARIn will 
	automatically terminate 

	 ARIns that are likely to promote competition between Directorates for internal sources of labour supply should not be approved unless the Directorate also brings forward a comprehensive workforce development plan directed to improving labour supply that has been endorsed by other agencies likely to be adversely affected. 
	The CPSU has indicated that it sees no compelling reason to depart from the present provisions that provide for termination by the Head of Service on 90 days notice, or at the time the parent enterprise agreement expires. 
	We accept this view, but we believe more regular scrutiny of these arrangements is required. The triggers for and reasoning behind decisions to commence, increase, decrease or terminate market-based payments must be unequivocally linked to the external market. In particular, the provision in the current SEA Annex that permits an SEA to be rolled over to the next agreement provides an opportunity for much non-decision-making to occur. 
	Directorates are currently responsible for undertaking market research to determine what level of market-related supplementation is justified. They use a variety of approaches, including the engagement of remuneration consultants on an ongoing and once off basis, engaging industrial relations consultants to investigate and report on work value issues and labour market conditions for specific groups of employees, and through subscription to specialised salary survey reports. 
	There is necessarily some redundancy in the resources applied to this work, and scope for different and incompatible practices to be adopted across the Service. An option for the ACTPS, on the basis of its similar size to Brisbane City Council would be to centralise the remuneration research and advisory role. 

	10.4.2Investigation of Cases 
	10.4.2Investigation of Cases 
	There must be objective evidence that the occupation required for the project or program are in shortage in the ACT, in NSW, and Australia-wide. An example of suitable evidence would be the most recent DEEWR Skill Shortage reports for the relevant geographic region and specific occupation. 
	There should also be a record of failed recruitment to staff the position, for reason that there were no suitable applicants with the specific knowledge, skills in response to advertising of the position, at the rates specified in the relevant enterprise agreement. 
	and experience 

	The importance of looking closely at the market for the occupation in question, and basing remuneration decisions on relevant data, cannot be over emphasised, as the following Table shows in relation to three different professional disciplines. 
	Classification 
	Classification 
	Classification 
	Salary at 18/8/2011 
	SEA Allowance 
	APESMA 2011 Remuneration Data 

	Plus 25% 
	Plus 25% 
	Plus 50% 
	Level 
	25th percentile 
	Median 
	75th percentile 

	Engineers 
	Engineers 
	TH
	Figure

	TH
	Figure

	TH
	Figure


	SPO Grade C 
	SPO Grade C 
	$86,750 $93,535 
	$108,438 $116,919 
	$130,125 $140,303 
	3 
	$85,321 
	$96,000 
	$110,000 

	SPO Grade B 
	SPO Grade B 
	$102,499 $107,797 $115,387 
	$128,124 $134,746 $144,234 
	$153,749 $161,696 $173,081 
	4 
	$99,000 
	$119,538 
	$138,775 

	SPO Grade A (Eng & related) 
	SPO Grade A (Eng & related) 
	$120,969 
	$151,211 
	$181,454 
	5 
	$121,201 
	$140,000 
	$170,000 

	ICT Professionals 
	ICT Professionals 
	TD
	Figure

	TH
	Figure

	TH
	Figure


	SITO Grade C 
	SITO Grade C 
	$86,750 $93,535 
	$108,438 $116,919 
	$130,125 $140,303 
	3 
	$78,000 
	$93,000 
	$108,750 

	SITO Grade B 
	SITO Grade B 
	$102,499 $107,797 $115,387 
	$128,124 $134,746 $144,234 
	$153,749 $161,696 $173,081 
	4 
	$102,000 
	$120,000 
	$140,000 

	SITO Grade A 
	SITO Grade A 
	$119,042 
	$148,803 
	$178,563 
	5 
	$120,000 
	$147,000 
	$183,000 

	Medical Laboratory Staff 
	Medical Laboratory Staff 
	TH
	Figure

	TH
	Figure


	Health Professional 4 
	Health Professional 4 
	$86,750 $93,535 
	$108,438 $116,919 
	$130,125 $140,303 
	3 
	$71,347 
	$79,955 
	$90,000 

	Health Professional 5 
	Health Professional 5 
	$102,499 $107,797 $115,387 
	$128,124 $134,746 $144,234 
	$153,749 $161,696 $173,081 
	4 
	$88,590 
	$98,000 
	$111,458 

	Health Professional 6 
	Health Professional 6 
	$119,042 
	$148,803 
	$178,563 
	5 
	$106,000 
	$125,000 
	$142,000 

	Table 21: Example comparison of market data for 3 different disciplines 
	Table 21: Example comparison of market data for 3 different disciplines 


	As the Table above demonstrates, a 25% market bonus that might be considered quite well-justified for the purpose of attracting a highly qualified and experienced ICT professional to a SITO A position, would be many thousands of dollars in excess of the market for a medical laboratory scientist being recruited to an equivalent salary point. 
	We observe that a 50% SEA allowance is almost always excess to need in the examples given here, often exceeding the 75th percentile to a substantial degree. 
	Finally, there must be evidence that the failure to recruit to the vacant position, or failure to retain a current employee, will compromise the Directorate’s ability to deliver on specific responsibilities to deliver Government programs (for example, the Canberra Plan and ACT Government Priorities). 

	10.4.3Conclusions 
	10.4.3Conclusions 
	It is therefore proposed that Directors-General would be authorised to approve remuneration supplements of : 
	up to

	
	
	
	

	25% higher than the usual remuneration for the classification, or 

	
	
	

	the amount required to bring total remuneration to a level corresponding to the median remuneration of the relevant external market, 


	whichever is the . 
	lesser

	We consider that these somewhat tighter limits are appropriate in light of both: 
	
	
	
	

	the comparisons made in the Table above, and 

	
	
	

	the higher rates of pay being canvassed in this report. 


	It would not be appropriate to inflate the general level of market allowances paid by the same factor as the adjustments recommended herein. Otherwise, the result would be that market allowances would never be absorbed against increases in enterprise agreement rates. 
	Directors-General would be required to refer all cases that do not meet the 25% of salary/market median rate tests to the Head of Service for consideration and decision. 
	Post-engagement, remuneration levels will be reviewed no less frequently than every 12 months. Where the external market benchmark for the occupation has either not changed or fallen, then there should be no increase in the remuneration supplement. 
	If it is intended to establish a centralised remuneration research and advisory services, as we have suggested above, then the question arises as to whether all ARIns would be approved by the Head of Service. 
	There is concern in agencies and among unions that the current practice of advertising only base salaries, rather than total rates, diminishes the effectiveness of the SEA scheme. We note CMCD’s oral advice to the Advisory Panel on 13 December 2011 that this position will be reviewed in the New Year. Western Australia and the Northern Territory already advertise the attraction incentive. 

	10.4.4 Transitional Arrangements 
	10.4.4 Transitional Arrangements 
	We recommend that, in transition, SEAs that are above the new levels at the time the change takes effect will be reviewed, and the relevant Director-General: 
	
	
	
	

	will replace the SEA with a new ARIn that is within the new levels, or 

	
	
	

	cancel the SEA, or 

	
	
	

	refer the case to the Head of Service for consideration. 


	Until the current ACTPS enterprise agreements are reviewed in 2013, there is no scope for the parties to change fundamental aspects of the scheme. However, that should not prevent CMCD from issuing further guidance and direction to agencies on best practice in this field. 
	Consistent with the intention that the Classification Review Project will further simplify and regularise terms and conditions of employment for ACTPS employees, we consider it is within scope for us to recommend that all remaining Australian Workplace Agreements be terminated. 
	11 INFRASTRUCTURE SERVICES CAREER CLUSTER 
	11 INFRASTRUCTURE SERVICES CAREER CLUSTER 
	11.1 MINIMUM RATE FOR GSO GRADES 
	11.1 MINIMUM RATE FOR GSO GRADES 
	When the GSO and HSO (Health Services Officer) grades were originally created, the salary scales for both streams were identical. At a now distant point in time, during a period when divergent outcomes in enterprise bargaining were encouraged, the salary scales for HSO 2 to HSO 6 moved slightly ahead of the corresponding grades in the GSO stream. At the same time HSO 2 and HSO 3 at TCH had an extra pay point added. 
	In fixing the lowest point in the new Shared Salary Spine, we propose that higher of the two Level 2 rates prevail – that is, HSO 2.1 (presently $38,010), rather than GSO 2.1 ($37,314). This will lift the base point for construction of the Shared Salary Spine by 1.87%. 
	The value of this differential ranges between 0.27% to 2.90% at various pay points. We propose that this differential be removed before GSOs are translated into the shared salary spine. In this Part, we have adopted the HSO5 and HSO6 minimum salary points as the starting point for base tradesperson and licensed tradesperson salaries. 
	The relative position of HSOs to their interstate counterparts is discussed in the next Part of this report (section 12.2.2). 

	11.2 BUILDING TRADES EMPLOYEES 
	11.2 BUILDING TRADES EMPLOYEES 
	11.2.1 Salary Benchmark 
	The CEPU and CFMEU proposed that the labour market of most relevance to the ACT is the private sector building industry in the ACT and nearby NSW. In our Element 1 report, we accepted and adopted this approach , and undertook research in late June 2011 to establish what is the general level of wages paid in this labour market. 
	We found that the median salary for an tradesperson is $51,699. This figure licence allowances, construction industry fares, employer superannuation contributions, and payments to ACIRT and like redundancy funds, but productivity payments, construction industry allowance and tool allowances, and generally subsumes all separate disability allowances (DA) normally found in building industry awards. 
	unlicensed 
	excludes 
	includes 

	The building unions, and in particular the CEPU, dispute the proposed benchmark, on the basis of the outcomes typically achieved by the union in recent negotiations with ACT private sector employers. They have suggested a typical rate of $65,780 including fares, and about $5,200 less without. 
	Our observation, based on research, is that not all of the agreements we examined in June 2011 follow the typical model for union-negotiated outcomes. Some union-negotiated agreements have delivered results higher than the typical figures quoted by the building unions, but in several agreements current at that time, total remuneration was below the levels identified by the unions. 
	We also noted in our Element 1 report that there is substantial diversity of practice in the remuneration of General Services Officers (GSO) in the ACTPS. In particular, there are several examples of composite allowances for various trades and non-trades employees in the GSO workforce, in some agencies (e.g. TAMS). In other agencies (e.g. ACT Health), disability and other allowances are paid on an as-incurred basis. 
	11.2.2 Disability Allowances 
	From time to time, the parties to various ACTPS enterprise agreements have agreed to undertake a review of allowances. We have direct knowledge of agreements expressing this intention that date back to 1986. It is probably overdue for the ACTPS to address this issue for staff in the GSO stream. 
	The current suite of GSO allowances dates back to a time when a large number of blue collar employees engaged by the APS – with the exception of some salaried supervisory grades – were weekly hire employees. Their terms and conditions of employment were modeled on private sector blue collar awards, which did then – and still today do – contain a large number of separate disability allowances. The ACTPS GSO Award and the current ACTPS enterprise agreements are today little different from the blue collar dete
	We do not consider that there is any in-principle reason to exclude the disabilities associated with building trades work from base rates of pay. Indeed, “the conditions under which the work is performed” is normally taken into account when work value is considered. 
	We note that the UK National Health Service Job Evaluation Factors include Working Conditions, a factor that: 
	“measures the nature, level, frequency and duration of demands arising from inevitably adverse environmental conditions (such as inclement weather, extreme heat/cold, smells, noise, and fumes) and hazards, which are unavoidable (even with the strictest health and safety controls), such as road traffic accidents, spills of harmful chemicals, aggressive behaviour of patients, clients, relatives and carers.” 
	(The NHS Staff Council Job Evaluation Group 2010) 
	(The NHS Staff Council Job Evaluation Group 2010) 
	The UK National Joint Council Job Evaluation Scheme (used by a large proportion of the UK’s local government authorities) similarly takes into account Working Conditions: 

	“This factor measures exposure to disagreeable, unpleasant, uncomfortable or hazardous working conditions arising from the environment or from work with people. 
	It covers the frequency, duration and nature of conditions, such as dust, dirt, temperature extremes and variations, humidity, noise, vibration, fumes and smells, human or animal waste, steam, smoke, grease or oil, inclement weather, lack of privacy or isolation, and the risk of illness or injury arising from exposure to diseases, toxic substances, machinery or work locations. It also covers abuse, aggression and risk of injury from people. 
	The factor measures those aspects of the working environment that are unavoidable and integral to the job. Health and safety regulations and requirements are assumed to be met but the requirement to wear protective clothing may create disagreeable or uncomfortable conditions. The emphasis of this factor is on the degree of unpleasantness or discomfort caused. This takes into account the frequency, intensity and duration of exposure to particular conditions; and the additional effect of variations or combina
	(Bolton Council n.d.) 
	We recognise that there are, however, several factors that operate to make the incorporation of disability allowances into base rates of pay problematic: 
	 
	 
	 
	Disability allowances are usually expressed as flat money amounts (the plumbing industry modern award being an exception to this rule). Total rates built on the basis of flat rate additions will result in compressed salary relativities. 

	 
	 
	Current arrangements are complex: e.g. there is a mix of cumulative and noncumulative allowances. 
	-


	 
	 
	Building disability allowances into the base rate of pay at all levels of the classification structure may operate to inflate the pay rates for employees who are not exposed to the same disabilities. 

	 
	 
	Disability allowances are not generally paid when the employee is on leave. 

	 
	 
	 
	Disability allowances are not taken into account when calculating the employer’s contribution to superannuation accounts. 

	We note that when the new unified classification structure was introduced in Tasmania in 2008, the following allowances were deleted: 

	 
	 
	electrical trades allowance 

	 
	 
	plumber’s allowance 

	 
	 
	licence reimbursement allowance 

	 
	 
	foul and nauseous linen allowance. 


	To match the contemporary pattern in the ACT private sector, a number of separate disability and functional allowances would be incorporated into the base rate of pay. The intention is to reflect the majority of incidents of employment in an all up rate of pay. The following Table identifies the categories of employee covered by the proposal. 
	Group 
	Group 
	Group 
	Definition 

	Building trades employees Civil construction employees Plant operators Electrical trades employees 
	Building trades employees Civil construction employees Plant operators Electrical trades employees 
	As defined in the “GSO Award” and Annex C of the ACTPS 2010-2011 enterprise agreements 

	Plumbing and mechanical services workers 
	Plumbing and mechanical services workers 
	Employees undertaking plumbing work as defined in the Plumbing and Fire Sprinklers Award 2010, that is: “plumbing, gas-fitting, roof plumbing, lead burning, ship plumbing, heating, airconditioning or ventilation plumbing, irrigation installation, pipe-fitting or domestic engineering work.” 

	Apprentices related to these trades Labourers and trades assistants employed in connection with these trades Supervisory grades from GSO 7-10 in these trades 
	Apprentices related to these trades Labourers and trades assistants employed in connection with these trades Supervisory grades from GSO 7-10 in these trades 

	Table 22: Scope of the Proposal for Building Trades Group 
	Table 22: Scope of the Proposal for Building Trades Group 


	All of the allowances detailed in the Table 23 will be entirely replaced by the new rates of pay. To establish a new salary benchmark that incorporates these allowances (to mimic the private sector model) the annual base salary for a tradesperson would need to be increased by . 
	approximately $1500

	Separate disability allowances: 
	Separate disability allowances: 
	Separate disability allowances: 
	Asbestos handling Cleaning economisers, boilers, etc. Cold places Confined spaces Dirty work Dry polishing tiles Epoxy-based materials – use and proximity Explosive power tools Fumes – sulphur, acid, etc. Heavy blocks – laying Height work – construction and painting trades Hot places Insanitary conditions/sewerage sludge Insulation 

	TR
	Leadburning Live sewer work 

	TR
	Offensive and dirty material Plumbing allowance Poison spray gangs Rain 

	TR
	Roof repairs Second hand timber 

	TR
	Spray painting Tile cutting Unsewered toilets/sewerage sludge Unusually obnoxious work Wet places Wet work 

	Table 23: Allowances to be subsumed into the base rate of pay 
	Table 23: Allowances to be subsumed into the base rate of pay 


	We note the existence of the following composite allowances, all of which contain some measure of compensation for disabilities: 
	
	
	
	

	“Roads” 

	
	
	
	

	Facilities Management Composite Allowances 

	o 
	o 
	o 
	Building Trades 

	o 
	o 
	Plumbers 

	o 
	o 
	Trades Assistants – building, civil construction, electrical and plumbing trades only 




	For employees who do not presently receive a composite allowance, our evaluation is necessarily arbitrary, but we believe it is set at a fair level, relative to existing composite allowances, and bearing in mind that: 
	 
	 
	 
	current composite allowances do not always incorporate every disability allowance, but 

	 
	 
	disability allowances at all are excluded from our proposal. 
	no 



	For employees who do receive a composite allowance, to the extent that these allowances compensate for disabilities, plumbing/electrical licenses or a tradesperson providing their own tools, it is intended that the new arrangement will allow the composite allowances to be abolished. To the extent that they deal with , these should be separately identified and evaluated, and new allowances created to deal with the residual matters. 
	other entitlements

	11.2.3 Qualification and Functional Allowances 
	It is also recommended that the client, agencies and unions give consideration as to whether the following allowances are better dealt with in the classification structure, as a component of base salary. 
	Separate qualification allowances: 
	Separate qualification allowances: 
	Separate qualification allowances: 
	Engine driver’s certificate Senior plant operator 

	Separate functional allowances: 
	Separate functional allowances: 
	Compute quantities Sideling 

	Table 24: Allowances requiring specific consideration 
	Table 24: Allowances requiring specific consideration 


	Extensive variations to current enterprise agreements will be required to give effect to these changes. If new modern awards are to be written, they must give effect to the abolition of separate disability allowances, with a corresponding increase in the minimum rates to be included in the award. 
	11.2.4 Exclusions 
	Subject to the further views of the client, agencies and unions, the following allowances are not intended to be included in this scheme, and would continue to be paid separately. 
	
	
	
	

	Tool allowances 

	
	
	

	Construction Industry Allowance (CIA) – to distinguish on-site from workshop situations 

	
	
	

	Cemetery Composite Allowance 

	
	
	

	“Roads Travel” 


	The purposes for which CIA is paid overlap to some degree with Table 23 for dirty work, wet work and height work. However, in our view, the essential and distinguishing purpose of CIA is to compensate of the particular disabilities of construction sites (as opposed to workshops and maintenance work). Clause 24.1 of the General Service Officers and Related Classifications (Australian Capital Territory Public Sector) Award 2001 is relevant. 
	11.2.5 Licence Allowances 
	We also recommend that This will be achieved by creating a . On that basis, separate plumbing and electrical licence allowances can be abolished. As an example of this approach, a licensed plumber would receive total salary in accordance with the following Table, before translation to the Shared Salary Spine. 
	license allowances be incorporated into the base rate of pay. 
	specific licensed tradesperson classification at the equivalent of current GSO 6

	HSO 6 At 18 July 2011 
	HSO 6 At 18 July 2011 
	HSO 6 At 18 July 2011 
	Disability allowance compensation 
	Construction industry allowance 
	Tool allowance plumber 
	Total cash remuneration 

	$46,775 $47,522 $48,195 $48,872 
	$46,775 $47,522 $48,195 $48,872 
	$1,500 $1,500 $1,500 $1,500 
	$1,572 $1,572 $1,572 $1,572 
	$1,351 $1,351 $1,351 $1,351 
	$51,198 $51,945 $52,618 $53,295 

	Table 25: Proposed Salary Range for licenced plumber (before translation) 
	Table 25: Proposed Salary Range for licenced plumber (before translation) 


	The translation point of a GSO in the new Shared Salary Spine will include the agreed level of disability allowance compensation. We consider that the expected total cash remuneration for the licensed plumber ($53,295) is reasonably comparable with the previously identified benchmark for the unlicensed tradesperson ($51,699), when the licence allowance is taken into account ($51,699 + $1,515 = $53,214). 
	11.2.6 Dual Trades 
	We also recommend that the possession of dual trades recognised by the employer as being relevant to an employee’s duties would be recognised at the equivalent of GSO 7 in the new pay/classification structure (in line with the practice already in place in ACTION). Dual tradesperson remuneration based on GSO 7 would result in correspondingly higher rates. 
	The following is another plumbing example. 
	Similar calculations can be performed for building and electrical tradespersons, yielding broadly similar outcomes. 

	GSO 7 At 18 August 2011 
	GSO 7 At 18 August 2011 
	GSO 7 At 18 August 2011 
	Disability allowance compensation 
	Construction industry allowance 
	Tool allowance plumber 
	Total cash remuneration 

	$50,317 $51,247 $52,219 $53,250 
	$50,317 $51,247 $52,219 $53,250 
	$1,500 $1,500 $1,500 $1,500 
	$1,572 $1,572 $1,572 $1,572 
	$1,351 $1,351 $1,351 $1,351 
	$54,740 $55,670 $56,642 $57,673 

	Table 26: Proposed Salary Range for Dual trades plumber (before translation) 
	Table 26: Proposed Salary Range for Dual trades plumber (before translation) 


	11.3 METAL TRADES EMPLOYEES 
	Unlike the situation in the local building industry, there are very few local comparators for metal trades employees in the ACTPS. 
	The AMWU identified the Westrac agreement as being a suitable benchmark. We note that Westrac is Australia’s largest Caterpillar dealer and has significant involvement in the mining industry. We have also identified the Downer EDI agreement. 
	We have compared the pay rates in these agreements with the ACTION workshop rates in Table 76 in Annexe G: . 
	The Westrac and Downer EDI agreements override the relevant modern awards and displace all other agreements in their entirety. They make no mention of separate disability allowances, so we take it that these are accounted for in the base rate of pay. On the other hand, ACTION Workshop staff receive an allowance in lieu of disabilities of $5,200 per annum. This allowance brings the ACTION and Downer EDI rates into close comparability. 
	The ACTION and Downer EDI agreements set out a definite career structure. The Westrac agreement includes a 5% leading hand allowance, but otherwise provides for a simple 11 step salary range for trades staff with no functional distinction. 
	The Westrac salaries set out at Table 76 in Annexe G: are for a 40 hour week. Further, the same 40-hour hourly rate is paid for the next ten hours of work, before a higher rate becomes payable. Employees are paid at time and a half for hours in excess of normal rostered hours, or once they work more than 50 hours per week. Normal hours of work may be up to 12.5 hours each shift (including an unpaid half hour meal break), with time and a half paid for hours in excess of 12 hours. 
	It appears then that Westrac weekly base rates include an element that compensates for six hours pay per week that would, under more traditional arrangements, form part of overtime penalty payments each week. The adjusted all purpose base rate under this scenario is $52,546 to $67,101 (multiply by 50 and divide by 56) which is less than ACTION’s annualised salaries for GSO 5s, 6s and 7s ($60,860 to 68,892). 
	On this basis, I conclude that ACTION workshop salaries are already set at fair market rates. So far as other ACTPS metal trades staff are concerned, their placement in the new classification structure based on qualifications and experience will be dealt with in Elements 3 and 4 of this review. 
	11.4 HORTICULTURAL EMPLOYEES 
	As with metal trades employees, there are few examples of enterprise agreements for horticultural employees in the ACT outside the ACTPS. 
	We have examined the Landscape Direct Enterprise Agreement 2010 and the Department of Parliamentary Services Enterprise Agreement 2011. Pay rates under these agreements are summarised below: 
	Grade 
	Grade 
	Grade 
	Requirements 
	Hourly rate 
	Weekly rate 
	Annual rate 
	ACTPS equivalent 

	Level 1 
	Level 1 
	Labourer < 3 months 
	15.50 
	$589 
	$30,726 
	Sub-GSO 3 

	Level 2 
	Level 2 
	Labourer > 3 months 
	16.00 
	$608 
	$31,717 

	Level 3 
	Level 3 
	Gardener 
	17.00 
	$646 
	$33,700 

	Level 4 
	Level 4 
	Gardener w/Certificate 
	18.50 
	$703 
	$36,673 

	Level 5 min Level 5 max 
	Level 5 min Level 5 max 
	Gardener w/Certificate with more experience 
	20.00 25.00 
	$760 $950 
	$39,647 $49,558 
	GSO 3 GSO 6 

	Level 6 min Level 6 max 
	Level 6 min Level 6 max 
	Supervisor or specialist 
	25.00 30.00 
	$950 $1,140 
	$49,558 $59,470 
	GSO 7 GSO 9 min 


	Table 27: Landscape Direct Enterprise Agreement 2010 – Classifications and pay rates 
	PSL 1/2/3 Broadband 
	PSL 1/2/3 Broadband 
	PSL 1/2/3 Broadband 
	Annual rate 
	ACTPS equivalent 

	PSL 1 min PSL 1 max 
	PSL 1 min PSL 1 max 
	$49,135 $51,481 
	GSO 7 

	PSL 2 min PSL 2 max 
	PSL 2 min PSL 2 max 
	Trade certificate (III) plus 2 years relevant experience 
	$53,218 $57,076 
	GSO 8 

	PSL 3 min PSL 3 max 
	PSL 3 min PSL 3 max 
	Post trade qualification plus 5 years relevant experience 
	$58,346 $60,972 
	GSO 9 

	PSL 4/5 Broadband 
	PSL 4/5 Broadband 

	PSL 4 min PSL 4 max 
	PSL 4 min PSL 4 max 
	$61,190 $67,577 
	GSO 9/TO3 

	PSL 5 min PSL 5 max 
	PSL 5 min PSL 5 max 
	Certificate 5 qualification plus 7 years relevant experience 
	$68,929 $73,949 
	GSO 10/TO 4 

	Table 28: Parliamentary Services Enterprise Agreement 2011 – Classifications & pay rates 
	Table 28: Parliamentary Services Enterprise Agreement 2011 – Classifications & pay rates 


	Our conclusions from this material are: 
	 
	 
	 
	there is a wide range of practice in the ACT 

	 
	 
	the ACTPS offers better wages than the private sector for unqualified grades 

	 
	 
	the ACTPS offers lower wages for qualified staff than the APS 

	 
	 
	the rewards for a small number of highly qualified staff are similar in the ACTPS, the private sector, and the APS. 


	We have concluded that a job that requires an employee to hold a 2-year Diploma should, at minimum, be translated to the new Shared Salary Spine at a salary level above ~$51,000. We consider that this ought to apply to horticultural qualifications at this level on the same basis as diplomas in other fields. 
	We have also taken note of comments made by the AWU that the work of horticultural and works supervisors in the ACTPS is especially demanding, when the requirement to supervise a large number of staff is taken into account. 
	11.5 RANGERS 
	A recent (2010) review of the Ranger classifications resulted in a realignment of various levels against the ASO structure, on the basis of a comparison of competency levels. 
	We have not found any evidence that other jurisdictions are offering significantly different salaries (or more particularly, better salaries) for work of this kind. 
	We consider it is appropriate to recommend translation into the new classification structure and Shared Salary Spine on the basis of the recently revised relationships drawn with ASOs. 
	11.6 PROFESSIONAL EMPLOYEES 
	11.6.1 Engineering and related occupations 
	We have been informed that the most critical occupations in the professional segment of this career cluster are engineers (especially transport and civil), project managers and town planners. These are generally recognised as occupations where demand is in excess to supply at the national level (refer to Annexe L: ). 
	APESMA has drawn attention to effects felt nation wide as a result of persistent shortages of engineering professionals, and the responses to current difficulties, including: 
	 
	 
	 
	the establishment of the National Engineering Taskforce 

	 
	 
	the current Senate enquiry into engineering shortages and the consequences for the delivery of infrastructure. 


	The 2011 APESMA Professional Engineer Remuneration Survey Report provides insight into general levels of remuneration in engineering. The APESMA survey organises data around the five-level classification structure found in the Modern Award covering professional engineers. These five levels can be related to each of the levels in the ACT Professional Officer classification structure. 
	The following Table sets out data extracted using the on-line survey reporting tool provided on the APESMA Surveys website, and restricted to Eastern States respondents: 
	Level 
	Level 
	Level 
	ACT PO Levels 
	Sample Size 
	25th percentile 
	Median 
	75th percentile 
	Mean 

	1 
	1 
	1 
	72 
	55,000 
	59,195 
	68,000 
	61,509 

	2 
	2 
	2 
	135 
	70,000 
	77,690 
	90,000 
	80,137 

	3 
	3 
	C 
	369 
	85,321 
	96,000 
	110,000 
	100,273 

	4 
	4 
	B 
	477 
	99,000 
	119,538 
	138,775 
	120,687 

	5 
	5 
	A 
	213 
	121,201 
	140,000 
	170,000 
	151,889 

	Table 29: Profile of APESMA Professional Engineers Survey data 
	Table 29: Profile of APESMA Professional Engineers Survey data 


	This data strongly indicates to us that the range of salaries paid by the ACTPS already cover the first and second quartiles in the external market for engineers at the lower classification levels, without leading the field. However, market rates for senior engineer work value equivalents begin to extend above current enterprise agreement rates to a marked degree. Additionally, ACTPS professional officer salaries lag behind rates paid in the Australian Public Service (see Table 30: ACTPS PO and SPOA rates a
	ACTPS rates 
	ACTPS rates 
	ACTPS rates 
	Lower APS benchmark 
	Upper APS benchmark 
	Assessment 

	PO 1 
	PO 1 
	$52,575 $56,084 $60,009 $63,856 $67,031 
	APS 3 Q1 APS 4 Q1 APS 5 Q1 
	$53,726 $60,889 $66,960 
	APS 3 Median APS 4 Median APS 5 Median 
	$56,214 $63,138 $69,028 
	Marginally competitive Marginally competitive Marginally competitive 

	PO 2 
	PO 2 
	$68,515 $70,593 $72,571 $75,771 $78,705 
	APS 6 Q1 
	$76,167 
	APS 6 Median 
	$80,159 
	Marginally competitive 

	SPO C 
	SPO C 
	$86,750 $93,535 
	EL 1 Q1 
	$95,664 
	EL 1 Median 
	$100,193 
	Not competitive 

	SPO B 
	SPO B 
	$102,499 $107,797 $115,387 
	EL 2 Q1 
	$118,553 
	EL 2 Median 
	$124,311 
	Not competitive 

	SPO A SPO A (Eng.) 
	SPO A SPO A (Eng.) 
	$119,042 $120,969 
	EL 2 Median 
	$124,311 
	EL 2 Q3 
	$128,335 
	Not competitive 

	Table 30: ACTPS PO and SPOA rates at 18/8/2011 with APS Benchmarks 
	Table 30: ACTPS PO and SPOA rates at 18/8/2011 with APS Benchmarks 


	APESMA takes a different view to fixing benchmarks. It suggests that we should adopt mean salaries at each level as the benchmark for each level of engineer. 
	We prefer to adopt benchmarks that are nearer to the middle of the market (that is, the median) for several reasons, including the following: 
	 
	 
	 
	the average outcome for employees in the industry does not necessarily reflect in a balanced way employers’ experience of the labour market – outliers and exceptions influence the mean more than the median, 

	 
	 
	we have already outlined a two tiered approach to setting salaries for groups and individuals, involving the establishment of fair market rates on the one hand and the payment of market-based allowances on the other – a higher salary is not necessarily a fairer salary, even if it would be justified on the basis of the state of the labour market, and 

	 
	 
	in proposing the adoption of salaries that neither lag nor lead the market, we say nothing about what may be required to attract or recruit suitable external applicants or retain current employees – and we propose a more transparent system of market-linked attraction and retention incentives for that purpose. 


	APESMA has drawn our attention to difference between base salary and total remuneration in this industry. In particular, APESMA has indicated that it is common practice in this industry to include a car allowance in the remuneration package for engineers. 
	Elsewhere in this report, we have proposed that the ACTPS adopt a total remuneration approach to determining the value and content of attraction and retention incentives (see section 10.4). We are not inclined to take the value of non-salary elements of remuneration in the external market into account in recommending enterprise agreement rates. Nor are we inclined to incorporate access to a motor vehicle or the monetary equivalent into the base entitlement for these occupations. We believe that non-standard
	“SEAs and salary packaging can be used creatively to remove barriers to 
	recruiting and retaining skilled employees by bridging the difference between 
	“standard” ACTPS entitlements and “non-standard” entitlements commonly 
	found in other industries – e.g. motor vehicle allowances, additional 
	superannuation contributions.” 
	11.6.2 Veterinary Officers 
	Other public service jurisdictions makes use of a Professional Officer/Science Officer or like classification structures to employ veterinary officers. The APS is an exception, with its on-site export meat inspection service being provided by staff employed in a distinct Veterinary Officer category. 
	The ACTPS employs one Veterinary Officer Level 3, at a salary level broadly comparable to Senior Professional Officer B. 
	We propose that the position be translated to the new structure on the same basis as other professionals at similar work value level. 
	We propose that, for the future, new graduate veterinary officers will enter ACTPS employment through the Common Professional Entry Scale. Work at more senior levels will be classified and paid in accordance with the work level standards and the relevant scale in the Shared Salary Spine. 
	11.7 TECHNICAL OFFICERS 
	There is a considerable diversity of classification structures for Technical Officers. The ACTPS classification of Technical Officer has three distinct subcategories: 
	Technical Officer Level 1 
	Technical Officer Level 1 
	Technical Officer Level 1 
	Prior to 1990 known as Technical Assistants, and not previously required to hold a qualification. No mandatory qualification is presently specified. In the present era, it would be usual to expect an employee to hold a Certificate III or Certificate IV in a technical discipline. 

	Trainee Technical Officer 
	Trainee Technical Officer 
	A full-time grade for persons engaged in a part-time course of study that would result in a qualification suitable for entry to Technical Officer Level 2. Similar to Cadet Professional. It would appear that it is rarely used these days. 

	Technical Officer Level 2 and above 
	Technical Officer Level 2 and above 
	2-year diploma or equivalent training and experience has been mandatory at this level since 1990. 

	Table 31: Sub-categories of Technical Officers 
	Table 31: Sub-categories of Technical Officers 


	The classification structure established in 1990 through the APS SEP Case provides an exceptionally good career structure relative to other jurisdictions, if the maximum career rate ($115,387) is compared to that applying in other jurisdictions. In the broadest sense, we consider that Technical Officers Level 3 and above in the ACTPS already enjoy fair market rates. 
	We are also concerned, however, to assess to what extent the Certificate-and Diploma-qualified entry grades for this classification stream compare with interstate comparators. 
	Table
	TR
	Unqualified 
	VET Certificate 
	Diploma 
	First Promotion Level 
	Career max. 

	ACT 
	ACT 
	$46,331 TO1 min 
	$46,331 TO1 min 
	$50,317 TO2 min 
	$59,080 TO3 min 
	$115,387 SOT B max 

	Northern Territory 
	Northern Territory 
	$41,207 
	Not stated 
	$49,552 
	$57,497 
	$89,267 

	Queensland 
	Queensland 
	$31,161 
	Not stated 
	$48,985 
	$61,641 
	$91,712 

	New South Wales – DPI – Health – Science – Engineering 
	New South Wales – DPI – Health – Science – Engineering 
	N/A $43,360 N/A N/A 
	N/A $47,316 N/A N/A 
	$52,104 Not specified $47,625 $53,089 
	$61,878 $61,007 $61,282 $61,878 
	$100,070 $75,101 $83,832 $79,710 

	Victoria 
	Victoria 
	Not specified 
	Not specified 
	Not specified 
	Not specified 
	$75,151 

	Tasmania 
	Tasmania 
	$39,179 
	$44,925 
	$51,851 
	$58,075 
	$85,612 

	South Australia 
	South Australia 
	$37,389 
	$42,308 
	Not specified 
	$58,111 
	$81,178 

	Table 32: Comparison of entry grades for TOs across jurisdictions 
	Table 32: Comparison of entry grades for TOs across jurisdictions 


	We conclude that: 
	
	
	
	

	The salary scale for the ACTPS unqualified technical assistant (Technical Officer Level 1) already exceeds fair market rates. 

	
	
	

	The salary scale for technical assistants (Technical Officer Level 1) who hold a VET sector Certificate III or Certificate IV already adequately reflects fair market rates. 

	
	
	

	The commencing salary for Technical Officer Level 2 presently stands in the middle of the market for diploma-qualified employees. However, to meet the needs of all disciplines (and especially engineering), we consider a small increase is warranted, to ~$51,000. 


	We also note that there are three other classification streams in the ACTPS that specify 2-year diploma entry: 
	
	
	
	

	The lowest point in the Health Professional 1 salary scale – that is, the point where persons holding a 2-year Diploma enters the Health Professional stream – is presently $48,178. 

	
	
	

	The salary for a Health Care Assistant 4 who holds a Diploma is $49,33149,861 (although no suitable program of study is yet offered in the ACT). 
	-


	
	
	

	The commencing salary for Information Technology Officer Level 1 is $55,076. 


	In the future, we anticipate that a variety of new occupations will emerge where professional preparation begins in the VET sector with a diploma-level qualification. Our proposal to fix a uniform rate of pay anticipates this likely future. 
	11.8 RANGE OF MARKET–BASED RATES FOR INFRASTRUCTURE SERVICES CLUSTER 
	We propose the following key salary points be adopted within this Career Cluster: 
	Lowest Pay Point 
	Lowest Pay Point 
	Lowest Pay Point 
	$38,010 
	(HSO2 minimum – not GSO 2) 

	Tradespersons 
	Tradespersons 

	Base 
	Base 
	not less than HSO 5.1 --$44,465 plus DA component 

	Licensed 
	Licensed 
	not less than HSO6.1 --$46,775, plus DA component 

	Dual Trades 
	Dual Trades 
	not less than GSO/HSO 7.1 --$50,317, + DA component 

	New graduate entry 
	New graduate entry 

	2-year diploma 
	2-year diploma 
	~$51,000 

	3-year degree 
	3-year degree 
	~$53,500 

	4-year degree 
	4-year degree 
	~$57,000 

	5-year degree 
	5-year degree 
	~$61,000 

	6-year degree 
	6-year degree 
	~$65,500 

	SPO C, SO(T) C 
	SPO C, SO(T) C 
	~$95,000 

	Highest pay point 
	Highest pay point 
	$128,335 
	(APS EL 2 benchmark) 


	Actual rates under a new classification structure will depend on where in the new Shared Salary Spine each current pay point conveniently or logically translates. 


	12 PEOPLE SERVICES CAREER CLUSTER 
	12 PEOPLE SERVICES CAREER CLUSTER 
	We do not consider that APS benchmarks of the kind used for other categories of employee (see Parts 12 and 13 of this report) are especially relevant to assessing fair market rates for most of the occupations that we have proposed will be included in this Career Cluster. 
	12.1 HEALTH PROFESSIONALS 
	12.1 HEALTH PROFESSIONALS 
	12.1.1 Introduction 
	We use the term health professional in this Section to refer to the widest scope of occupations that are involved in the diagnosis and treatment of disease and limited to those that are within scope for this project (that is, excluding medical staff, nursing staff and ambulance officers/paramedics). 
	A significant proportion of the health professionals comes within the 2004 Health Professional classification structure, including: 
	
	
	
	

	Therapy and health science disciplines 

	
	
	

	Psychologists 

	
	
	

	Social workers and counsellors 

	
	
	

	Pharmacists 

	
	
	

	Environmental health officers 

	
	
	

	Medical laboratory scientists and technicians 

	
	
	

	Medical imaging professionals, including nuclear medicine technologists 


	This classification structure arose from a key commitment of the parties to ACT Health’s 2003-2004 Clerical Technical Professional and General Staff Agreement to conduct a review of classification structures and pay rates for allied health professional staff. 
	The objective of the Review was: 
	“To review existing classification and remuneration structures for allied 
	health and related occupations in light of the industry in which they work.” 
	The Review was undertaken in a co-operative manner, with substantial input from unions, affected staff, health professional managers and contributors in a wide number of professional disciplines around Australia. 
	The Review Team reported that: 
	“Feedback from managers, staff and unions indicated that moving away from the existing professional wide single classification structure to a discipline based model would be seen to be divisive and driven by “labour markets” rather than “work value.” 
	The final report of the joint Review of Health Professional and Related Classifications was published in January 2004. Its main recommendations (relevant to the present Review) were: 
	
	
	
	

	The creation of a new six level classification structure based on work value encompassing Professional Officers and suitably qualified and experienced Technical Officers from 28 disciplines. 

	
	
	

	ACT Health would retain the ability to apply a market allowance to address labour market issues. 

	
	
	

	Professional Officer Grade 1 was split into two grades – Health Professional Level 1 (for the employment of new and recent graduates in their professional development year) and Health Professional Level 2. The salary scales for these grades were designed to overlap to facilitate employment of staff at the higher level once they had met their professional entry requirements. 

	
	
	

	Competency-based personal salary advancement for staff who had already attained the maximum salary of Health Professional Level 2. 

	
	
	

	Competency-based personal salary advancement for staff who had already attained the maximum salary of Health Professional Level 3. 

	
	
	

	Rates of pay competitive with rates paid for the same work in the NSW 


	public health sector. The proposal to introduce competency-based personal salary upgrades for staff who had already attained the maximum salary of Health Professional Level 2 was not adopted. Every other part of the report was accepted. 
	Of particular significance to the current review is the decision made by the joint union-management steering committee that certain Technical Officers positions would be candidates for translation to the new Health Professional classification structure. This approach was based on a view that there were many staff employed by ACT Health in Technical Officer positions: 
	
	
	
	

	whose original professional qualification was a two-year diploma in a health-related discipline, and 

	
	
	

	who were considered to be performing the same work and exercising the same professional responsibilities as degree-qualified staff occupying jobs classified in the Professional Officer structure. 


	On that basis, it was decided that: 
	
	
	
	

	where an employee occupied a Technical Officer position which had a mandatory entry qualification of Associate Diploma, and 

	
	
	

	the employee performed the same work and exercised the same 


	professional responsibilities as degree-qualified staff, the employee’s position would be translated into the new Health Professional structure. 
	This decision was relevant to staff employed in a number of ACT Health work units, including the Biomedical Engineering Department at TCH, and ACT Pathology. 
	Separate classifications were continued in place for the following professions 
	
	
	
	

	Radiation therapists 

	
	
	

	Medical physicists 


	Dentists The ACT Health Professional classification structure was in many respects ground-breaking. A similar joint technical/professional structure was subsequently introduced into Queensland in 2007. 
	

	In relation to other jurisdictions: 
	 
	 
	 
	The NTPS classifies almost all health professionals (except dentists) in its general Professional Officer structure (similar to the ACT prior to 2004), 

	 
	 
	NSW has one structure for therapy grades, a different structure for health scientists, an adapted health scientist structure for medical radiation professionals, and several single discipline structures for other occupations (e.g. psychologist, medical physicists), 

	 
	 
	Victoria is in many ways similar to NSW, although an examination of the salary scales for various health professional disciplines shows that the same salary points and classification band structures are reused across several disciplines, with important differences being limited to radiation therapists and medical physicists 

	 
	 
	Tasmania uses a single allied health professional structure, distinct from the professional officer structure used in the TSS, with a modified structure for radiation therapists 

	 
	 
	South Australia has distinct medical scientist, allied health, and general public service professional officer structures, and professional occupations are distributed between the three. A large number of common pay points are employed, but salary scales and career maxima differ. 


	12.1.2 General Approach to Analysis of Health Professionals 
	As discussed above, there is a complex mosaic of classification structures and salary scales for health professionals around Australia. We have summarised health professional salary scales for most occupations in the following format: 
	New Graduate 
	New Graduate 
	New Graduate 
	Usually the first classification level, encompassing new and recent graduates, and developing professionals requiring closer supervision. 

	Maximum of Career Range 
	Maximum of Career Range 
	Usually the second classification level, encompassing professional employees who are proficient in their discipline, perform the normal range of work without close supervision, and more complex work under guidance. May be accessed as a continuous range (ACT), across a soft barrier on the basis of competency (TAS), and sometimes by promotion (VIC) 

	First Promotion Level 
	First Promotion Level 
	Usually the first level at which a team leader role emerges and/or advanced practitioner roles applying advanced techniques to complex cases are encountered and/or a degree of specialisation occurs. 

	Career maximum 
	Career maximum 
	The maximum salary for the highest classification in the relevant career structure. 

	Table 33: Structure used for summarising Health Professional Salary Scales 
	Table 33: Structure used for summarising Health Professional Salary Scales 


	Current entry level salaries for health professionals are: 
	Health Professional 1 
	Health Professional 1 
	Health Professional 1 
	2-year qual 
	$49,178 
	Health Professional 2 
	$52,574 

	[PDY] 
	[PDY] 
	3-year qual 
	$52,574 
	[post-PDY] 
	$56,085 

	TR
	4-year qual 5-year qual 
	$56,085 $60,009 
	$60,009 $63,212 

	TR
	6-year qual 
	$63,212 
	$65,059 

	Table 34: Salary levels for Health Professionals at entry 
	Table 34: Salary levels for Health Professionals at entry 


	A noticeable difference between ACT and other health professionals involves working hours. The most common standard in the public health sector is 38 hours per week. The ACTPS is exceptional in offering a 36 ¾ hour week, derived from the standard that applied to “white collar” employees in the Australian Public Service. The difference in hourly rates is worth 3.4%. On that basis, we believe that it is appropriate to adopt a conservative approach in selecting which wage levels in other jurisdictions to fix a
	12.1.3 Therapy and Health Science Disciplines 
	We include here the following disciplines: 
	
	
	
	

	Physiotherapy 

	
	
	

	Occupational Therapy 

	
	
	

	Speech Pathology 

	
	
	

	Nutritionists 


	State or Territory 
	State or Territory 
	State or Territory 
	New Graduate 
	Maximum of Career Range 
	First Promotion Level 
	Career max. 

	ACT 
	ACT 
	52,574 HP1 min 3yr qual 
	72,925 HP 2 max 
	75,082 HP 3 min 
	119,042 HP 6 

	Northern Territory 
	Northern Territory 
	50,721 
	65,410 
	67,367 
	121,412 

	Queensland 
	Queensland 
	55,328 
	83,859 * 
	89,703 ** 
	117,031 # 

	New South Wales 
	New South Wales 
	52,986 
	76,767 
	82,569 
	123,145 ## 

	Victoria % 
	Victoria % 
	45,776 
	72,522 
	75,402 
	113,504 

	Tasmania 
	Tasmania 
	47,618 
	76,401 
	79,633 *** 
	121,975 

	South Australia 
	South Australia 
	52,535 
	78,802 
	81,190 
	120,612 

	Notes: * Incorporates some higher level work, including team leader, at higher salary points. ** Duties include manager, educator and advanced clinical practitioner. *** Two lower salary points overlap with the classification below. # Health Practitioner Level 6 – senior manager in a Health District ## Health Professional Level 7 – senior manager within an Area Health Service % Higher degree allowances of 7.5% of Level 1 rate paid for MSc and 10% for PhD. 
	Notes: * Incorporates some higher level work, including team leader, at higher salary points. ** Duties include manager, educator and advanced clinical practitioner. *** Two lower salary points overlap with the classification below. # Health Practitioner Level 6 – senior manager in a Health District ## Health Professional Level 7 – senior manager within an Area Health Service % Higher degree allowances of 7.5% of Level 1 rate paid for MSc and 10% for PhD. 

	Table 35: Salary ranges for Therapists & Health Scientists by jurisdiction 
	Table 35: Salary ranges for Therapists & Health Scientists by jurisdiction 


	More complete information is at Table 77 in Annexe H: . 
	We conclude from the foregoing that: 
	
	
	
	

	Commencing salaries for new graduates entering this category of health professional employment already reflect fair market rates. 

	
	
	

	The highest salary available to the career range employee in the ACT is low relative to all other jurisdictions except Victoria and NT, and should, at minimum, be raised to $75,000. 

	
	
	

	The salary attainable at the first promotion level is low relative to all except Victoria and NT, and should, at minimum, be raised to $80,000. 

	
	
	

	The pay rate at the highest level of the career structure is in the middle of the field relative to other jurisdictions, and can be taken to already reflect fair market rates. 


	12.1.4 Psychologists and Clinical Psychologists 
	State or Territory 
	State or Territory 
	State or Territory 
	New Graduate 
	Maximum of Career Range 
	First Promotion Level 
	Career max. 

	ACT 
	ACT 
	56,085 HP 1 4-year qual PDY 
	72,925 HP 2 max 
	75,082 HP 3 min 
	119,042 HP 6 

	Northern Territory 
	Northern Territory 
	50,721 
	65,410 
	67,367 
	121,412 

	Queensland 
	Queensland 
	55,328 
	83,859 * 
	89,703 ** 
	117,031 # 

	New South Wales 
	New South Wales 
	55,971 
	83,198 
	87,738 
	124,044 

	– clinical psychologist 
	– clinical psychologist 
	80,177 
	98,327 

	Victoria % 
	Victoria % 
	44,686 
	65,871 
	77,207 
	107,208 

	Tasmania 
	Tasmania 
	47,618 
	76,401 
	79,633 *** 
	121,975 

	South Australia 
	South Australia 
	52,535 
	78,802 
	81,190 
	120,612 

	Notes: * Incorporates some higher level work, including team leader, at higher salary points. ** Duties include manager, educator and advanced clinical practitioner. *** Two lower salary points overlap with the classification below. # Health Practitioner Level 6 – senior manager in a Health District % Higher degree allowances of 7.5% of Level 1 paid rate for MSc and 10% for PhD. 
	Notes: * Incorporates some higher level work, including team leader, at higher salary points. ** Duties include manager, educator and advanced clinical practitioner. *** Two lower salary points overlap with the classification below. # Health Practitioner Level 6 – senior manager in a Health District % Higher degree allowances of 7.5% of Level 1 paid rate for MSc and 10% for PhD. 

	Table 36: Salary ranges for Psychologists & Clinical Psychologists by jurisdiction 
	Table 36: Salary ranges for Psychologists & Clinical Psychologists by jurisdiction 


	This table presents the enterprise agreement rates. We are aware that a number of psychologists in Mental Health enjoy higher rates under an SEA. More complete information is at Table 78 in Annexe H: . 
	We conclude from the foregoing that: 
	
	
	
	

	Commencing salaries for new graduates entering this category of health professional employment already reflect fair market rates. 

	
	
	

	The highest salary available to the career range employee in the ACT is low relative to all other jurisdictions except Victoria and NT, and should, at minimum, be raised to $75,000. 

	
	
	

	The salary attainable at the first promotion level is low relative to all except NT, and should, at minimum, be raised to $80,000. 

	
	
	

	The salary paid to an employee fully qualified as a clinical psychologist and employed in that capacity should, at minimum, be $80,000. 

	
	
	

	The pay rate at the highest level of the career structure is in the middle of the field relative to other jurisdictions, and can be taken to already reflect fair market rates. 


	12.1.5 Social Workers 
	A separate section has been inserted below for Care and Protection Workers employed by CSD. The general case of other social workers is set out in the following Table. 
	State or Territory 
	State or Territory 
	State or Territory 
	New Graduate 
	Maximum of Career Range 
	First Promotion Level 
	Career max. 

	ACT 
	ACT 
	52,574 HP1 min 3yr qual 
	72,925 HP 2 max 
	75,082 HP 3 min 
	119,042 HP 6 

	Northern Territory 
	Northern Territory 
	50,721 
	65,410 
	67,367 
	121,412 

	Queensland 
	Queensland 
	55,328 
	83,859 * 
	89,703 ** 
	117,031 # 

	New South Wales 
	New South Wales 
	52,986 
	76,767 
	82,569 
	123,145 ## 

	Victoria % 
	Victoria % 
	45,776 
	72,522 
	75,402 
	113,504 

	Tasmania 
	Tasmania 
	47,618 
	76,401 
	79,633 *** 
	121,975 

	South Australia 
	South Australia 
	52,535 
	78,802 
	81,190 
	120,612 

	Notes: * Incorporates some higher level work, including team leader, at higher salary points. ** Duties include manager, educator and advanced clinical practitioner. *** Two lower salary points overlap with the classification below. # Health Practitioner Level 6 – senior manager in a Health District ## Health Professional Level 7 – senior manager within an Area Health Service % Higher degree allowances of 7.5% of Level 1 rate paid for MSc and 10% for PhD. 
	Notes: * Incorporates some higher level work, including team leader, at higher salary points. ** Duties include manager, educator and advanced clinical practitioner. *** Two lower salary points overlap with the classification below. # Health Practitioner Level 6 – senior manager in a Health District ## Health Professional Level 7 – senior manager within an Area Health Service % Higher degree allowances of 7.5% of Level 1 rate paid for MSc and 10% for PhD. 

	Table 37: Salary ranges for Social Workers by jurisdiction 
	Table 37: Salary ranges for Social Workers by jurisdiction 


	More complete information is at Table 77 in Annexe H: . 
	We note that this comparison is identical to the comparison made in relation to therapy and health science occupations and therefore conclude, in a similar vein, that: 
	
	
	
	

	Commencing salaries for new graduates entering this category of health professional employment already reflect fair market rates. 

	
	
	

	The highest salary available to the career range employee in the ACT is low relative to all other jurisdictions except Victoria and NT, and should, at minimum, be raised to $75,000. 

	
	
	

	The salary attainable at the first promotion level is low relative to all except Victoria and NT, and should, at minimum, be raised to $80,000. 

	
	
	

	The pay rate at the highest level of the career structure is in the middle of the field relative to other jurisdictions, and can be taken to already reflect fair market rates. 


	12.1.6 Care and Protection Officers 
	We have been asked to particularly examine the position of child Care and Protection (C&P) Officers in the Community Services Directorate. 
	These staff are usually professionals holding social work or other relevant qualifications. The main classification in use is Health professional Level 2, although the C&P Program is active in recruiting new graduates to Level 1, and also employs staff at Level 3. 
	It has been suggested to us that turnover for this group is high, and further suggested that stronger measures are require to retain the current workforce, including salary supplements. 
	We have compared care and protection case worker rates around Australia: these rates are at Table 79 in Annexe H: . 
	We see that: 
	 
	 
	 
	the ACT is well ahead of Victoria, where caseworkers are yet to transition fully to the Victorian Public Service (VPS) Officer classification structure, 

	 
	 
	there is little to tell apart the rates for new graduates, except perhaps in the case of NT and NSW, 

	 
	 
	the ACT offers salaries that are competitive for early career professionals in this field of practice, 

	 
	 
	by the ninth year of practice, an ACT caseworker generally earns less than caseworkers in other states, but the highest margin is generally only about $3,000 

	 
	 
	NSW is again an exception, and may be relevant for geographic reasons, and 

	 
	 
	at promotional levels, the ACT is competitive with SA and Tasmania, but not with WA, NT and Queensland. 


	Overall, however, differences are not so great to suggest that rates in other states would be decisive in an employee’s intention to resign or transfer away from this field of work. 
	Our general research in relation to allied health professionals suggests that health professional salaries must rise to some degree, and the number of salary points decreased to remain competitive. In view of the marginal case for making additional retention payments, if a decision is made to make payments to staff that exceed these proposed new health professional rates, then the excess of the salary supplements must be absorbed against the new Shared Salary Spine salary rates. 
	12.1.7 Medical Laboratory Scientists and Technicians 
	Table
	TR
	New Graduate 
	Maximum of Career Range 
	First Promotion Level 
	Career max. 

	ACT 
	ACT 
	49,178 HP1 min, 2 yr qual 
	72,925 HP 2 max 
	75,082 Hp 3 min 
	119,042 HP 6 

	Northern Territory 
	Northern Territory 
	50,721 
	65,410 
	67,367 
	121,412 

	Queensland 
	Queensland 
	55,328 
	83,859 * 
	89,703 ** 
	117,031 # 

	New South Wales 
	New South Wales 
	52,997 
	76,769 
	82,572 
	144,479 ## 

	Victoria % 
	Victoria % 
	46,001 
	77,290 
	78,834 
	135,508 

	Tasmania 
	Tasmania 
	47,618 
	76,401 
	79,633 *** 
	121,975 

	South Australia 
	South Australia 
	52,535 
	78,802 
	81,190 
	129,499 

	Notes: * Incorporates some higher level work, including team leader, at higher salary points. ** Duties include manager, educator and advanced clinical practitioner. *** Two lower salary points overlap with the classification below. # Health Practitioner Level 6 – senior manager in a Health District ## PhD-qualified Principal Scientist % Higher degree allowances of 7.5% of Level 1 rate paid for MSc and 10% for PhD. 
	Notes: * Incorporates some higher level work, including team leader, at higher salary points. ** Duties include manager, educator and advanced clinical practitioner. *** Two lower salary points overlap with the classification below. # Health Practitioner Level 6 – senior manager in a Health District ## PhD-qualified Principal Scientist % Higher degree allowances of 7.5% of Level 1 rate paid for MSc and 10% for PhD. 

	Table 38: Salary ranges for Med. Lab. Scientists & Technicians by jurisdiction 
	Table 38: Salary ranges for Med. Lab. Scientists & Technicians by jurisdiction 


	More complete information is at Table 80 in Annexe H: . 
	HSU East contends that this group ought to be included in a new ACT Medical Scientist classification, adopting the Radiation Therapist classification structure and salary scale. We see no particular reason for doing this, except that it is close to NSW practice. We do accept that NSW salaries are relevant to deciding what would be satisfactory market rates. 
	We conclude from the foregoing that: 
	
	
	
	

	Commencing salaries for new graduates entering this category of health professional employment already reflect fair market rates. 

	
	
	

	The highest salary available to the career range employee in the ACT is low relative to all other jurisdictions except NT, and should, at minimum, be raised to $75,000. 

	
	
	

	The salary attainable at the first promotion level is low relative to all except NT, and should, at minimum, be raised to $80,000. 

	
	
	

	The pay rate at the highest level of the career structure is low relative to most other jurisdictions, and require special consideration in the translation to the Shared Salary Spine. 


	12.1.8 Medical Imaging Professionals inc. Nuclear Medicine Technologists 
	Table
	TR
	New Graduate 
	Maximum of Career Range 
	First Promotion Level 
	Career max. 

	ACT 
	ACT 
	52,574 
	72,925 
	75,082 
	119,042 

	Northern Territory 
	Northern Territory 
	50,721 
	65,410 
	67,367 
	121,412 

	Queensland 
	Queensland 
	55,328 
	83,859 * 
	89,703 ** 
	117,031 # 

	New South Wales 
	New South Wales 
	52,998 
	76,770 
	82,573 
	135,257 

	Victoria % 
	Victoria % 
	45,776 
	72,522 
	75,402 
	113,504 

	Tasmania 
	Tasmania 
	47,618 
	76,401 
	79,633 *** 
	121,975 

	South Australia 
	South Australia 
	52,535 
	78,802 
	81,190 
	120,612 

	Notes: * Incorporates some higher level work, including team leader, at higher salary points. ** Duties include manager, educator and advanced clinical practitioner. *** Two lower salary points overlap with the classification below. # Health Practitioner Level 6 % Higher degree allowances of 7.5% of Level 1 rate paid for MSc and 10% for PhD. 
	Notes: * Incorporates some higher level work, including team leader, at higher salary points. ** Duties include manager, educator and advanced clinical practitioner. *** Two lower salary points overlap with the classification below. # Health Practitioner Level 6 % Higher degree allowances of 7.5% of Level 1 rate paid for MSc and 10% for PhD. 

	Table 39: Salary ranges for Medical Imaging by jurisdiction 
	Table 39: Salary ranges for Medical Imaging by jurisdiction 


	More complete information is at Table 81 in Annexe H: . 
	Again, HSU East contends that this group ought to be included in a new ACT Medical Scientist classification, adopting the Radiation Therapist classification structure and salary scale. We see no particular reason for doing this, except that it is close to NSW practice. Again, we accept that NSW salaries are relevant to deciding what would be satisfactory market rates. 
	We conclude from the foregoing that: 
	
	
	
	

	Commencing salaries for new graduates entering this category of health professional employment already reflect fair market rates. 

	
	
	

	The highest salary available to the career range employee in the ACT is low relative to all other jurisdictions except Victoria and NT, and should, at minimum, be raised to $75,000. 

	
	
	

	The salary attainable at the first promotion level is low relative to all except Victoria and NT, and should, at minimum, be raised to $80,000. 

	
	
	

	With the exception of NSW, the ACT pay rate at the highest level of the career structure is in the middle of the field relative to other jurisdictions, and can be taken to already reflect fair market rates. 


	12.1.9 Pharmacists 
	In addition to information found in public sector awards and agreements, the 2010 APESMA Community and Hospital Pharmacists Remuneration Survey Report provides insight into general levels of remuneration for professional pharmacists in the private and public sector. 
	The following Table sets out data extracted directly from the printed report for Hospital Pharmacists. 
	Grade 
	Grade 
	Grade 
	ACT HP Levels 
	Sample Size 
	25th percentile 
	Median 
	75th percentile 
	Mean 

	Pharmacist 
	Pharmacist 
	3 
	242 
	69,686 
	76,149 
	82,219 
	76,206 

	Pharmacist in Charge 
	Pharmacist in Charge 
	4 
	84 
	81,265 
	88,000 
	95,862 
	88,439 

	Deputy Director 
	Deputy Director 
	5 
	25 
	88,649 
	96,772 
	107,835 
	96,188 

	Director 
	Director 
	6 
	28 
	95,628 
	110,000 
	120,903 
	114,442 

	Table 40: Profile of APESMA Pharmacist Survey data 
	Table 40: Profile of APESMA Pharmacist Survey data 


	All of these rates would have moved to some degree in the 18 months since the survey was undertaken. However, taken all round, these rates and the rates appearing in public sector awards and agreements suggest that current ACT Health Professional rates of pay are adequate to address current labour market conditions. 
	Information on salary scales applicable in other jurisdictions is at Table 82 in Annexe H: . 
	While we consider the best guides to fair market rates for hospital pharmacists are award and agreement rates in the public sector, looking at the market for pharmacists more broadly requires an examination of the significant community pharmacy sector. The APESMA survey reports that the average base hourly rates for community pharmacists in regional NSW in 2010 were as follows: 
	 
	 
	 
	Pharmacist $40.71 ($80,700 pa for 38 hr week) 

	 
	 
	Pharmacist-in-Charge $41.61 ($84,655 pa for 38 hr week) 


	Pharmacists in the community sector are generally paid rather well compared with their hospital sector counterparts. However, the hospital sector offers better rates at the Pharmacist-in-Charge level than the community sector. HP 4 salaries are comparable to or better than Pharmacist-in-Charge pay in the community sector. 
	Almost 60% of NSW community pharmacists reported that they worked for a flat hourly rate, with no penalty payments. 68.2% reported that they work through their meal break, but only 37.9% of those that did so received additional pay for this practice. 
	12.1.10 Radiation Therapists 
	Radiation Therapists in the ACT have a classification and salary advancement arrangement based on that applying in NSW, and the pay rates are still closely aligned with this jurisdiction. There is no evidence that RTs are receiving anything other than fair market rates for the work they perform. 
	We do not consider that there is a need to significantly alter the salaries of this category. However, we do consider that the salary points for this category should be aligned with salary points in the new Shared Salary Spine. This is likely to result in a very modest increase in annual salaries. 
	In the longer term, we recommend that the industrial parties examine options for integrating this grade more closely into the Common Professional Entry Scale and the Health Professional stream in the People Services Career Cluster. 
	More complete information is at Table 83 in Annexe H: . 
	12.1.11Medical Physicists 
	Australasian College of Physical Scientists and Engineers in Medicine (ACPSEM) accredits post-graduate courses at Graduate Diploma and Masters level in the application of radiation physics, dosimetry, imaging and radiobiology to cancer diagnosis and treatment, and to radiation detection and protection. Entry to these courses is open to persons already holding a degree in physics or engineering. There are presently seven Australian institutions offering ACPSEM-accredited courses, although none in the ACT. A 
	Medical physicist salaries reflect the current state of labour supply, where there is an acute shortage of appropriately trained and experienced medical physicists relative to the number of open positions in health facilities. 
	The planned rapid expansion of cancer services in metropolitan, rural and regional Australia over the next several years would, in the “do nothing” scenario, result in a staffing deficit of 50%. The Commonwealth has been supporting and will continue to support supervised clinical training places for medical physicists. The most important bottleneck in the supply of certified medical physicists in the medium term will be the small number of certified personnel who are available to provide clinical supervisio
	The rates of pay for medical physicists around Australia presently stand at a very high level in all States of Australia. Examples of typical roles, classifications and salary levels, drawn from recent job advertisements and arranged in rough order of seniority are provided in the following Table. 
	Location 
	Location 
	Location 
	Role description 
	Classification 
	Advertised Salary 

	Taralgon, Victoria 
	Taralgon, Victoria 
	Grade 3 PLUS 10% 
	$86,718-98,194 

	Austin Health, Victoria 
	Austin Health, Victoria 
	Senior ROMP 
	MP Grade 3 or 4 PLUS 10% 
	$86,718-117,928 

	RAH South Australia 
	RAH South Australia 
	Clinical Preceptor/ Senior Medical Physicist 
	MeS 3 MsS 4 
	$81,190 -$91,508 $89,548 -$103,772 [package value] 

	Sydney LHD 
	Sydney LHD 
	ROMP 
	$94,625-145,087 

	Queensland Health 
	Queensland Health 
	Principal Physicist 
	HP Level 5 
	$96,000-103,000 

	Queensland Health 
	Queensland Health 
	DIMP 
	HP Level 5 
	$96,000-103,000 

	CASS, Queensland Health 
	CASS, Queensland Health 
	Clinical Educator 
	HP Level 6 
	up to $112,000 

	South West Sydney LHD 
	South West Sydney LHD 
	ROMP 
	MP Specialist 
	$96,992-148,715 

	Princess Alexandra Hospital, Brisbane 
	Princess Alexandra Hospital, Brisbane 
	ROMP Research Consultant 
	HP Level 6 
	$106,569-110,313 

	Director, NE and NW NSW Regional Cancer Service 
	Director, NE and NW NSW Regional Cancer Service 
	with 14 years experience 
	Senior Medical Physics Specialist Year 4 
	up to $174,590 under the present award 

	Table 41: Indicative rates for Medical Physicists 
	Table 41: Indicative rates for Medical Physicists 


	ACT, NSW and Victoria have established distinct medical physicist classification structures through awards and agreements. 
	NSW distinguishes between accredited and non-accredited employees, but this approach is not followed in the ACT and is not favoured by the Chief Medical Physicist at TCH. The ACT makes use of all four operational levels – MP Specialist, Senior MP Specialist, Principal MP and Chief MP. It uses specific salary points to recognise and reward the possession of a PhD. 
	In recent times, Victoria has started to pay a 10% salary supplement to improve its competitive position. 
	Queensland makes use of its Health Practitioner structure, South Australia uses the Medical Scientist structure, and Tasmania uses its Allied Health Professional structure. 
	While at the level of the new graduate/registrar and basic operational grades, the Queensland, South Australian and Tasmanian salary scales are probably competitive , the highest salaries associated with the highest grades in these generic health professional structures do not match the salaries on offer under the special scales applying in the ACT, NSW and Victorian awards/agreements at the Senior, Principal and Chief levels. Nor would they be competitive with rates paid in the private sector, if the anecd
	More complete information is at Table 84 in Annexe H: . 
	But this leaves us with a considerable diversity of practice across Australia. We note that: 
	 
	 
	 
	The minimum entry point for registrars in all jurisdictions is less than $60,000, although NSW is noticeably ahead at $58,192 

	 
	 
	Victoria offers higher commencement rates for new entrants already holding a MSc or PhD, 

	 
	 
	, an MSc qualified physicist at Grade 2 in Victoria can earn up to $81,301 (including qualification allowance), 
	Prior to accreditation


	 
	 
	NSW registrars advance rapidly in salary, and are paid $85,045 after only 4 years’ service, 

	 
	 
	The pay point for the Victorian accredited MSc-qualified medical physicist (Grade 3) is $90,735 (with qualification allowance), and somewhat lower in Queensland (HP Level 4 -$89,703), compared to $81,188 in the ACT, 
	minimum 


	 
	 
	Manager positions in Victoria earn between $155,206 to $170,007, depending on span of control and qualifications held, and 

	 
	 
	If the Chief Medical Physicist at TCH was employed in a department of the same size in NSW (5-10 FTE at MP Specialist level or above), the rate of pay would be $190,109 (presently $139,518-$148,929). 


	Market rates of for medical physicists have been substantially influenced by NSW award rates. Considering the range of rates applying around Australia, identifying suitable market-related salary levels for this employment category is a difficult task. 
	The following Table outlines rates appropriate to support a vigorous recruitment effort to attract suitably qualified and experienced staff. 
	Grade 
	Grade 
	Grade 
	Current salary 
	Proposed range 

	Registrar at entry maximum of the range 
	Registrar at entry maximum of the range 
	$55,686 $70,120 
	$57,000 $81,000 

	Medical Physics Specialist 
	Medical Physics Specialist 
	$78,188-93,080 
	$90,000-115,000 

	Senior Medical Physics Specialist 
	Senior Medical Physics Specialist 
	$96,039-114,179 
	$120,000-140,000 

	Principal Medical Physicist 
	Principal Medical Physicist 
	$119,143-129,072 
	$145,000-160,000 

	Chief Medical Physicist 
	Chief Medical Physicist 
	$136,518-148,929 
	$170,000 

	Table 42: Salary ranges for Medical Physicists 
	Table 42: Salary ranges for Medical Physicists 


	We do not recommend the recognition of additional qualifications (above the minimum required for entry to the profession) in the salary scales for this category of employee. 
	12.1.12 Dentists 
	The Manager of the ACT Dental Program and the Chief Dentist informed us of the measures that are employed to attract and retain dentists in the ACT public sector, including SEAs and accelerated advancement through the current salary scale. 
	On the basis of most recently published workforce statistics, the supply of dentists in the ACT is generally better than for the rest of Australia. The following Table models recent trends across States and Territories, indicating the number of full-time equivalent dentists per 100,000 population (AIHW August 2011, Table 6) 
	Year 
	Year 
	Year 
	NSW 
	Vic 
	QLD 
	WA 
	SA 
	TAS 
	ACT 
	NT 
	Total 

	2000 
	2000 
	55.8 
	50.5 
	49.9 
	55.1 
	58.3 
	27.9 
	65.1 
	33.3 
	52.7 

	2003 
	2003 
	57.4 
	49.7 
	53.1 
	52.8 
	57.7 
	37.3 
	71.8 
	36.9 
	53.8 

	2006 
	2006 
	60.4 
	50.5 
	54.2 
	55.4 
	54.3 
	37.6 
	75.5 
	44.0 
	55.2 

	Table 43: Full-time equivalent dentists by State and Territory, 2000, 2003, 2006 
	Table 43: Full-time equivalent dentists by State and Territory, 2000, 2003, 2006 


	While the ACT is relatively well-endowed with dentists, the AIHW also reports that: 
	“The number of practising dentists per 100,000 population in the public sector ranged from 2.0 in the Australian Capital Territory to 8.5 in South Australia. For the private sector, it ranged from 30.9 in Tasmania to 57.8 in the Australian Capital Territory.” 
	(AIHW August 2011) 
	That is, the proportion of the total ACT dentist workforce employed exclusively in the public sector is the lowest in Australia. However, the ACT compensates to some degree by having a relatively high proportion of dentists who work in both sectors (ACT – 5.6%, Australia – 4.3%). 
	There is considerable diversity in the rates for public sector dentists across Australia. 
	State or Territory 
	State or Territory 
	State or Territory 
	New Graduate 
	Promotion Level 
	Career max. 

	Victoria 
	Victoria 
	$59,174 
	$77,623 
	$121,296 

	ACT 
	ACT 
	$62,671 Dentist 1/2 min 
	$86,750 
	$127,796 Dentist 4 max 

	New South Wales 
	New South Wales 
	$75,478 
	$104,184 
	$143,219 

	Queensland 
	Queensland 
	$83,741 
	$103,911 
	$133,864 

	Tasmania 
	Tasmania 
	$92,588 
	$113,046 
	$169,232 

	South Australia 
	South Australia 
	$66,953 
	$97,012 
	$141,364 

	Northern Territory 
	Northern Territory 
	$81,758 
	$99,079 
	$140,714 

	Table 44: Salary Range for public sector dental officers by jurisdiction 
	Table 44: Salary Range for public sector dental officers by jurisdiction 


	Tasmania’s public sector salary rates reflect the very low supply of dentists in that State. 
	NSW, Queensland and Victoria employ over 75% of the Australian dentist workforce. We note that NSW and Queensland are significantly more successful at recruiting to the public sector workforce (having 6.3% and 8.4% of the NSW and Queensland dentist workforce). Victoria is not so successful on this count (5.3%), although its performance is much better than the ACT’s. 
	We recommend rates closer to those paid by NSW and Queensland: 
	Table
	TR
	New Graduate 
	Promotion Level 
	Career max. 

	TR
	Dentist 1 
	Dentist 2 
	Dentist 4 

	Indicative rates 
	Indicative rates 
	$75,000 
	$100,000 
	$135,000 

	Table 45: Salary Ranges for Dentists 
	Table 45: Salary Ranges for Dentists 


	We recognise that this recommendation will result in the entry arrangements for this profession lying outside the Common Professional Entry Scale proposed for other professional disciplines. However, the market indicators are clear. 
	12.1.13 Summary 
	We conclude that: 
	 
	 
	 
	There is a general need to increase pay rates for Health Professional Level 2 to ~$75,000 at the top of the range, to establish fair market rates. 

	 
	 
	There is a general need to increase the base rate for Health Professional Level 3 to ~$80,000. 

	 
	 
	There is no rationale at the present time to set higher rates at the career maximum for the majority of these occupations to establish fair market rates. 


	We also consider that: 
	 
	 
	 
	There is a specific need to establish a special rate for clinical psychologists. 

	 
	 
	There is a specific need to establish a special rate for the most senior medical laboratory scientist. 

	 
	 
	Special translation arrangements will be required for radiation therapists. 

	 
	 
	Special translation arrangements will be required for medical physicists. 

	 
	 
	Dentists require a substantial revision to their salary structure. 



	12.2 PARAPROFESSIONAL AND SUPPORT WORKERS 
	12.2 PARAPROFESSIONAL AND SUPPORT WORKERS 
	12.2.1 Technical Officers 
	There is a considerable diversity of classification structures for Technical Officers. The ACTPS classification of Technical Officer has three distinct subcategories: 
	Technical Officer Level 1 
	Technical Officer Level 1 
	Technical Officer Level 1 
	Prior to 1990 known as Technical Assistants, and not previously required to hold a qualification. No mandatory qualification is presently specified. In the present era, it would be usual to expect an employee to hold a Certificate III or Certificate IV in a technical discipline. 

	Trainee Technical Officer 
	Trainee Technical Officer 
	A full-time grade for persons engaged in a part-time course of study that would result in a qualification suitable for entry to Technical Officer Level 2. Similar to Cadet Professional. It would appear that it is rarely used these days. 

	Technical Officer Level 2 and above 
	Technical Officer Level 2 and above 
	2-year diploma or equivalent training and experience has been mandatory at this level since 1990. 

	Table 46: Sub-categories of Technical Officers 
	Table 46: Sub-categories of Technical Officers 


	The classification structure established in 1990 through the APS SEP Case provides an exceptionally good career structure relative to other jurisdictions, if the maximum career rate ($115,387) is compared to that applying in other jurisdictions. In the broadest sense, we consider that Technical Officers Level 3 and above in the ACTPS already enjoy fair market rates. 
	We are also concerned, however, to assess to what extent the Certificate-and Diploma-qualified entry grades for this classification stream compare with interstate comparators. 
	Table
	TR
	Unqualified 
	VET Certificate 
	Diploma 
	First Promotion Level 
	Career max. 

	ACT 
	ACT 
	$46,331 TO1 min 
	$46,331 TO1 min 
	$50,317 TO2 min 
	$59,080 TO3 min 
	$115,387 SOT B max 

	Northern Territory 
	Northern Territory 
	$41,207 
	Not stated 
	$49,552 
	$57,497 
	$89,267 

	Queensland 
	Queensland 
	$31,161 
	Not stated 
	$48,985 
	$61,641 
	$91,712 

	New South Wales – DPI – Health – Science – Engineering 
	New South Wales – DPI – Health – Science – Engineering 
	N/A $43,360 N/A N/A 
	N/A $47,316 N/A N/A 
	$52,104 Not specified $47,625 $53,089 
	$61,878 $61,007 $61,282 $61,878 
	$100,070 $75,101 $83,832 $79,710 

	Victoria % 
	Victoria % 
	Not specified 
	Not specified 
	Not specified 
	Not specified 
	$75,151 

	Tasmania 
	Tasmania 
	$39,179 
	$44,925 
	$51,851 
	$58,075 
	$85,612 

	South Australia 
	South Australia 
	$37,389 
	$42,308 
	Not specified 
	$58,111 
	$81,178 

	Table 47: Comparison of entry grades for TOs across jurisdictions 
	Table 47: Comparison of entry grades for TOs across jurisdictions 


	More complete information is at Table 72 in Annexe G: . We conclude that: 
	
	
	
	

	The salary scale for the ACTPS unqualified technical assistant (Technical Officer Level 1) already exceeds fair market rates. 

	
	
	

	The salary scale for technical assistants (Technical Officer Level 1) who hold a VET sector Certificate III or Certificate IV already adequately reflects fair market rates. 

	
	
	

	The commencing salary for Technical Officer Level 2 presently stands in the middle of the market for diploma-qualified employees. However, to meet the needs of all disciplines across the ACTPS, we consider a small increase is warranted, to ~$51,000. 


	We also note that there are three other classification streams that specify 2-year diploma entry: 
	
	
	
	

	The lowest point in the Health Professional 1 salary scale – that is, the point where persons holding a 2-year Diploma enter the Health Professional stream – is presently $48,178. 

	
	
	

	The salary for a Health Care Assistant 4 who holds a Diploma is $49,33149,861. 
	-


	
	
	

	The commencing salary for Information Technology Officer Level 1 is 


	$55,076. In the future, we anticipate that a variety of new occupations will emerge where professional preparation begins in the VET sector with a diploma-level qualification. 
	12.2.2Patient Services Officers and Food Services Officers 
	These staff occupy Levels 2, 3 and 4 of the Health Services Officer classification structure. Clauses P1 and R3 respectively of the ACT Health General Enterprise Agreement 2010-2011 make provision for Ward Services Trainees and Food Services Trainees to enter employment at HSO 2. Following a program of training, they may then advance to HSO 3, the first operational level. The rates of pay for these grades are: 
	HSO 2 38,010-38,446-38,908-39,372-40,118 
	HSO 3 40,734-41,201-41,660-42,125-42,197 
	We have examined the pay rates for work at this level in other jurisdictions, and found that: 
	
	
	
	

	HSO 2 salaries are comparable with pay rates found in NT, NSW and SA 

	
	
	

	HSO 2 salaries are higher than Victoria and Tasmania, but lower than Queensland 

	
	
	

	HSO 3 salaries are comparable with NT and South Australia, 

	
	
	

	HSO 3 salaries are higher than Victoria and Tasmania, but lower than NSW 


	and Queensland More complete information is at Table 85 in Annexe H: . 
	On balance, the rates paid to HSO 2 and HSO 3 in ACT Health are in the middle of the market for work of a similar kind in other jurisdictions, and represents fair market value for the work. 
	 In our view, the current base salary for HSO 2 – $38,010 –therefore constitutes a suitable entry point for the People Services Career Cluster. 
	(We have also drawn attention to the disparity between the HSO 2-6 and GSO 2-6 salary scales in our discussion of Infrastructure Services Career Cluster, and proposed that $38,010 is a suitable lowest operational level entry point to that Cluster as well. See section 11.1) 
	12.2.3 Health Care Assistants 
	Health Care Assistant (HCA) is a relatively new classification introduced with the 2010 ACT Health enterprise agreement. The duties are similar in kind to work undertaken in the private and non-governmental sector under The Social, Community, Home Care and Disability Services Industry Award 2010(‘SACS Award’), and in other services conducted by State and local governments under a variety of State and federal awards and agreements. 
	4 

	We are mindful of the May 2011 decision of a Full Bench of Fair Work Australia in the current Equal Remuneration Case: 
	“We record our view, reached on the material before us, that for employees in the SACSindustry there is not equal remuneration for men and women workers for work of equal or comparable value by comparison with state and local government employment...” and “... we have concluded that for employees in the SACS industry there is not equal remuneration for men and women workers for work of equal or comparable value by comparison with workers in state and local government employment. We consider gender has been 
	5 

	Last varied 12 July 2011. Social & Community Services (SACS) 
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	On that basis, we have decided that it would be inappropriate for us to adopt the SACS Award (or enterprise agreements based on the minimum rates in that award) as a comparator for HCAs employed in the ACTPS. We also note that the Full Bench has specifically identified State and local government employment as the appropriate comparison in determining whether the SACS Award provides equal remuneration for men and women workers. We nevertheless consider that it is useful to use the SACS Award definitions as a
	HCA 1 is an unqualified trainee grade. An employee at this level will undertake training leading to the acquisition of a Certificate III level qualification. 
	The pay rate for HCA 1 – $32,123 – corresponds exactly to the maximum rate in the enterprise agreement for a Trainee at Wage Level A. Our initial approach is that, until Trainee rates of pay are reviewed by the parties, this rate of pay should stand. However, HSU East has highlighted an inconsistency between the treatment of Ward Services and Food Services Trainees, who commence at $38,010 (HSO 2), and HCA 1s. 
	We sought further input from ACT Health on this matter. We were informed that the HCA 1 is indeed based on the relevant Trainee wage. We were also informed that the salary scale for an HCA 2 was deliberately based on (and is identical to) the salary scale for the Assistant in Nursing (AIN), which requires the same level of training as an HCA 2 
	The pay rate for this level is presently $40,734-$42,125. On the basis of the qualification required at this level, HCA 2 corresponds to Level 2 Year 1 under the SACS Award. 
	For advancement to HCA 3, a Certificate IV is required. The current pay rates are $46,149-$47,209. The qualifications required at this level corresponds to the requirement for appointment to Level 2 Year 2 under the SACS Award. 
	HCA 4 and HCA 5 require a Diploma and Advanced Diploma respectively. Current salaries are $49,331-$49,861 and $51,983 for these two grades. 
	We have the benefit of recent Commonwealth Government and ASU research comparing SACS Award pay levels with rates paid for similar work in the State public services (Equal Remuneration Case Joint Submission, 2011, Attachment 3). This research indicates that the median salaries of State and local government employees performing work of the kind performed at SACS Level 2 Year 1 and SACS Level 2 Year 2 are $43,482 and $44,789 respectively. 
	We recommend that the rates for HCA 2 be set at no less than $43,482. This is an increase relative to current rates. 
	 ACT Health may wish to examine AIN rates of pay in this light. 
	We would also have recommended, if there had been a need to do so, that HCA 3 rates would be set at no less than $44,789, but since the rates are already higher than this level, we consider that the HCA 3 rates are already set at fair market levels. 
	In relation to HCA 4, we consider it is appropriate to set the rate for 2-year Diploma entry at the same level as we have recommended for the rest of the ACTPS – that is, ~$51,000. 
	The rate for HCA 5 (Advanced Diploma level) will be set somewhere between ~$51,000 and the proposed whole-of-Service rate to apply for 3-year degree entry – ~$53,500. 
	12.2.4Technical Assistants & Technical Officers
	6 

	To the certain knowledge of the author, following the APS SEP Case in 1989-90, the work of nutrition assistants, physiotherapy assistants and occupational therapy assistants in ACT Health and predecessor organisations has been classified as Health Services Officer Level 5 and Technical Officer (TO) Level 1. 
	The intention of the Health Authority at that time was to establish a career structure for persons then classified as diet aides, physiotherapy aides and occupational therapy aides under the Hospital Employees Award. HSO 5 would stand as the unqualified level, and TO 1 as the qualified level. 
	The work level standards for Technical Officers issued by the Commonwealth Department of Industrial Relations at the conclusion of the APS SEP Case specifically provide that: 
	“The work of positions in this group involves the application, generally within a 
	framework of established principles, practices and procedures, of technical 
	knowledge to tasks, activities or functions such as: 
	... 
	 the application of physiological principles and practices relating to patient and client care or the development and implementation of individual care program...” 
	We understand that since 1990, some TO 2 positions have also been created in this stream. 
	It would appear that there is some overlap in functions between the recently established classification of HCAs and the GSO/TO grades that have, until now, accommodated the various types of aide. Classification structures and pay scales are compared in the following Table. 
	Classification 
	Classification 
	Classification 
	Salary 
	Classification 
	Salary 

	HCA 2 with Certificate III 
	HCA 2 with Certificate III 
	$40,734 $42,125 
	Health Service Officer 5 
	$44,465 $45,248 $46,031 $46,775 

	HCA 3 with Certificate IV 
	HCA 3 with Certificate IV 
	$46,149 $47,209 
	Technical Officer 1 
	$46,331 $47,165 $47,914 $48,672 

	HCA 4 with Diploma HCA 5 – Advanced Diploma 
	HCA 4 with Diploma HCA 5 – Advanced Diploma 
	$49,331 $49,861 $51,983 
	Technical Officer 2 
	$50,317 $51,943 $53,250 $54,697 $56,084 $57,912 

	Table 48: Comparison of HCAs and the GSO/TO grades (current) 
	Table 48: Comparison of HCAs and the GSO/TO grades (current) 


	We also note that the lowest point in the Health Professional 1 salary scale – that is, the point where persons holding a 2-year Diploma enter the Health Professional stream – is presently $48,178. 
	We have already indicated that the HCA 2 rate should be set no lower than $43,482. Suitable translation points on the Shared Salary Spine may be slightly higher than this. 
	HCA 3 may be expected to translate into a similar segment of the Shared Salary Spine as TO 1. 
	As already stated above, we consider it is appropriate to set the rate for 2-year Diploma entry at the same level across the ACTPS – that is, ~$51,000. This approach will apply to HCA 4, TO 2 and HP 1 equally. HCA 5 will require a higher point again. 
	12.2.5 Disability Services Officers 
	Work at DSO 1 level requires: 
	1. 
	1. 
	1. 
	Satisfactory completion of entry level training and demonstrated competence in accordance with requirements for this level, ie Certificate III in Developmental and Disability Studies or equivalent qualification; or 

	2. 
	2. 
	Demonstrated knowledge, skills and attitudes related to disability support at this level. We consider that the situation of the DSO 1 is analogous to the situation of the 


	HCA 2. We recommend that the rates for DSO 1 be set at no less than $43,482. This is an increase relative to the first three pay points for DSO 1. 
	So far as DSO 2 is concerned, we note that work at this level requires an employee: 
	“with general guidance from the Accommodation Support Manager, (to) 
	facilitate the work of others, function as a team leader and work 
	individually” 
	The qualifications required at this level may be either: 
	Certificate IV in Community Services (Disability Support), or equivalent 
	qualification; or 
	2. Demonstrated knowledge, skills and attitudes related to disability support at this level. 
	The current pay rates for work at this level are in the range of $52,775-$59,075. 
	Under the SACS Award, the minimum classification for a supervisory grade is Level 3. The WLS for DSO 2 corresponds quite closely with the SACS Award description for work at this level. 
	According to the Commonwealth/ASU research, the median salaries in State and local government employment for work of this kind is in the range of $49,306 to $56,601. We therefore conclude that the current rates of pay for the DSO 2 are already set at fair market levels. 
	Current DSO 3 WLDs broadly align with SACS Award Level 4 (although there are some features that are found at SACS Award Level 5). The Commonwealth ASU research points to a salary ranges of $60, 892-66,468 at Level 4, and $72,54376,543 at Level 5. Since DSO 3 salaries are currently in the range of $66,423$73,685, we conclude that the current salary scale already reflects fair market levels. 
	-
	-

	HSU East has indicated its concern about DSO3, but has not yet indicated whether this concern goes to the selection of external benchmarks, possible changes in work value since 1990, or internal comparisons with other ACTPS grades. 
	This Section addresses Technical Officers and Technical Assistants . 
	This Section addresses Technical Officers and Technical Assistants . 
	6 
	supporting Allied Health functions



	12.3 CORRECTIONS AND YOUTH JUSTICE 
	12.3 CORRECTIONS AND YOUTH JUSTICE 
	12.3.1 Correctional Officers 
	We have examined the classification and pay structures for correctional officers in ACT, NT, Queensland, NSW, Victoria (Serco, Port Phillip Prison), Tasmania and South Australia. Classification structures vary. 
	The ACT structure comprehensively encourages the formation of higher level skills, and provides the highest level of rewards for staff who acquire relevant qualifications. Only Tasmania comes close in explicitly recognising higher levels of competency in its salary scale. 
	Table
	TR
	ACT 
	NT 
	QLD 
	NSW 
	VIC 
	TAS 
	SA 

	Trainee 
	Trainee 
	37,232 
	41,431 
	-
	-

	-
	-

	33,163 
	-
	-

	NS 

	Probation 
	Probation 
	-
	-

	-
	-

	-
	-

	53,000 
	36,665 
	47,889 
	NS 

	Unqualified 
	Unqualified 
	51,611 CO1 
	45,700 
	43,236 
	55,275 
	41,044 
	49,300 
	44,479 

	Cert III 
	Cert III 
	54,357 CO1 
	NS 
	NS 
	NS 
	45,338 
	51,425 
	46,229 

	Cert IV 
	Cert IV 
	61,934 CO1 
	NS 
	NS 
	NS 
	47,956 
	52,843 
	NS 

	Diploma 
	Diploma 
	79,954 CO3 
	NS 
	NS 
	NS 
	NS 
	67,259 
	NS 

	Advanced Diploma 
	Advanced Diploma 
	93,678 CO4 
	NS 
	NS 
	NS 
	NS 
	NS 
	NS 


	NS = Not specified 
	Table 49Inter-jurisdictional rates by qualification level for Correctional Officers 
	On the basis of the foregoing, we consider that the salaries paid to ACT Correctional Officers are already set at fair market levels. 
	12.3.2 Bimberi Youth Workers 
	We completed a comprehensive report in relation to this group to assist the Human Rights Commission in its recent enquiry. This report is at Annexe N: . 
	We found that Bimberi Youth Workers are well paid relative to Queensland, NSW and Victorian counterparts. There is no need to adjust youth workers salaries on the basis of these comparisons. 
	The Human Rights Commission heard from a number of stakeholders during its enquiry, and concluded that the work of Youth Workers is as complex or more complex than that of Correctional Officers. One of the review consultants met with officers of the HRC to discuss this proposition. 
	A proper consideration of work value requires an examination of all aspects of a job, not just work complexity. Other important factors include the conditions under which work is performed, and the qualifications required to perform the duties. We note that Correctional Officers require relevant qualifications to advance within their career stream and salary scale. 
	We have examined the duties of a Correctional Officer 4, and conclude that there is more commonality with Senior Officer C than ASO 6 (Bimberi Unit Manager). Bimberi Unit Manager is closer in work value to Correctional Officer 3. The maximum salary for Correctional Officer 3 is higher than ASO 6, but a Diploma is required to advance to this salary point. 

	12.4 RANGE OF MARKET–BASED RATES FOR PEOPLE SERVICES CLUSTER 
	12.4 RANGE OF MARKET–BASED RATES FOR PEOPLE SERVICES CLUSTER 
	We propose the following key salary points be adopted within this Career Cluster: 
	Lowest Pay Point 
	Lowest Pay Point 
	Lowest Pay Point 
	$38,010 
	(HSO2 minimum) 

	Certificate III entry 
	Certificate III entry 
	at least $43,482 

	Certificate IV entry 
	Certificate IV entry 
	at least $44,789 

	New graduate entry 
	New graduate entry 

	2-year diploma 
	2-year diploma 
	~$51,000 

	3-year degree 
	3-year degree 
	~$53,500 

	4-year degree 
	4-year degree 
	~$57,000 

	5-year degree 
	5-year degree 
	~$61,000 

	6-year degree 
	6-year degree 
	~$65,500 

	HP2 max. 
	HP2 max. 
	~$75,000 

	HP3 min 
	HP3 min 
	~$80,000 

	HP4, SO(T) C 
	HP4, SO(T) C 
	~$95,000 

	Highest pay point 
	Highest pay point 
	$128,335 
	(APS EL 2 benchmark) 


	Special range extension For dentists, medical physicists, radiation therapists, MLS 
	Actual rates under a new classification structure will depend on where in the new Shared Salary Spine each current pay point conveniently translates. 
	13 SUPPORT SERVICES CAREER CLUSTER 
	13.1 THE APS AND ACTPS WORKFORCE 
	We start this Section with the premise that the most immediately relevant labour market for ACTPS employees in the Support Services Career Cluster is public sector employment in Canberra. State and local government employment elsewhere in Australia is also important, and this will be dealt with later in this Section of the Report. 
	We examine the situation of the main occupations intended to occupy this Career Cluster – ASOs, Senior Officers, Information Technology Officers, Public Affairs Officers, Audit Office administrative staff, Auditors, Trust Officers, and certain other (non-health/non-engineering) Professional Officers. 
	Australian Public Service 
	With a Canberra-based APS workforce around three times the entire workforce of the ACTPS (60,415 non-SES staff in 2009-10) – and six times larger than the ACTPS workforce subject to the current review – the APS is a significant competitor for labour in several segments of the public sector labour market. The APS is comprised of over 1oo separate agencies. Most of those of any size are represented in Canberra. 
	Specific occupations include economists, auditors, accountants, finance officers, business managers, corporate services officers, statisticians, procurement and contracts officers, policy development officers, generalist managers, program and project managers, librarians and archivists, business analysts, systems analysts, programmers, database and network engineers and administrators, web designers, journalists, editors, public relations officers, customer service officers, pay clerks, and human resources 
	For several of these occupations, the public sector, taken as a whole, is the most significant employer in Canberra. Public sector employment opportunities in Canberra for occupations within this Cluster are dominated by the APS. 
	In this section of the report we consider how the ACTPS is placed relative to the APS, in the competition for workers with these skills 
	13.2 APS AND ACTPS CLASSIFICATION STRUCTURES 
	In 2000 a significant rationalisation of APS classifications took place. The following Table documents the organisation of a wide range of non-executive classifications (which were once in common use between the APS and ACTPS) into eight broad work value levels to establish a new non-SES classification structure for the APS. 
	APS GROUP 
	APS GROUP 
	APS GROUP 
	CLASSIFICATION LEVEL 

	GROUP 1 APS 1 
	GROUP 1 APS 1 
	Administrative Service Officer class 1 General Service Officer level 2, 3 and 4 

	GROUP 2 
	GROUP 2 
	Administrative Service Officer class 2 

	APS 2 
	APS 2 
	General Service Officer level 5 and 6 

	TR
	Ranger 1 

	TR
	Technical Officer level 1 

	GROUP 3 
	GROUP 3 
	Administrative Service Officer class 3 

	APS 3 
	APS 3 
	General Service Officer level 7 and 8 

	TR
	Ranger 2 

	TR
	Research Officer grade 1 

	TR
	Technical Officer level 2 

	GROUP 4 APS 4 
	GROUP 4 APS 4 
	Administrative Service Officer class 4 Information Technology Officer class 1 Ranger 3 

	GROUP 5 
	GROUP 5 
	Administrative Service Officer class 5 

	APS 5 
	APS 5 
	General Service Officer level 9 

	TR
	Professional Officer class 1 

	TR
	Public Affairs Officer grade 1 

	TR
	Technical Officer level 3 

	TR
	Veterinary Officer level 1 

	GROUP 6 
	GROUP 6 
	Administrative Service Officer class 6 

	APS 6 
	APS 6 
	General Service Officer level 10 

	TR
	Information Technology Officer class 2 

	TR
	Professional Officer class 2 

	TR
	Public Affairs Officer grade 2 

	TR
	Technical Officer level 4 

	TR
	Veterinary Officer level 2 

	GROUP 7 EL 1 
	GROUP 7 EL 1 
	Legal 1 Public Affairs Officer grade 3 Senior Officer grade C (and all other Grade C occupations) 

	GROUP 8 
	GROUP 8 
	Legal 2 

	EL 2 
	EL 2 
	Senior Officer grade B (and all other Grade B occupations) Senior Officer grade A and all other Grade A occupations) Senior Professional Officer (Eng and Related) grade A Senior Public Affairs Officer grade 1 and 2 Veterinary Officer level 3, 4 and 5 

	Table 50: APS Employment Groups 
	Table 50: APS Employment Groups 


	The most notable features of the new structure was the broadbanding of: 
	
	
	
	

	General Service Officers 2-8 across just three work value bands (Bands 1-3) 

	
	
	

	Senior Officer Grade B and Grade A into Executive Level 2 

	
	
	

	Senior Public Affairs Officers Grades 1 and 2 at the same level 


	On one view of this, the divergence between the ACTPS and APS in 2000 was not significant, except for Group 8, which included several classifications that had been established as recently as 1990 in the APS SEP Case 1990. 
	Our review of APS agreementsshows that this simplification of classifications has been associated with a corresponding simplification of salary structures. For the most part, enterprise agreements in the APS rarely prescribe more than about 40 pay points for the entire non-SES workforce, and, in general, these pay points serve as a salary spine for all occupations within the agency. 
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	Along with the changes to the APS classification structure that occurred in 2000, came a significant change in classification management. The Work Level Standards for the previously distinct classifications incorporated into the new eight-level APS structure were put aside. In their stead, each agency would classify staff in accordance with its own work level standards. 
	Until 2000, the APS and ACTPS made use of the same Work Level Standards for several key occupations. Since 2000, APS agencies have been required to develop work level standards tailored to their particular needs. 
	Following an examination of a sample of the agency-specific WLSs, we have concluded that some APS agencies’ classification practice has evolved away from the pre-2000 norms, but that in the generality of cases, the process has been conservative. On that basis, we conclude that a broad work value correspondence continues to exist between APS levels and ACTPS classifications, similar to the correspondence set out in the Table above. 
	It is important to note that the APSC intends to develop new APS-wide work level standards. Draft SES standards have been provided to agencies to trial. A project to develop new Executive Level 1 and 2 work level standards is well underway, but has not yet progressed to the point of publishing draft standards. The next stage of the APSC’s work will address APS 1-6 classifications. 
	13.3 APS WAGES POLICY SETTINGS 
	Between 1996 and 2007, wage fixing in the APS developed under a decentralised model, resulting in a marked dispersion in salary rates and employment conditions. In addition to a proliferation of agency-specific collective agreements, individual Australian Workplace Agreements became common in the APS over the same period of time. 
	The Federal Labor Government elected in 2007 legislated to phase out AWAs. 
	Current Policy Settings 
	As a general rule, enterprise agreements in most APS agencies do not identify particular occupations for separate treatment. Notable exceptions include Legal Officers, whose salary ranges are often comprised of pay points selected from multiple APS or EL levels. 
	In a small number of the 51 Agreements examined, a small number of occupations are separately dealt with – for example, rehabilitation case officers at CRS. Very rarely do the salaries of particular occupations depart from the common salary spine. In our discussions with the APSC in September 2011, it was confirmed to us that our observations drawn from the agreements examined apply more broadly. 
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	It is also important to note that certain agencies reserve the highest pay points in EL 2 for particular categories of employee. For example, it is not possible to achieve the highest salary point of the Geoscience Australia EL 2 salary range unless you are classified as a Principle Research Scientist. Far from being anomalies, these arrangements preserve long-established pay relativities. 
	
	
	
	

	Examples of this kind demonstrate that occupations with significantly different salary levels may nevertheless have very similar roles, work requirements and overall work value. 

	
	
	

	Put another way, the historical salary attached to an occupation – and equally, the present market evaluation in times of occupational shortage – is not always a useful indicator of work value relative to another occupation. 


	The recommended salary increase under the Australian Public Service Commission’s (APSC’s) 2011 Bargaining Framework is 3% per annum. However, this limit does not apply to agencies paying the lowest salaries. 
	APS agencies in this situation are authorised to bring forward pay increases above 3% for the lowest paid APS employees at each classification level, a remuneration strategy designed to reduce the severity of salary dispersion in the APS. 
	The APS has set out minimum salary thresholds at each classification level that APS agencies must implement in the current bargaining round. 
	The following Table illustrates APS Salary Thresholds, compared to ACTPS ASO grades. 
	APS Classification 
	APS Classification 
	APS Classification 
	Salary Threshold ($) at 28/2/2011 
	ACTPS Classification 
	Minimum Salary ($) at 18/8/2011 

	APS 1 
	APS 1 
	32,800 
	ASO 1 
	39,588 

	APS 2 
	APS 2 
	43,100 
	ASO 2 
	44,804 

	APS 3 
	APS 3 
	49,100 
	ASO 3 
	51,032 

	APS 4 
	APS 4 
	55,300 
	ASO 4 
	56,879 

	APS 5 
	APS 5 
	61,600 
	ASO 5 
	63,440 

	APS 6 
	APS 6 
	67,900 
	ASO 6 
	68,515 

	EL 1 
	EL 1 
	86,000 
	SOG C 
	86,750 

	Table 51: APS Salary Thresholds, compared to ACTPS ASO grades 
	Table 51: APS Salary Thresholds, compared to ACTPS ASO grades 


	Threshold salaries have been calculated by the APSC as the sum of base salary (an element of remuneration not found in the ACT). To that extent, the APSC’s salary thresholds are not directly comparable to ACT minima. However, as we set out in detail below, for most employees at classifications levels below EL 1, performance bonuses in the APS are relatively modest. 
	plus performance pay 

	On the one hand we can say that ACTPS salaries are not so low as to be completely uncompetitive in the Canberra public service labour market. On the other hand, we know that the position of the lowest paid APS agencies relative to the ACTPS will improve in the course of the current APS bargaining round by a factor greater than the most recent ACTPS pay increase. Further information is provided at section 13.5 and Annexe M: . 
	The APSC’s remuneration strategy is mirrored by a similar approach to employment conditions. The APSC has issued proposed standard terms and conditions of employment, which are reproduced earlier in this report (Table 18). 
	13.4 APS REMUNERATION DATA 
	51 APS enterprise agreementswere examined for the purpose of informing Element 2 of this Review. While a detailed examination of these has been informative to identify common themes, we believe there is no special value in deluging readers with data in this report. Given the complexity of the landscape, we consider that the competitive position of the ACTPS is most easily appreciated by using descriptive statistics. 
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	The 2010 APS Non-SES Remuneration Survey was published on the APSC’s website on 31 August 2011. Compiled by Mercer (Australia) Pty Ltd from data drawn directly from the personnel records of over 150,000 non-SES employees in 105 APS agencies, the survey provides comprehensive statistics for: 
	
	
	
	

	base salary, 

	
	
	

	total remuneration (including superannuation, car, and other benefits) 


	
	
	
	
	

	total rewards (including performance and retention bonuses). The report provides: 

	the spread of remuneration from the minimum to maximum 
	


	
	
	

	25th, 50th and 75th percentile and arithmetic mean The report also features tables and commentary regarding the incidence of cars and other benefits, and performance and retention bonuses. 


	13.4.1 Superannuation 
	The employer superannuation contribution for new recruits to the APS is 15.4% under the PSSap, compared to the 9% the ACT Government pays to First State Super on behalf of its new starters. 
	13.4.2Performance Bonuses 
	The next most significant element of remuneration in the APS is pay based on performance. Not all APS enterprise agreements make provision for performance-based pay, and, of course, not all employees who may be eligible for a bonus will be successful. The following Table describes the availability of performance bonuses in the APS. 
	Classification 
	Classification 
	Classification 
	% of APS employees eligible for performance bonuses under enterprise agreements 
	% of eligible APS employees receiving performance bonuses under enterprise agreements 
	Median/average value of bonus 

	Graduate 
	Graduate 
	13 
	6 
	NIP/NIP 

	APS 1 
	APS 1 
	24 
	11 
	665/582 

	APS 2 
	APS 2 
	24 
	25 
	665/572 

	APS 3 
	APS 3 
	28 
	9 
	665/731 

	APS 4 
	APS 4 
	27 
	4 
	NIP/836 

	APS 5 
	APS 5 
	27 
	15 
	681/856 

	APS 6 
	APS 6 
	29 
	14 
	796/1,129 

	EL 1 
	EL 1 
	30 
	17 
	933/2,101 

	EL 2 
	EL 2 
	35 
	24 
	2,466/5,264 

	Table 52: Availability of Performance Bonuses in the APS 
	Table 52: Availability of Performance Bonuses in the APS 


	NIP = No information provided 
	Two-thirds of performance bonuses are paid as cash lump sums, and 29% as increases to ongoing salary. 
	In this regard we note that EL 2s in a small number of APS agencies can only access the highest points in the EL 2 salary range on the basis of high performance. 
	Information circulates about exceptionally high performance bonuses ($40,000 and more), but these are only found above the 95th percentile – that is, they are . 
	exceptionally rare

	13.4.3Retention Bonuses 
	Retention bonuses are not widespread in the APS, as the following Table demonstrates: 
	Classification 
	Classification 
	Classification 
	Number of APS agencies paying retention bonuses 
	% of APS employees receiving retention bonuses 
	Median/average value of bonus 

	Graduate 
	Graduate 
	5 
	neg. 
	NIP/NIP 

	APS 1 
	APS 1 
	11 
	neg. 
	NIP/NIP 

	APS 2 
	APS 2 
	12 
	1% 
	NIP/NIP 

	APS 3 
	APS 3 
	12 
	neg. 
	NIP/1,042 

	APS 4 
	APS 4 
	15 
	1% 
	1,000/1,397 

	APS 5 
	APS 5 
	15 
	neg. 
	1,000/1,350 

	APS 6 
	APS 6 
	17 
	neg. 
	1,000/1,468 

	EL 1 
	EL 1 
	22 
	1% 
	1,000/2,363 

	EL 2 
	EL 2 
	23 
	2% 
	1,000/3,400 


	NIP 
	NIP 
	NIP 
	= 
	No information provided (data withheld to preserve confidentiality) 

	neg. = 
	neg. = 
	Negligible 

	TR
	Table 53: Availability of Retention Bonuses in the APS 


	These are modest retention bonuses, well below the levels for SEAs in the ACTPS. This may indicate that a more significant gap exists between ACTPS salaries and salaries paid in the external labour market. It is also consistent with Mercer’s findings that the salary dispersion between APS agencies is generally quite narrow. Only small incentives are required to convince employees to stay with their current employer. 
	13.4.4Motor Vehicle Benefits 
	There is no evidence of widespread use of motor vehicles as an important element of total remuneration. Mercer measured both exclusive and partial uses of motor vehicle in the APS for 2010, and found that benefits of this kind were limited to EL 1s and EL 2s. Less than 0.5% of EL 1s received a car benefit (averaging $25,405 in 2010), and only 1% of EL 2s benefited in this way (average = $27,838). In 
	There is no evidence of widespread use of motor vehicles as an important element of total remuneration. Mercer measured both exclusive and partial uses of motor vehicle in the APS for 2010, and found that benefits of this kind were limited to EL 1s and EL 2s. Less than 0.5% of EL 1s received a car benefit (averaging $25,405 in 2010), and only 1% of EL 2s benefited in this way (average = $27,838). In 
	addition, around 1% of EL 1s received a cash benefit in lieu of a car (average = $23,197). While they are not at all widespread, the value of a car benefits adds substantially to the upper boundary values for total remuneration for EL 1s and EL 2s, and perhaps sketches out a misleading picture of the value of employment contracts across the APS. For this reason, car benefits will be disregarded in the comparative analysis provided below. 

	Similar car benefits are available to ACTPS employees: 
	
	
	
	

	salary sacrifice from within existing salary (exclusive use), 

	
	
	

	a special term of a Special Employment Arrangement, in well-justified cases (exclusive use), 

	
	
	

	limited home garaging of ACTPS fleet vehicles (partial use). 


	13.4.5Broadbanding 
	Broadbanding is a feature of every APS enterprise agreement. In principle, broadbanding must have some impact on the reported salaries at each level of the APS classification structure, because an employee’s salary at a higher work level within a broadband will be reported against the employee’s actual classification (which remains their original ongoing classification), thereby inflating the salary reported at the statistical level. 
	However, as we pointed out in our Element 1 report, only 1.2% of APS employees actively benefit from these arrangements. The impact of higher than normal reported salaries would be diluted by and distributed between the remaining 98.8% of job occupants whose reported salaries accurately reflect the salaries usually paid to employees at each classification level. Therefore, we have decided to proceed on the basis that ignoring this factor will have a negligible impact on the conclusions that can be validly d
	13.5 APS SALARY BENCHMARKS 
	The APS should not be seen as a single competitor, but as several competitors in the same market. Competition for skilled labour is as strong between APS agencies as it is between the ACTPS and the APS in general. 
	Prospective employees will see their Employee Value Proposition (EVP) being met to differing degrees by the each APS agency. The ACTPS will similarly have unique appeal to certain prospective employees. The question is: “For prospective employees whose EVP includes salary, how well does the ACTPS compete with the APS?” 
	In the process of identifying appropriate benchmarks, we have excluded: 
	
	
	
	

	Performance bonuses – because they are not a feature of ACTPS remuneration policy, and are not universally paid in the APS, 

	
	
	

	Retention bonuses – because we wish to distinguish salary that is based on reasonably comparable work value for occupations from salary that is based on the market position of individuals, 

	
	
	

	Motor vehicle benefits – because they are not widely applied in either the 


	APS or ACTPS, We have also disregarded superannuation for the purpose of fixing general remuneration benchmarks. We have taken this approach on the basis that: 
	
	
	
	

	In the medium term – 2-5 years – the relative positions of the ACTPS and APS in relation to superannuation may well change. The Federal Government plans to legislate to gradually increase compulsory superannuation contributions to 12% over that time frame. The relative advantage of the APS would drop from 5.9% ((115.4%/109%) – 1) to 3.0% ((115.4%/112%) – 1). 

	
	
	

	The advantages the ACTPS has in relation to a range of employment conditions (referred to earlier in this report) ameliorates the superannuation gap to some degree. 


	The CPSU has said that we have down played “the significant difference between the two services in respect to superannuation arrangements.” To some degree, this is true. However, in addition to the expected reduction in the differential, we observe that: 
	
	
	
	

	CSS and PSS members employed by the APS are generally entitled to remain in those schemes if they transfer to the ACTPS, with similar rights for ACTPS employees moving in the other direction. That is, superannuation is not a barrier to movement for more experienced employees with knowledge, skills and experience relevant to public adminsitration. 

	
	
	

	For new entrants to the ACT workforce, over half of all employment is in the private sector, where the employer’s superannuation contribution is generally just 9%. 

	
	
	

	There is a considerable flexibility available these days to employers and employees in relation to salary sacrifice for superannuation purposes. Whether for the purpose of retaining existing employees or attracting new employees, it is open to the employer to enter into arrangements that support an employee to make higher levels of superannuation contributions. 


	On that basis, we will compare APS non-SES remuneration survey data with actual rates paid under ACT enterprise agreements. 
	We also note that: 
	
	
	
	

	The salary data from the Mercer survey is now eleven months old, 

	
	
	

	ACTPS enterprise agreement rates have recently risen by 3.5%, and will rise again in July 2012 by 3.5%, and 

	
	
	

	Rates of pay under APS enterprise agreements may be expected to rise over the course of 2011-2014 by an average of 3% per annum, consistent with the APSC’s pay policy for the 2011-2014 triennium. 


	We therefore conclude that it is appropriate to apply a 3% uplift factor to 2010 level benchmarks, to establish benchmark remuneration points that are compatible with expected salary increases under APS enterprise agreements. 
	We indicated earlier in this report that fair market rates would not necessarily be the highest rates in the market, nor necessarily even the average rates. 
	At a minimum, it is important to maintain existing relativities between the ACTPS and APS. But above this level, how do we judge what salary benchmarks are appropriate? 
	The CPSU has provided information on the ranking of maximum salaries for ACTPS ASO and Senior Officer classifications relative to APS counterparts. The rankings show that ACTPS salaries for these grades lag APS salaries to a marked degree. 
	Grade 
	Grade 
	Grade 
	Data points 
	Rank 
	Percentile 

	ASO1 
	ASO1 
	86 
	69th 
	20 

	ASO2 
	ASO2 
	88 
	72nd 
	18 

	ASO3 
	ASO3 
	91 
	79th 
	13 

	ASO4 
	ASO4 
	90 
	77th 
	14 

	ASO5 
	ASO5 
	91 
	82nd 
	10 

	ASO6 
	ASO6 
	91 
	78th 
	14 

	SO C 
	SO C 
	90 
	87th 
	3 

	SO B/A 
	SO B/A 
	90 
	78th 
	13 

	Table 54: Ranking of ACTPS and APS salary maxima -CPSU data base at 31 December 2011 
	Table 54: Ranking of ACTPS and APS salary maxima -CPSU data base at 31 December 2011 


	The inverse to the percentile in the last column is a measure of the potential recruits who would not bother to apply for an ACTPS position on the basis of salary alone. For example, we might expect almost all persons looking for employment at APS EL1 level to ignore almost all ACTPS SO C advertisements. 
	This information confirms what we already conclude on the basis of inspecting ACTPS enterprise agreements and the Mercer survey data: ACTPS salaries are not competitive in the Canberra public service labour market. 
	We also consider it unlikely that this degree of relative disadvantage in salary would be overcome for the majority of employees and potential employees by the advantages the ACTPS offers in relation to parental leave, personal/carer’s leave and similar family friendly and community friendly provisions (although these may be given a value much higher than salary for a large number of people, and may have a positive impact on retention levels). 
	Having considered the foregoing, we have adopted the following salary benchmarks for ASOs and Senior Officers: 
	 
	 
	 
	We propose comparing ACTPS ASO 2-6 and Senior Officer Grade C and B pay rates at 18 August 2011 with the uplifted 2010 values for the first quartile and median salary points of the corresponding APS classification structure. 

	 
	 
	We propose that Senior Officer Grade A rates be compared with the median and third quartile of APS EL 2 salaries. We do so because the APS EL 2 classification encompasses the work value of both Senior Officer Grade B and Grade A. 


	Our intention in adopting these benchmarks is to: 
	 
	 
	 
	identify the grades most in need of attention, 

	 
	 
	determine the approximate level of salary required to bring minimum and maximum salaries for each grade up to the point where between 25% and 50% of suitable recruits would choose employment in the ACTPS based on salary alone. 


	Similar comparisons are made for other categories of employee intended to be translated into the Support Services Career Cluster. 
	In the following tables we have assigned ACTPS salary ranges for Senior Officers to three categories: 
	Competitive – There is a comfortable overlap of ACTPS salaries with the 
	designated APS inter-quartile range. 
	Marginally competitive – Only one salary point in the ACTPS salary range 
	that overlaps the relevant APS inter-quartile values. 
	Not competitive – None of the ACTPS salary points overlap the relevant 
	APS range. 
	13.6 SENIOR OFFICERS 
	ACTPS rates at 18/8/2011 
	ACTPS rates at 18/8/2011 
	ACTPS rates at 18/8/2011 
	Lower APS benchmark 
	Upper APS benchmark 
	Assessment 

	SO C $86,750 $93,535 
	SO C $86,750 $93,535 
	EL 1 Q1 $95,664 
	EL 1 Median $100,193 
	Not competitive 

	SO B $102,499 $107,797 $115,387 
	SO B $102,499 $107,797 $115,387 
	EL 2 Q1 $118,553 
	EL 2 Median $124,311 
	Not competitive 

	SO A $119,042 
	SO A $119,042 
	EL 2 Median $124,311 
	EL 2 Q3 $128,335 
	Not competitive 

	Table 55: ACTPS SO Salaries at 18/8/2011 & adjusted APS benchmarks 
	Table 55: ACTPS SO Salaries at 18/8/2011 & adjusted APS benchmarks 
	10 



	We conclude from the foregoing that competitive salaries for the Senior Officer category, relative to APS benchmarks, are properly set in the range of ~$95,000 to $128,335. 
	The structure of the Shared Salary Spine will be the subject of our Element 3 report. The above salary benchmarks foreshadow the post-translation salary levels that should be achieved for these grades. 
	State Government Employers 
	We have proposed potentially significant increases in base salary for Senior Officers Grades C, B and A (and their equivalents in the professional and technical streams). Are these proposals reasonable in the context of non-APS employers? 
	The following jurisdictions make use of narrative work level descriptors (WLDs) to define the work required to be performed at each level for some or all of its employment categories: 
	Queensland 
	Queensland 
	Queensland 
	QPS award Professional, technical, operational and administrative streams 

	Brisbane City Council 
	Brisbane City Council 
	BCC salaried staff award Professional, administrative and technical staff 

	Victoria 
	Victoria 
	VPS enterprise agreement VPS Officers 1-7 – all major job categories included 

	Tasmania 
	Tasmania 
	TSS award 10-band general category 4-band professional category Dentists and health professionals not included 

	South Australia 
	South Australia 
	SA Public Sector Interim Award 

	Table 56: Public Sector jurisdictions using Work Level Descriptors 
	Table 56: Public Sector jurisdictions using Work Level Descriptors 


	Survey data (base salary) at 31/12/2010 uplifted by 3.0% 
	10 

	South Australia Included in SA public sector enterprise agreements for new classification structures such as Allied Health Professional and Medical Scientist. WLDs for longer established classifications (including SAPS professional, technical, operational and administrative streams) are under review and following revision are expected to be inserted into enterprise agreements 
	We have examined and compared WLDs for the topmost grades in the administrative stream in each jurisdiction, to identify Senior Officer equivalents. We have come to the conclusion that the following grades are close work value equivalents to the ACTPS Senior Officer grades: 
	Jurisdiction 
	Jurisdiction 
	Jurisdiction 
	Senior Officer A equivalent grade 
	Salary range 

	Tasmania 
	Tasmania 
	TSS Band 9 
	$114,321-131,469 

	Victoria 
	Victoria 
	VPS Officer Level 6 Value Range 2 
	$109,593-125,443 

	Queensland 
	Queensland 
	Administrative Level 8 
	$101,610-107,467 

	South Australia 
	South Australia 
	ASO 8 
	$100,717 

	Table 57: Inter-jurisdictional comparison of SOA equivalent levels 
	Table 57: Inter-jurisdictional comparison of SOA equivalent levels 


	We have not used TSS band 10, because it is intended to be reserved for special cases, including work requiring high level skills in short supply. 
	Jurisdiction 
	Jurisdiction 
	Jurisdiction 
	Senior Officer B equivalent grade 
	Salary range 

	Victoria 
	Victoria 
	VPS Officer Level 6 Value Range 1 
	$93,740-109,592 

	Brisbane City Council 
	Brisbane City Council 
	BCC Level 8 
	$99,090-107,545 

	Tasmania 
	Tasmania 
	TSS Band 8 
	$97,036-104,522 

	Queensland 
	Queensland 
	Administrative Level 7 
	$91,712-98,341 

	Table 58: Inter-jurisdictional comparison of SOB equivalent levels 
	Table 58: Inter-jurisdictional comparison of SOB equivalent levels 


	Jurisdiction 
	Jurisdiction 
	Jurisdiction 
	Senior Officer C equivalent grade 
	Salary range 

	Victoria 
	Victoria 
	VPS Officer Level 5 Value Range 2 
	$84,446-92,467 

	Table 59: Inter-jurisdictional comparison of SOC equivalent levels 
	Table 59: Inter-jurisdictional comparison of SOC equivalent levels 


	Even though VPS Officer Level 5 is a “senior” grade in the context of the VPS Officer classification structure, we are not convinced on the basis of the available WLSs that it is a “strong” Senior Officer comparator grade. 
	In relation to the Northern Territory, in the absence of WLDs, we have examined job descriptions for recently advertised jobs at Senior Administrative Officer 1 ($96,560-107,875) and Senior Administrative Officer 2 ($111,395-121,412) and concluded that the latter grade is equivalent in work value terms to the ACT’s Senior Officer Grade A, with some overlap with the ACT Grade B. Senior Administrative Officer 1 job descriptions align closely with Senior Officer Grade C, with some overlap with the ACT Grade B.
	It is important to note that comparing WLDs and job descriptions across jurisdictions requires a degree of interpretation of terms, and some judgment to be exercised in comparing documents that are often dissimilar in structure and content. In this case, we decided that, unless a comparison was obvious, it would not be used. In some cases, the interstate comparison grade was broad enough to make a reasonably close match with more than one ACTPS level. 
	In the absence of detailed work level descriptors, and the limited incidence of recent job advertisements at senior levels, the situation in NSW is more difficult to gauge. In the absence of evidence of this direct kind, we have turned to a comparison of scores under the Mercer CED Job Evaluations system. Publicly available points-to-grade tables under the Mercer CED system for senior administrative grades in the APS, Queensland and NSW permit a broad comparison to be made in relation to the factors that th
	Australian Public Service 
	Australian Public Service 
	Australian Public Service 
	Queensland 
	New South Wales 

	Grade 
	Grade 
	Points 
	Grade 
	Points 
	Grade 
	Points 

	APS6 
	APS6 
	350-429 
	AO6 
	385-498 
	AO 7/8 
	320-414 

	EL1 
	EL1 
	430-500 
	AO 9/10 
	415-524 

	TR
	AO7 
	490-599 
	AO 11/12 
	525-669 

	EL2 
	EL2 
	501-684 
	AO8 
	600-719 


	Table 60: Mercer CED points for SOs equivalent grades across jurisdictions 
	On that basis, we suggest that the following broad relationships may be established 
	ACTPS Grade 
	ACTPS Grade 
	ACTPS Grade 
	Corresponding NSW grade 
	Salary range 

	Senior Officer C 
	Senior Officer C 
	Administrative Officer 10 
	$91,303-100,623 

	Senior Officer B 
	Senior Officer B 
	Administrative Officer 11 
	$105,602-110,079 

	Senior Officer A 
	Senior Officer A 
	Administrative Officer 12 
	$116,974-122,128 

	Table 61: Comparison of SOs with corresponding grades in NSW jurisdiction 
	Table 61: Comparison of SOs with corresponding grades in NSW jurisdiction 


	Summarising this material: 
	
	
	
	

	Senior Officer A – At $119,042, the ACT compares favourably with the minimum salaries for corresponding grades in other jurisdictions, but lags maximum salaries elsewhere. NSW, Victoria and Tasmania are market leaders. The proposed maximum salary (~$128,000) would be highly competitive in the national public sector labour market, as well as the local (i.e. Canberra-based APS) labour market. 

	
	
	

	Senior Officer B – Jurisdictional equivalents have a wide range of salaries - $91,712 to $109,592. Senior Officer B lowest/highest salaries already exceed these lowest/highest points. 

	
	
	

	Senior Officer C – Salaries above $91,303 would be competitive with close counterparts in other jurisdictions. Salaries for Grade C presently commence at $86,750. 


	More complete information is at Table 86 in Annexe I: . 
	We conclude that the ACT is presently highly competitive with obvious Senior Officer comparator grades in other public services at the level of Senior Officer Grade B. Grade A lies in the middle of the market for work of this kind. There is some weakness at Grade C. We note that the case for an increase in rates for Senior Officers is not so well-supported by the interstate comparisons as the comparison with APS benchmarks set out earlier in this Report. Having said that, we consider that the APS in Canberr
	13.7 ASOS 
	APS 1 survey data includes data for employees receiving age-related pay rates. The ACTPS has abolished junior rates for all classifications. On that basis, it is not possible to make a useful comparison based on the 2010 survey data. An examination of adult salary rates in actual APS agreements (see Annexe M: ) confirms for us that ACTPS ASO 1 pay rates are generally comparable with APS 1 adult pay rates, at the lowest salary points. At higher levels, the lower number of salary points (that is, faster progr
	ACTPS 18/8/2011 
	ACTPS 18/8/2011 
	ACTPS 18/8/2011 
	Lower APS benchmark 
	Upper APS benchmark 
	Assessment 

	ASO 2 $44,804 $46,036 $47,246 $48,470 $49,683 
	ASO 2 $44,804 $46,036 $47,246 $48,470 $49,683 
	APS 2 Q1 $48,220 
	APS 2 Median $50,710 
	Competitive 

	ASO 3 $51,032 $52,359 $53,682 $55,076 
	ASO 3 $51,032 $52,359 $53,682 $55,076 
	APS 3 Q1 $53,726 
	APS 3 Median $56,214 
	Marginally competitive 

	GAA $56,879 $58,685 
	GAA $56,879 $58,685 
	APS Grad Q1 $50,770 
	APS Grad Median $53,040 
	Competitive 

	ASO 4 $56,879 $58,685 $60,210 $61,756 
	ASO 4 $56,879 $58,685 $60,210 $61,756 
	APS 4 Q1 $60889 
	APS 4 Median $63,138 
	Marginally competitive 

	ASO 5 $63,440 $65,423 $67,269 
	ASO 5 $63,440 $65,423 $67,269 
	APS 5 Q1 $66,960 
	APS 5 Median $69,028 
	Marginally competitive 

	ASO 6 $68,515 $70,223 $72,145 $75,771 $78,705 
	ASO 6 $68,515 $70,223 $72,145 $75,771 $78,705 
	APS 6 Q1 $76,167 
	APS 6 Median $80,159 
	Marginally competitive 

	Table 62: ACTPS ASO Salaries at 18/8/2011 & adjusted APS benchmarks
	Table 62: ACTPS ASO Salaries at 18/8/2011 & adjusted APS benchmarks
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	Survey data (base salary) at 31/12/2010 uplifted by 3.0% 
	11 

	Bringing together the foregoing information suggests to us that ASO3, ASO 4, ASO 5 and ASO 6 require adjustment to bring them back into a competitive position in the local labour market. But the level of deviation is different –no across the board adjustment will be effective in achieving closer comparability at every level. 
	Administrative Service Officers – Entry Grades 
	The following Table summarises the salary scales for pay rates for the first two grades of the ASO and interstate equivalents, chosen to show early career salary progression for entry level staff. 
	State 
	State 
	State 
	Entry level 
	Promotion level 
	Total pay points 

	ACT 
	ACT 
	$39,588 
	$43,752 
	$44,804 
	$49,683 
	4+5=9 

	NT 
	NT 
	$40,000 
	$43,416 
	$43,967 
	$47,868 
	5+5=10 

	Queensland 
	Queensland 
	$33,444 
	$37,112 
	$41,278 
	$48,779 
	3+8=11 

	BCC 
	BCC 
	No equivalent 
	$44,252 
	$47,214 
	0+5=5 

	NSW # 
	NSW # 
	$40, 662 
	$45,428 
	$47,108 
	$52,784 
	8+0=8 

	Victoria 
	Victoria 
	$37,206 
	$39,496 
	$40,711 
	$46,564* 
	4+8=12 

	Tasmania** 
	Tasmania** 
	$35,511 
	$39,173 
	$39,963 
	$44,233 
	4+4=8 

	South Australia 
	South Australia 
	$36,964 
	$41,831 
	$44,479 
	$48,143 
	6+3=9 

	Notes: # NSW has only one grade at this level. The 1st, 4th, 5th and 8th salary points are shown * Maximum value of VPS Officer Grade 2, Value Range 1 ** Advancement to the promotion level is on the basis of a performance assessment 
	Notes: # NSW has only one grade at this level. The 1st, 4th, 5th and 8th salary points are shown * Maximum value of VPS Officer Grade 2, Value Range 1 ** Advancement to the promotion level is on the basis of a performance assessment 

	Table 63: Early-career rates for ASO-equivalents across jurisdictions 
	Table 63: Early-career rates for ASO-equivalents across jurisdictions 


	Summarising the foregoing: 
	
	
	
	

	ACT is 3rd out of 7 for entry level clerical salaries 

	
	
	

	ACT is 3rd out of 7 at the top of the entry salary range 

	
	
	

	ACT is 3rd out of 8 at the first promotion level. 

	
	
	

	ACT is 2nd out of 8 at the top of the first promotion level 


	NSW is the leader in all cases More complete information is at Table 86 in Annexe I: . 
	

	This suggests to us that, in the context of their interstate counterparts, ASOs 1 and 2 enjoy a reasonably satisfactory position. No adjustment is required to reach “fair market rates” on the basis of this evidence by itself. 
	Administrative Service Officers – Levels 3-6 
	Having considered that lowest and highest levels in the ASO/SO structure, we do not consider it fruitful to examine jurisdictional similarities and differences for these grades at this point in time. We will be concerned in our Element 3 report to construct a Shared Salary Spine that, amongst other things, addresses the need to establish reasonable internal relativities. 
	We recognise that the Shared Salary Spine must also embody externally determined fair market rates at all levels. We will test each level of the Shared Salary Spine against selected benchmarks and market rates as part of our Element 3 report. The objective will be to attach grades to the new spine in a way that is fair, whether looked at from the perspective of established market rates or internal salary relativities. 
	13.8 SCHOOL ASSISTANTS 
	In our Element 1 report, we suggested that School Assistants would be allocated to the People Services Career Cluster. On the basis of feedback from ETD and the CPSU, we acknowledge that it may be disruptive to managing the career opportunities of these staff for them to be separated from other ASO-classified staff working in the education system. 
	We do not consider there is justification for changing this relationship with the ASO grades. Nor is there a need to recommend different rates of pay, on the basis of the comparison of full-time rates of pay in the following Table. 
	ACT 
	ACT 
	ACT 
	NT 
	QLD 
	NSW 
	VIC 
	SA 

	SASST 2 $44,804 
	SASST 2 $44,804 
	ASST TEA 1 $40,375 
	TAOO2 $41,278 
	SASST $41,420 
	ES 1 $37,795 
	SSO 1 $38,234 

	$46,036 
	$46,036 
	$42,286 
	$41,771 
	$39,386 
	$40,213 

	$47,246 
	$47,246 
	ASST TEA 2 $43,972 
	$43,313 
	$42,563 
	$40,978 
	$41,401 

	$48,470 
	$48,470 
	$44,339 
	$43,539 
	$42,747 
	$42,490 

	$49,683 
	$49,683 
	ASST TEA 3 $47,102 
	Soft barrier Cert III/SFA 
	$44,329 
	$44,306 
	$43,582 

	Soft barrier VET Cert 
	Soft barrier VET Cert 
	TAOO3 $44,965 
	$44,768 

	SASST 3 $51,032 $52,359 
	SASST 3 $51,032 $52,359 
	ASST TEA 4 52,086 
	$45,795 $46,718 
	ES 2 $46,057 
	SSO 2 $48,138 

	$53,682 
	$53,682 
	$47,696 
	$47,600 
	$50,121 

	$55,076 
	$55,076 
	$49,195 
	$52,100 

	TR
	TAOO4 $49,718 
	$50,843 

	TR
	Specialist $51,341 
	$52,546 

	TR
	$52,972 $54,587 
	$54,524 

	Table 64: Comparison of School Assistant full-time rates across jurisdictions 
	Table 64: Comparison of School Assistant full-time rates across jurisdictions 


	ACT School Assistant rates also exceed the benchmarks applied to Health Care Assistants and Disability Services Officers who hold a Certificate III ($43,482) or Certificate IV ($44,789). 
	13.9 INFORMATION TECHNOLOGY OFFICERS 
	Table 1 demonstrates that turnover in this profession is less than 10%. The highest rates of attrition are at ITO 1 and ITO 2. On the other hand, SITO turnover rates are almost negligible. Stability at this level may be attributable to the prevalence of SEAs. 
	ACTPS rates at 18/8/2011 
	ACTPS rates at 18/8/2011 
	ACTPS rates at 18/8/2011 
	Lower APS benchmark 
	Upper APS benchmark 
	Assessment 

	ITO 1 $55,076 $56,879 $58,685 $60,210 $61,756 $62,974 
	ITO 1 $55,076 $56,879 $58,685 $60,210 $61,756 $62,974 
	APS 3 Q1 $53,726 APS 4 Q1 $61,185 APS 5 Q1 $60,889 
	APS 3 Median $56,214 APS 4 Median $63,138 APS 5 Median $69,028 
	Competitive Marginally competitive Marginally competitive 

	ITO 2 $68,515 $70,223 $72,145 $75,771 $78,705 
	ITO 2 $68,515 $70,223 $72,145 $75,771 $78,705 
	APS 6 Q1 $76,167 
	APS 6 Median $80,159 
	Marginally competitive 

	SITO C $86,750 $93,535 
	SITO C $86,750 $93,535 
	EL 1 Q1 $95,664 
	EL 1 Median $100,193 
	Not competitive 

	SITO B $102,499 $107,797 $115,387 
	SITO B $102,499 $107,797 $115,387 
	EL 2 Q1 $118,553 
	EL 2 Median $124,311 
	Not competitive 

	SITO A $119,042 
	SITO A $119,042 
	EL 2 Median $124,311 
	EL 2 Q3 $128,335 
	Not competitive 

	Table 65: ACTPS ITO Salaries at 18/8/2011 & adjusted APS benchmarks
	Table 65: ACTPS ITO Salaries at 18/8/2011 & adjusted APS benchmarks
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	ACTPS salary rates for ITOs are only competitive at the level of the beginning professional – that is, a person holding a diploma or degree, but having limited experience. We note that the beginning salary for the ITO 1 is reasonably competitive. 
	Fair market rates for the SITO category, relative to APS benchmarks, are properly set in the range of $95,000 to $128,000 (same as Senior Officers). 
	We supplement the APS benchmark comparisons with the results of the 2011 APESMA/Australian Computer Society Remuneration Survey Report. This survey provides information on general levels of remuneration for Information and Communications Technology (ICT) professionals. 
	Survey data (base salary) at 31/12/2010 uplifted by 3.0% 
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	The APESMA survey organises data around the five-level classification structure found in a number of Modern Award covering professionals. These five levels can be related to each of the levels in the ACT ITO classification structure. 
	The following Table sets out data extracted using the on-line survey reporting tool provided on the APESMA Surveys website. The Level 1 sample size is very small. As well, this data only relates to new graduates with limited experience. 
	Level 
	Level 
	Level 
	ACT ITO Levels 
	Sample Size 
	25th percentile 
	Median 
	75th percentile 
	Mean 

	1 
	1 
	1 
	21 
	40,000 
	46,746 
	50,000 
	46,063 

	2 
	2 
	2 
	180 
	62,078 
	70,000 
	80,000 
	71,550 

	3 
	3 
	C and B 
	440 
	78,000 
	93,000 
	108,750 
	94,817 

	4 
	4 
	B and A 
	310 
	102,000 
	120,000 
	140,000 
	123,458 

	5 
	5 
	A and Exec 
	110 
	120,000 
	147,000 
	183,000 
	157,400 

	Table 66: Profile of APESMA ICT Survey data 
	Table 66: Profile of APESMA ICT Survey data 


	This data demonstrates a much wider spread of salaries for ICT professionals than for engineers (APESMA survey) or APS agreement rates. It confirms that the salaries paid by the ACTPS are behind the general market at senior levels. It also confirms the salary survey information provided to us by Shared Services ICT (then InTACT) in mid-2011. It indicates in particular that rates for SITO B and A need to increase. 
	We note the significant gap between the top of the ITO 1 and the bottom of the ITO 2 salary ranges, which in the ASO stream is occupied by the ASO 5. We suspect that the truncated ITO 1 salary scale would not be attractive for computing professionals with more than a few years experience, and would not operate to retain staff in ITO 1 positions. 
	We recommend, as an interim measure, that the ITO 1 and the ASO 5 be broadbanded. The following Table illustrates this proposal: 
	We recommend, as an interim measure, that the ITO 1 and the ASO 5 be broadbanded. The following Table illustrates this proposal: 
	The combined salary scale would be more appropriate for a professional ICT workforce, and be a better match with APS salary benchmarks. 

	Table
	TR
	TH
	Figure

	At 18/11/2011 
	From 01/07/2012 

	ASO 5 salary points 
	ASO 5 salary points 
	$67,269 $65,423 $63,440 
	$69,623 $67,713 $65,660 

	Existing ITO 1 salary scale 
	Existing ITO 1 salary scale 
	$62,974 $61,756 $60,210 $58,685 $56,879 $55,076 
	$65,178 $63,917 $62,317 $60,739 $58,870 $57,004 

	Table 67: Proposed Interim Broadbanding of ITO 1 and ASO 5 levels 
	Table 67: Proposed Interim Broadbanding of ITO 1 and ASO 5 levels 


	We suggest that access to the higher salary band would be available to employees: 
	
	
	
	

	Who possesses a diploma or degree in computer science or a related field, or who, in the opinion of the relevant Director-General, possesses equivalent knowledge, skills and experience, and 

	
	
	

	Are presently paid at the 4th, 5th or 6th salary point in the ITO 1 salary scale, or have at least 3 years relevant industry experience, and 

	
	
	

	Whose performance in their current role has been assessed as satisfactory or better, and 

	
	
	

	Who have demonstrated in recent work assignments that they possess the ability to work with less supervision and a higher level of independence than is usually expected for employees at ITO 1. 


	Information on salaries applying in other State jurisdictions is at Table 87 in Annexe I: . It is important to note that most State government employers use the general administrative stream to classify ICT professionals. 
	13.10 PUBLIC AFFAIRS OFFICERS 
	Turnover in this small profession (with an average of 24 ACTPS staff in 2010-2011) is moderate – around 8%. 
	ACTPS rates at 18/8/2011 
	ACTPS rates at 18/8/2011 
	ACTPS rates at 18/8/2011 
	Lower APS benchmark 
	Upper APS benchmark 
	Assessment 

	PAO 1 $58,685 $61,536 $64,390 $67,269 
	PAO 1 $58,685 $61,536 $64,390 $67,269 
	APS 4 Q1 $60,889 APS 5 Q1 $66,960 
	APS 4 Median $63,138 APS 5 Median $69,028 
	Competitive Marginally competitive 

	PAO 2 $71,367 $75,332 $81,099 
	PAO 2 $71,367 $75,332 $81,099 
	APS 6 Q1 $76,167 
	APS 6 Median $80,159 
	Competitive 

	PAO 3 $91,162 $103,029 $107,797 
	PAO 3 $91,162 $103,029 $107,797 
	EL 1 Q1 $95,664 
	EL 1 Median $100,193 
	Competitive 

	SPAO 1 $115,387 
	SPAO 1 $115,387 
	EL 2 Q1 $118,553 
	EL 2 Median $124,311 
	Not competitive 

	SPAO 2 $120,969 
	SPAO 2 $120,969 
	EL 2 Median $124,311 
	EL 2 Q3 $128,335 
	Not competitive 

	Table 68: ACTPS PAO Officer Salaries at 18/8/2011 & adjusted APS benchmarks
	Table 68: ACTPS PAO Officer Salaries at 18/8/2011 & adjusted APS benchmarks
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	With the notable exceptions of the PAO 3 and the most junior entrants to the profession, the salaries presently offered to public affairs professionals in the ACTPS are not generally competitive with those on offer in the APS for work at each equivalent work value level. 
	We note at this juncture, as well, that the structure of PAO salary scales are significantly different from ASO, Senior Officer, ITO and other Professional Officer salary scales. 
	Survey data (base salary) at 31/12/2010 uplifted by 3.5% 
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	13.11 AUDITOR-GENERAL’S OFFICE STAFF 
	This category is not homogeneous – the occupations incorporated here include financial auditors, performance auditors, and administrative staff. However, they share the same broadbanded salary structure. 
	The Audit group is unique in having two salary bands, each with two continuous salary ranges. Broadly speaking, the roles of Managers in Band 2 equate to Senior Officer Grades C, B and A in the general administrative stream, with a strong technical/professional leadership flavour demanding specific education and experience. Each employee’s actual salary is fixed by reference to the employee’s qualifications, training, skills, experience and performance. 
	The Mercer APS Remuneration Survey identified no strong difference between job families, except to note that the total remuneration package for APS audit staff was higher than any other job family at APS 2 through to APS 6. Unfortunately, separate base salary data for this group has not been published. 
	With its relatively competitive Band 1 salaries, the ACT Audit-General’s Office enterprise agreement has obviously been written with this circumstance in mind. Despite this, Band 1 Auditor-General’s Office staff have one of the highest turnover rates in the ACTPS – . It is important to note that there is vigorous competition between employers in both the public and private sectors for qualified financial auditors. Paradoxically, turnover at Band 2 (where salaries are generally less competitive) is quite mod
	29.1%

	ACTPS rates at 18/8/2011 
	ACTPS rates at 18/8/2011 
	ACTPS rates at 18/8/2011 
	Lower APS benchmark 
	Upper APS benchmark 
	Assessment 

	Band 1 $43,557 Lower $65,634 
	Band 1 $43,557 Lower $65,634 
	APS 2 Q1 $48,220 APS 3 Q1 $53,726 APS 4 Q1 $60,889 
	APS 2 Median $50,710 APS 3 Median $56,214 APS 4 Median $63,138 
	Competitive Competitive Competitive 

	Band 1 $69,214 Senior $84,727 
	Band 1 $69,214 Senior $84,727 
	APS 5 Q1 $66,960 APS 6 Q1 $76,167 
	APS 5 Median $69,028 APS 6 Median $80,159 
	Competitive Competitive 

	Band 2 $89,501 Manager $96,661 
	Band 2 $89,501 Manager $96,661 
	EL 1 Q1 $95,664 
	EL 1 Median $100,193 
	Marginally competitive 

	Band 2 $102,627 Senior Manager $124,108 
	Band 2 $102,627 Senior Manager $124,108 
	EL 2 Q1 $118,553 EL 2 Median $124,311 
	EL 2 Median $124,311 EL 2 Q3 $128,335 
	Competitive Not competitive 

	Table 69: ACTPS A-GO Salaries at 18/8/2011 & adjusted APS benchmarks
	Table 69: ACTPS A-GO Salaries at 18/8/2011 & adjusted APS benchmarks
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	The maxima and minima of A-GO salary bands should be realigned to correspond with suitable points on the Shared Salary Spine. 
	Survey data (base salary) at 31/12/2010 uplifted by 3.0% 
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	13.12 PROFESSIONAL OFFICERS 
	We have proposed to include non-health/non-engineering professionals such as librarians and archivists in the Support Service Career Cluster. 
	ACTPS rates at 18/8/2011 
	ACTPS rates at 18/8/2011 
	ACTPS rates at 18/8/2011 
	Lower APS benchmark 
	Upper APS benchmark 
	Assessment 

	PO 1 $47,780 $49,682 $52,575 $56,084 $60,009 $63,856 $67,031 
	PO 1 $47,780 $49,682 $52,575 $56,084 $60,009 $63,856 $67,031 
	APS 3 Q1 $53,726 APS 4 Q1 $60,889 APS 5 Q1 $66,960 
	APS 3 Median $56,214 APS 4 Median $63,138 APS 5 Median $69,028 
	Marginally competitive Marginally competitive Marginally competitive 

	PO 2 $68,515 $70,593 $72,571 $75,771 $78,705 
	PO 2 $68,515 $70,593 $72,571 $75,771 $78,705 
	APS 6 Q1 $76,167 
	APS 6 Median $80,159 
	Marginally competitive 

	SPO C $86,750 $93,535 
	SPO C $86,750 $93,535 
	EL 1 Q1 $95,664 
	EL 1 Median $100,193 
	Not competitive 

	SPO B $102,499 $107,797 $115,387 
	SPO B $102,499 $107,797 $115,387 
	EL 2 Q1 $118,553 
	EL 2 Median $124,311 
	Not competitive 

	SPO A $119,042 
	SPO A $119,042 
	EL 2 Median $124,311 
	EL 2 Q3 $128,335 
	Not competitive 

	Table 70: ACTPS PO Salaries at 18/8/2011 & adjusted APS benchmarks
	Table 70: ACTPS PO Salaries at 18/8/2011 & adjusted APS benchmarks
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	Clearly the competitive situation of ACTPS Professional Officer salary scales must be addressed, and should also be realigned to correspond with suitable points on the Shared Salary Spine. 
	Survey data (base salary) at 31/12/2010 uplifted by 3.0% 
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	13.13 RANGE OF MARKET–BASED RATES FOR SUPPORT SERVICES CLUSTER 
	We propose the following key salary points be adopted within this Career Cluster: 
	Lowest Pay Point 
	Lowest Pay Point 
	Lowest Pay Point 
	No less than ~$4o,000 (to meet APS EA salary levels) 

	New graduate entry 
	New graduate entry 

	2-year diploma 
	2-year diploma 
	~$51,000 

	3-year degree 
	3-year degree 
	~$53,500 

	4-year degree 
	4-year degree 
	~$57,000 

	5-year degree 
	5-year degree 
	~$61,000 

	6-year degree 
	6-year degree 
	~$65,500 

	SOC, SITOC 
	SOC, SITOC 
	~$95,000 

	Highest pay point 
	Highest pay point 
	$128,335 
	(APS EL 2 benchmark) 


	Actual rates under a new classification structure will depend on where in the new shared Salary Spine each current pay point conveniently translates. 
	14 LEGAL SERVICES CAREER CLUSTER 
	Initial analysis of this Career Cluster was discussed in the report on Element 1 of the Review, when we reported as follows: 
	14.1 COMPARISON WITH APS AGENCIES 
	The 1990 structure for legal officers has been largely preserved by APS agencies, although a few have opted to reduce the number of pay points from 10 to 9 or 8. Others have extended the range to 11, 12 and even 13 pay points. 
	Current (June 2011) enterprise agreements covering 51 Commonwealth agencies were obtained from the Fair Work Australia website. There were 49 APS agreements and 2 AFP agreements. 
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	The AFP classifies its legal officers at levels 3 to 8 of its unique classification system. ACTPS pay rates are generally competitive with rates offered to legal officers employed by the AFP. 
	The classification and salary structures used by the Commonwealth Parliamentary Counsel (CPC) and Commonwealth Director of Public Prosecutions (CDPP) are discussed separately below. 
	Thirteen other APS agencies provide specific classification structures and salary scales for legal officers. All are based on various forms of broadbanding of their APS 3-EL 2 salary bands. 
	Concentrating on the equivalents of the ACTPS Legal 1, it is notable that evolution over the last two decades has seen about half the APS agencies employing legal officers deciding to repartition Legal 1 into two distinct classifications. The lower grade is usually based on pay points selected from APS 3-APS 6 salary ranges. The upper grade is based on EL 1 salaries. 
	The significance of dividing the grade into two parts is that the movement between the lower and upper levels has the character of a promotion. We do recommend that the ACTPS adopt this approach. However, it is useful to analyse the two work value bands separately, and compare ACTPS and APS practices. 
	not 

	The most common number of pay points in the APS 3-APS 6 segment of the pay scale is 6 or 7. The majority of APS agencies have maintained 3 pay points at the EL 1-equivalent level. At this structural level, the ACTPS legal officer pay scale is not out of step with APS practice. Perhaps as well, it indicates a general level of robustness of the broadbanding system, and its ongoing acceptance amongst APS employers as a model for retaining legal staff. 
	These are referenced at Annexe F: . 
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	ACTPS and APS legal officer salary scales are compared in the Table below: 
	Table
	TR
	Lower work value range (APS 3-APS 6 range) 
	Upper work value range (APS EL 1 range) 

	TR
	TD
	Figure

	Min 
	Max 
	Min 
	Max 

	ACTPS Legal 1 
	ACTPS Legal 1 
	$50,796 
	$73,983 
	$83,816 
	$104,152 

	APS agencies (n=13) 
	APS agencies (n=13) 
	$50,037-57,285 
	$73,172-84,605 
	$83,028-92,164 
	$102,604-111,861 

	Table 71: Comparison of ACTPS and APS Legal 1 salary scales 
	Table 71: Comparison of ACTPS and APS Legal 1 salary scales 


	ACTPS salaries are towards the bottom of the range of salaries offered by APS agencies. Graduate entry salaries for almost all APS agencies are ahead of the rates offered in the ACTPS. 
	 Given that there is now afoot a further enterprise agreement bargaining round in the APS, these rates will grow by about 3% in the coming months. 
	Early-career legal officers might find pay points in the middle and upper levels of the Legal 1 salary range attractive, but the rates on offer to more experienced personnel are not, generally speaking, especially competitive. 
	Comparison with State government employers 
	A survey of industrial awards and enterprise agreements covering legal officers in other jurisdictions (Queensland, New South Wales, Victoria, Tasmania and South Australia) show that ACTPS Legal 1 pay rates are generally quite competitive with rates paid to their interstate counterparts. 
	The Queensland Legal Aid Commission uses five levels of the Queensland Professional Officer classification structure to classify its legal officers. Most other States have maintained a distinctive vocational stream for legal officers. 
	ACTPS Legal 1 is generally competitive up to and including NSW Legal Officer Grade IV. It is important to note, however, that NSW public sector employers frequently advertise legal officer positions as covering more than one grade (e.g. Grades I-II, II-III, or I-III). Advertised commencing salaries differ from agency to agency. 
	Legal 2 – JCSD 
	The forerunner to this classification was known as Principal Legal Officer. The two-point salary scale for this classification is broadly in line with salaries paid to SOAs, SOAEs, SPOAs, SPAO2s, Dentist 3s and Veterinary Officer 4s. 
	Comparison with APS agencies 
	Compared with pay rates for similar work undertaken in the APS, ACTPS salaries are not, in general, especially competitive. 
	Table
	TR
	TH
	Figure

	Min 
	Max 

	ACTPS Legal 2 
	ACTPS Legal 2 
	$113,158 
	$117,809 

	APS agencies (n=13) 
	APS agencies (n=13) 
	$100,441-122,588 
	$117,931-132,212 

	Table 72: Comparison of ACTPS and APS Legal 2 salary scales 
	Table 72: Comparison of ACTPS and APS Legal 2 salary scales 


	We can also apply the same comparison of APS benchmarks to Legal 1 and Legal 2 as we have in the case of Senior Officers previously in this report. 
	ACTPS rates at 18/8/2011 
	ACTPS rates at 18/8/2011 
	ACTPS rates at 18/8/2011 
	Lower APS benchmark 
	Upper APS benchmark 
	Assessment 

	Legal 1 $86,750 upper $93,535 $107,797 
	Legal 1 $86,750 upper $93,535 $107,797 
	EL 1 Q1 $95,664 
	EL 1 Median $100,193 
	Competitive 

	$117,119 
	$117,119 
	EL 2 Q1 $118,553 
	EL 2 Median $124,311 
	Not competitive 

	Legal 2 $121,932 
	Legal 2 $121,932 
	EL 2 Median $124,311 
	EL 2 Q3 $128,335 
	Not competitive 

	Table 73: ACTPS Legal rates at 18/8/2011 with APS Benchmarks 
	Table 73: ACTPS Legal rates at 18/8/2011 with APS Benchmarks 


	Both analyses tend to support the same conclusions. 
	14.2 COMPARISON WITH STATE GOVERNMENT EMPLOYERS 
	The survey of awards and agreements covering legal officers in other jurisdictions show that ACTPS Legal 2 pay rates are reasonably competitive with interstate equivalents. 
	Notable exceptions are: 
	 
	 
	 
	Victoria, where three levels of Senior Technical Specialist are available for senior legal professionals. The pay rates for these grades are substantial, ranging from $127,323 to 173,160. 

	 
	 
	Tasmania, which has recently restructured is middle and senior legal officer salary structure, and now offers its fourth level legal officer up to $127,023 per annum. 

	 
	 
	South Australia has a Legal Services Manager classification in its Legal Aid Commission. Senior legal roles can also be found in the South Australian Executive Service. 


	14.3 ACT PARLIAMENTARY COUNSEL 
	ACTPC uses the Legal 1 and Legal 2 classification structure. As well, a small number 
	of senior positions are classified in the ACT Executive structure. CPC uses a three-level Assistant Parliamentary Counsel classification structure, with overlapping salary bands. 
	Assistant Parliamentary Counsel 1 $54,168-101,053 Assistant Parliamentary Counsel 2 $87,850-106,672 Assistant Parliamentary Counsel 3 $101,053-121,658 
	The ACTPS Legal 1 salary scale is competitive with APC 1 and APC 2 across most of its range, with some weakness at the top. 
	The ACTPS Legal 2 salary scale is generally comparable with that of APC 3. It is important to note that the CPC enterprise agreement includes two further grades of Parliamentary Counsel whose salaries align with the APS SES. 
	We conclude that market rates for the work performed by Legal 1 and Legal 2 counterparts in the APS and other jurisdictions would justify an adjustment to ACT rates, with the objectives of: 
	 
	 
	 
	making employment at the base of Legal 1 attractive to new graduates 

	 
	 
	fixing the rate for an experienced Legal 1 (8th salary point) at a level that is more competitive with the APS EL 1 

	 
	 
	fixing higher rates for Legal 2 that would be more competitive with the APS EL 2 and senior/manager grades in other jurisdictions. 


	To this end, we recommend that: 
	 
	 
	 
	the rate for a new entrant to the profession at the bottom of Legal 1 be at least $57,000 – based on comparisons with other States 

	 
	 
	the rates for Legal 1 staff on the 8th-10th salary points be no less than ~$95,000 

	 
	 
	the rates of Legal 2 be set in the range of $120,000 to $128,335 


	14.4 LEGAL 3 
	As foreshadowed in our Element 1 Report, further discussions have been held with the Government Solicitor and his staff about the requirements to establish a higher level classification for Special Counsel and senior managers in GSO. 
	These discussions are ongoing. 
	14.5 PROSECUTORS 
	We are aware that there is to be a separate work value case mounted for this group, based on interstate comparisons and salary survey data. 
	Prosecutors should be brought into the new classification structure, accommodated with other professional staff under new Work Level Descriptors, even though their placement in the Shared Salary Spine may be unique. There is no good reason for Prosecutors to be treated differently on either count. 
	We will make interim recommendations on their translation in our Element 3 report, for the parties to consider, and to operate as default placement pending resolution of the work value case. 
	14.6 PARALEGALS 
	We have not received any information to suggest that this category is any different in kind or overall work value to other legal support staff and administrative staff employed elsewhere in the ACTPS. 
	Paralegals in other jurisdictions (where the function is separately identified) are usually classified in the administrative and clerical stream. On that basis, the work value comparisons and the market rates conclusions are essentially the same as those set out above for ASOs. 
	Paralegals can and should be translated directly into the new classification system and the Shared Salary Spine, on the basis of the new Work Level Definitions. It will then be open to the Director of Public Prosecutions to create positions within the new work levels, at higher levels in the structure, if that is justified on operational grounds, or to improve the career structure for and retention of paralegal workers. 
	14.7 RANGE OF MARKET–BASED RATES FOR LEGAL SERVICES CLUSTER 
	We propose the following key salary points be adopted within this Career Cluster: 
	New graduate entry 4-year degree ~$57,000 5-year degree ~$61,000 6-year degree ~$65,500 
	Legal 1 (upper) ~$95,000 Highest pay point $128,335 (APS EL 2 benchmark) Special range extension For Prosecutor 5, proposed Legal 3 
	Actual rates under a new classification structure will depend on where in the new shared Salary Spine each current pay point conveniently translates. 
	15 SHARED SALARY SPINE – INITIAL ASSESSMENT 
	On the basis of the information compiled for all Career Clusters, we recommend that a general-purpose Shared Salary Spine (SSS) will extend from the current base of Health Services Officer Level 2 – $38,010 to a point equal to or marginally above the APS EL 2 benchmark identified earlier in this report – $128,335. 
	The highest point in the new salary spine is adequately justified on the basis of other data including: 
	 
	 
	 
	comparisons with salaries paid by other public services for administrative, technical and professional employees in all disciplines, and 

	 
	 
	general market rates for common professions in the range of the 25th to 5oth percentiles. 


	A special-purpose extension to the SSS will accommodate such specialised categories as senior dentists, senior medical physicists and senior radiation therapists, whose enterprise agreement rates already exceed the APS EL 2 benchmark. 
	16 RECOMMENDATIONS 
	On the basis of the information compiled for all Career Clusters, we recommend: 
	1. The ACTPS continue with a two tier approach to determining salaries: 
	 
	 
	 
	Salary scales that reflect fair market rates for the variety of work performed in the ACTPS will continue to be explicitly fixed in enterprise agreements. 

	 
	 
	For occupations demonstrated to be in shortage, supplements may be paid to bring total remuneration up to levels that meet external market remuneration benchmarks. 


	2. 
	2. 
	2. 
	A new general-purpose Shared Salary Spine (SSS) will extend from the current base of Health Services Officer Level 2 – $38,010 – to a point equal to or marginally above the APS EL 2 benchmark identified in Part 12 of this report – $128,335. 

	3. 
	3. 
	A special-purpose extension to the SSS will accommodate such specialised categories as senior dentists, senior medical physicists and senior radiation therapists, whose enterprise agreement rates already exceed the APS EL 2 benchmark. 

	4. 
	4. 
	Special Employment Arrangements be redesigned in line with Section 10.4 

	5. 
	5. 
	Separate disability allowances and separate license allowances for tradespersons will be abolished: these aspects of employment will in future be reflected in the total rate of pay for the job. 

	6. 
	6. 
	Adult apprentices will be paid in the GSO 4 salary range. 

	7. 
	7. 
	A common professional entry scale will be adopted across all professions in all Clusters. 

	8. 
	8. 
	ITO1 and ASO5 will be broadbanded as an interim measure to establish a more suitable salary scale for this profession. 


	17 NEXT STEPS 
	This Report is the second of a series of five reports. In line with the agreed workplan, this Report focuses on market rates. 
	Considerations of detailed classification levels, wage equity and salary spine structure will be addressed in subsequent Elements of the Review. 
	A draft of this Report was circulated on 3 December 2011 to Advisory Panel members for clarification and feedback. Comments and feedback received have been consolidated into this document. 
	18 BIBLIOGRAPHY
	17 

	2011 APESMA/Science & Technology Australia Professional Scientist Remuneration Survey Report 2011, APESMA, Melbourne, Vic. 
	2011 Australian Computer Society Remuneration Survey Report 2011, APESMA, Melbourne, Vic. 
	Attraction and Retention Remuneration Policy 2011, Queensland Public Service, 23 November, viewed 1 December 2011, government-employees/policies/attraction-and-retention-remuneration-incentive-policy 
	http://www.justice.qld.gov.au/fair-and-safe-work/industrial-relations/queensland
	-

	Australian Public Service Commission 2011a, 2010 Australian Public Service Remuneration Survey: Summary of results, 31 August, viewed 28 September 2011, 
	http://www.apsc.gov.au/workplacerelations/remunerationsurvey2010.htm 

	Australian Public Service Commission 2011b, 2010 APS Bargaining Framework: Recommended Common APS Terms and Conditions of Employment (including some model clauses, 1 March, viewed 20 September 2011, 
	http://www.apsc.gov.au/workplacerelations/termsandconditions.html 

	Barr, A & Serneels, P 2004, Wages and Reciprocity in the Workplace, Centre for the Study of African Economies, University of Oxford, July, viewed 20 September 2011, 
	http://economics.ouls.ox.ac.uk/13256/1/2004-18text.pdf 

	Bolton Council n.d., NJC Job Evaluation Questionnaire Guidance for Completion, Bolton Council, viewed 20 September 2011, 
	_ 2008_09_V1.doc 
	http://www.bolton.gov.uk/website/Documents/PayAndGrading/NJC%20JE%20GUIDANCE%20BOOKLET

	Chen, P 2010, ‘Reciprocity at the Workplace: Do Fair Wages Lead to Higher Effort , Productivity, and Profitability?’, Macroeconomic Workshop Series 2010, University of Melbourne, September, viewed 28 September 2011, 
	http://www.economics.unimelb.edu.au/seminars/app/UploadedDocs/Doc612.pdf 

	Community & Hospital Pharmacists’ Remuneration Survey Report 2010 2010, APESMA, Melbourne, Vic. 
	Community Services and Health Industry Skills Council 2011, Environmental Scan 2011, Department of Education Employment and Workplace Relations, March, Canberra. 
	Construction & Property Services Industry Skills Council 2011, Environmental Scan 2011-2012, , Department of Education Employment and Workplace Relations, March, Canberra. 
	APS Enterprise Agreements are separately indexed at Annexe F: . 
	17 

	Coyle-Shapiro, JA & Kessler, I 2002, ‘Exploring Reciprocity through the lens of the psychological contract: employee and employer perspectives’, European journal of work and organizational psychology, vol.11, no.1, pp. 69-86. 
	Dabos, GE & Rousseau, DM 2004, ‘Mutuality and Reciprocity in the Psychological Contracts of Employees and Employers, Journal of Applied Psychology, vol.89, vol.1, pp.52-72. 
	Delbridge, A (ed.) 1995, Macquarie Encyclopedic Dictionary, Macquarie Library, Castle Hill, NSW. 
	Dufwenberg, M & Kirchsteiger, G 2000, ‘Reciprocity and wage undercutting’, European Economic Review, vol.44, pp.1069-1078. 
	Electrocomms and Energy Utilities Industry Skills Council 2011, 2011 Environmental Scan, Department of Education Employment and Workplace Relations, March, Canberra. 
	Fehr, E, Goette, L & Zehnder, C 2009, ‚’The Behavioural Economics of the Labour Market: Central Findings and their Policy Implications’, in CL Foote, L Goette & S Meier (eds), Policymaking Insight From Behavioral Economics, Federal Reserve Bank of Boston, Boston, MA, pp.355-384. 
	Flatau, PR 1997, ‘Fair Wages and Just Outcomes: Marshall and Pigou on the Labour Market and Redistribution’, History of Economics Review, no.26, Winter-Summer, pp.109-124. 
	Government Skills Australia 2011, The Government Skills Australia Environmental Scan 2011, Department of Education Employment and Workplace Relations, March, Canberra. 
	Guidelines for the Implementation of Skill Shortage Allowances n.d., Public Employer Services, Department of Industrial Relations, Employment, Training and Further Education, Sydney, NSW. 
	Hutchings, K, De Cieri, H & Shea, T 2011, ‘Employee Attraction and Retention in the Australian Resource Sector’, Journal of Industrial Relations, vol.53, no.1, February, pp.83-101. 
	Innovation & Business Skills Australia, Environment Scan 2011, Department of Education Employment and Workplace Relations, March, Canberra. 
	Jackson, SE & Schuler, RS 1992, ‘HRM Practices in Service-based Organisation: A role theory perspective’, Advances in Services Marketing and Management, vol.1, pp.123-157. 
	Jefferson, T & Preston, A 2010, ‘Labour Markets and Wages in Australia in 2009’, Journal of Industrial Relations, vol.52, no.3, June, pp.335-354. 
	Jefferson, T & Preston, A 2011, ‘Labour Markets and Wages in Australia: 2010’, Journal of Industrial Relations, vol.53, no.3, June, pp.303-3323. 
	Macquarie Dictionary, see Delbridge 1995. 
	Manufacturing Skills Australia 2011, Environmental Scan 2011, Department of Education Employment and Workplace Relations, March, Canberra. 
	Mercer (Australia) Pty Ltd 2011a, 2010 Broader Market Comparison – APS SES and Non-SES Remuneration, Australian Public Service Commission, August, viewed 20 September 2011, 
	http://www.apsc.gov.au/workplacerelations/2010apsbmreport.pdf 
	http://www.apsc.gov.au/workplacerelations/2010apsbmreport.pdf 

	Mercer (Australia) Pty Ltd 2011b, 2010 APS Non-SES Remuneration Survey, Australian Public Service Commission, August, viewed 20 September 2011, 
	http://www.apsc.gov.au/workplacerelations/2010apsnonsesreport.pdf 
	http://www.apsc.gov.au/workplacerelations/2010apsnonsesreport.pdf 

	O’Brien, M, Valadkhani, A & Townsend, K 2008, ‘The Australian Labour Market in 2007’, Journal of Industrial Relations, vol.50, no.3, June, pp.383-398. 
	O’Shea T & Smith, A 2011, Career Clusters – a new approach to vocational streams for the ACT Public Service, Chief Minister & Cabinet Directorate, ACT Government, 20 September 2011, viewed 30 September 2011, 
	http://www.cmd.act.gov.au/__data/assets/pdf_file/0007/241765/classreview2011.pdf 
	http://www.cmd.act.gov.au/__data/assets/pdf_file/0007/241765/classreview2011.pdf 

	Professional Engineer Remuneration Survey Report 2011 2011, APESMA, Melbourne, Vic. 
	Skilled Migrant Employment Policy Statement 2011, Queensland Public Service, 23 November, viewed 1 December 2011, 
	government-employees/policies/skilled-migrant-employment-policy-statement 
	http://www.justice.qld.gov.au/fair-and-safe-work/industrial-relations/queensland
	-

	Smith, A 2010, Employee Value Proposition, Black Circle, viewed 3 June 2011, 
	_A_Briefing_.pdf 
	www.blackcircle.com.au/media/files/documents/Black_Circle_-_Employee_Value_Proposition_
	-


	Taylor, S 2011, ‘Fact sheet on employee turnover and retention’, Chartered Institute of Personnel and Development, May, viewed 20 September 2011, 
	http://www.cipd.co.uk/hr-resources/factsheets/employee-turnover-retention.aspx 
	http://www.cipd.co.uk/hr-resources/factsheets/employee-turnover-retention.aspx 

	The Merchant Service Guild of Australasia v. The Commonwealth Steam-ship Owners’ Association First Award, 1906—Steamship Crew (1906) 1 CAR 4, O’Connor J, 12 December 1906. 
	The NHS Staff Council Job Evaluation Group 2010, NHS Job Evaluation Handbook, 3edn, February, viewed 20 September 2011, 
	rd 

	http://www.aop.org.uk/uploads/uploaded_files/HOC/nhs_job_evaluation_handbook_third_edition.pdf 
	http://www.aop.org.uk/uploads/uploaded_files/HOC/nhs_job_evaluation_handbook_third_edition.pdf 

	Tziner, A & Birati, B 1996, ‘Assessing employee turnover costs: A revised approach’, Human Resource Management Review, vol.6, no.2, pp.113-122. 
	Annexe A: ACRONYMS & SHORT FORMS 
	Annexe A: ACRONYMS & SHORT FORMS 
	Annexe A: ACRONYMS & SHORT FORMS 

	AAWI 
	AAWI 
	Average Annualised Wage Increase 

	ACT 
	ACT 
	Australian Capital Territory 

	ACTEW 
	ACTEW 
	ACT Electricity & Water 

	ACT Health 
	ACT Health 
	Health Directorate 

	ACTION 
	ACTION 
	ACT Internal Omnibus Network 

	ACTPS 
	ACTPS 
	Australian Capital Territory Public Service 

	ACTTAB 
	ACTTAB 
	ACT Totaliser Agency Board 

	AGL 
	AGL 
	Australian Gas Ltd 

	A-GO 
	A-GO 
	Auditor-General’s Office (ACTPS) 

	AIRC 
	AIRC 
	Australian Industrial Relations Commission 

	AMWU 
	AMWU 
	Australian Manufacturing Workers Union 

	APESMA 
	APESMA 
	Association of Professional Engineers, Scientists and Managers Australia 

	APS 
	APS 
	Australian Public Service 

	APSC 
	APSC 
	Australian Public Service Commissioner 

	AQF 
	AQF 
	Australian Qualifications Framework 

	AQTF 
	AQTF 
	Australian Qualifications Training Framework. 

	ARIn 
	ARIn 
	Attraction and Retention Incentive 

	ASO 
	ASO 
	Administrative Services Officer 

	ASQA 
	ASQA 
	Australian Skills Quality Authority 

	BCC 
	BCC 
	Brisbane City Council 

	BEP 
	BEP 
	Building, Electrical and Plumbing 

	C&P 
	C&P 
	Care & Protection 

	CBC 
	CBC 
	Competency-Based Completion 

	CBCA 
	CBCA 
	Competency Based Salary Advancement 

	CDPP 
	CDPP 
	Commonwealth Director of Public Prosecutions 

	CEO 
	CEO 
	Chief Executive Officer 

	CEPU 
	CEPU 
	Communications, Electrical & Plumbing Union 

	CFC 
	CFC 
	Cultural Facilities Corporation 

	CFMEU 
	CFMEU 
	Construction, Forestry, Mining & Energy Union 


	CIA Construction Industry Allowance CIT Canberra Institute of Technology CMCD Chief Minister’s & Cabinet Directorate CMD Chief Minister’s Department (now part of CMCD) CoAG Council of Australian Governments CPC Commonwealth Parliamentary Counsel CPSU Community & Public Sector Union CSD Community Services Directorate CSP Community Safety Portfolio CSS Commonwealth Superannuation Scheme (now closed) D-G Director-General DA Disability Allowance DEEWR Department of Education, Employment and Workplace Relations 
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	Annexe B: GLOSSARY 
	Adaptability: the ability of a system, organisation or process to respond to emergent requirements and influences unanticipated when it was implemented. 
	Australian Qualifications Framework (AQF): a national system of qualification types covering curriculum-based higher education as well as competency-based learning. 
	Australian Qualifications Training Framework (AQTF): a system of national standards for VET-sector training bodies and registration bodies. 
	Employee Value Proposition (EVP): the relationship between the cost to the employee—the work to be performed---and the quality experienced—the total balance of reward and benefit received as defined by the employee. (Smith 2010a). 
	Flexibility: the ability of a system, organisation or process to respond to a range of different possible requirements and influences at any given time. 
	Human Resource Management (HRM): The Shorter Oxford (1993) defines Human Resources as: “people (esp. personnel or workers) as a significant asset of a business etc”. This conceptualisation of employees, staff and other providers of skills and knowledge as “human capital” parallels the concepts of other inputs such as financial capital and physical assets. Contrasting this, much recent literature of HRM strongly rejects this interpretation, focusing instead on the unique aspects of people that separate them 
	Industry Skills Council (ISC): tasked with responsibility for determining the content of Training Packages. 
	Information Technology Infrastructure Library (ITIL): an IT management framework that provides frameworks and procedures for IT development and IT services management and operation 
	Integrated Public Sector Audit Management (IPSAM): a methodology for internal audit developed jointly by the Victorian and Queensland governments. 
	Mobility: the ability of a person to move across a range of environments. 
	National Reporting System (NRS): A system designed by literacy trainers to assess literacy, numeracy and language skills. 
	National Training Framework (NTF): made up of the AQTF and Training Packages. 
	New Public Management (NPM): Based on conceptualisation of public sector stakeholders as customers, suppliers and shareholders, this approach to public sector management was developed and promoted from the 1980s into the early years of the twenty-first century (Hood 1991). It suggested that reliance on appropriations and shielding from market forces compromised both efficiency and quality; public sector staff were seen to be protected by professional and trade membership: the inevitable outcomes were posite
	Points-Factor: a methodology used for Job Evaluation whereby Jobs are scored for a series of factors, and the points scored are then summed to evaluate the Job’s ranking. 
	PRINCE2: Version 2 of a project management methodology for management of ICT projects, developed by the UK government and in the public domain. 
	Public Good: a product that is not affected by consumption and which is available to all. 
	Public Value (PV): Public Goods , services, outcomes and trust (Kelly et al 2002) produced by government action through relationships between citizens and public servants. 
	Recognition of Current Competency (RCC): acknowledging that skills may decline over time, RCC determines the current status of an individual’s competency. 
	Recognition of Prior Learning (RPL): Assessment of competency gained in previous learning situations 
	Recognition of Prior Learning (RPL): Assessment of competency gained in previous learning situations 
	Registered Training Organisation (RTO): provider of education and assessment services in the VET sector. 

	Senior Secondary Certificate of Education (SSCE): a nationally agreed final year certification of school-based education. Local titles may be used in each state or territory, and the content is set by the relevant state or territory body. 
	Skills Australia: a committee providing expert advice on the federal Minister for Education on workforce issues 
	State Training Authority (STA): state body with authority to register RTOs. 
	Training Package: a set of learning and assessment materials registered for delivery in the VET sector. 
	Vocational and Technical Education (VTE): see Vocational Education and Training. 
	Vocational Education and Training (VET): also referred to as Vocational and Technical Education (VTE), this sector provides learning pathways that provide competencies required for technical, trade, and other job-related area.. 
	Annexe C: CAREER CLUSTERS – SUMMARY 
	Annexe C: CAREER CLUSTERS – SUMMARY 
	Annexe C: CAREER CLUSTERS – SUMMARY 

	Infrastructure Services 
	Infrastructure Services 
	People Services 

	Work in this Clusters undertakes planning and execution of 
	Work in this Clusters undertakes planning and execution of 
	Work in this Cluster provides diagnostic and therapeutic 

	activities to manage, maintain and enhance the natural and 
	activities to manage, maintain and enhance the natural and 
	services and social interventions in health care and/or 

	urban environments to the benefit of the ACT community, 
	urban environments to the benefit of the ACT community, 
	institutional and/or community settings. The cluster 

	and provide specialised support for the operation of public 
	and provide specialised support for the operation of public 
	includes regulated and non-regulated health professions. 

	infrastructure, institutions and services. Vocations relate to 
	infrastructure, institutions and services. Vocations relate to 
	Vocations relate primarily to the delivery of services to 

	the management of the physical assets of the ACT 
	the management of the physical assets of the ACT 
	benefit the people of the ACT community: residents, 

	community. These include land, real estate, buildings, 
	community. These include land, real estate, buildings, 
	rate-payers and property-owners. Examples of vocations 

	vehicles, plant & equipment related to asset management. 
	vehicles, plant & equipment related to asset management. 
	include: 

	Examples of vocations include: 
	Examples of vocations include: 

	Engineers, Town Planners and Surveyors, Construction Project Managers Water Quality testing staff Veterinary workers, Engineering Technical Officers, Drafting Officers, Most GSOs, including those from the building trades stream, metal trades stream and related supervisors, trades assistants and technicians Motor drivers, Stores employees, Rangers, Linen Service Attendants 
	Engineers, Town Planners and Surveyors, Construction Project Managers Water Quality testing staff Veterinary workers, Engineering Technical Officers, Drafting Officers, Most GSOs, including those from the building trades stream, metal trades stream and related supervisors, trades assistants and technicians Motor drivers, Stores employees, Rangers, Linen Service Attendants 
	
	
	
	
	
	
	
	
	

	Dentists and other dental practitioners, Physiotherapists and other therapy professionals, Psychologists, including School Counsellors Social Workers, Diagnostic Radiographers, Radiation Therapists, Nuclear Medicine Technologists, Medical Laboratory Scientists, Diagnostic Pathology Scientists, Technical Officers in health-related fields, Disability Services Officers, Therapy Aides, Health Care Assistants, Cooks and food services employees Patient Service Officers (HSOs) Correctional Officers Youth Workers, 
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	


	Support Services 
	Support Services 
	Legal Services 

	Workers in this cluster assemble, manage, transform and 
	Workers in this cluster assemble, manage, transform and 
	Professionals and paralegals in this career cluster 

	distribute data and information within the ACTPS and 
	distribute data and information within the ACTPS and 
	provide the full range of legal services required by the 

	between the ACTPS and stakeholders (such as ratepayers and 
	between the ACTPS and stakeholders (such as ratepayers and 
	Territory. 

	MLAs), and supervise and manage these functions. Vocations 
	MLAs), and supervise and manage these functions. Vocations 

	relate primarily to the creation, management, 
	relate primarily to the creation, management, 

	transformation, storage and transmission of information. A 
	transformation, storage and transmission of information. A 

	key and growing element of any modern economy, it includes 
	key and growing element of any modern economy, it includes 

	information transmission in and out of the organisation as 
	information transmission in and out of the organisation as 

	well as within it . Examples of vocations include: 
	well as within it . Examples of vocations include: 

	ASOs and Senior Officers in general (eg: staff performing work in areas such as Canberra Connect, finance, human resources, records management, policy), Librarians, Library Officers/Technicians/Assistants Research Officers and Senior Research Officers, Accountants, Economists, Statisticians, Information Technology Officers, Business Analysts, Project Managers, Auditors, Workcover Officers/Managers. Dental Receptionists. School Assistants 
	ASOs and Senior Officers in general (eg: staff performing work in areas such as Canberra Connect, finance, human resources, records management, policy), Librarians, Library Officers/Technicians/Assistants Research Officers and Senior Research Officers, Accountants, Economists, Statisticians, Information Technology Officers, Business Analysts, Project Managers, Auditors, Workcover Officers/Managers. Dental Receptionists. School Assistants 
	
	
	
	
	
	
	
	
	
	
	
	
	

	Legal officers, Prosecutors Paralegal workers 
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	Classification 
	Classification 
	Levels in enterprise agreements (2010-2011 version) 
	No. of distinct grades 
	No. of grades in use at 31/3/2011 NAD: No Accurate Data 

	Administrative Services Officer 
	Administrative Services Officer 
	1, 2, 3, 4, 5, 6 
	6 
	6 

	Senior Officer 
	Senior Officer 
	C, B, A 
	3 
	3 

	Information Technology Officer 
	Information Technology Officer 
	1, 2 
	2 
	2 

	Senior Information Technology Officer 
	Senior Information Technology Officer 
	C, B, A 
	3 
	3 

	Information Technology Officer Trainee 
	Information Technology Officer Trainee 
	1 
	1 

	Public Affairs Officer 
	Public Affairs Officer 
	1, 2, 3 
	3 
	3 

	Senior Public Affairs Officer 
	Senior Public Affairs Officer 
	1, 2 
	2 
	2 

	Public Relations Adviser 
	Public Relations Adviser 
	1, 2 
	2 
	Local title 

	Public Relations Manager 
	Public Relations Manager 
	1, 2 
	2 
	Local title 

	Research Officer 
	Research Officer 
	1, 2 
	2 
	NAD 

	Senior Research Officer 
	Senior Research Officer 
	1, 2 
	2 
	NAD 

	Principal Research Officer 
	Principal Research Officer 
	1 
	NAD 

	Tourism & Events Officer 
	Tourism & Events Officer 
	1, 2, 3, 4, 5, 6 
	6 
	1 

	CTEC Manager 
	CTEC Manager 
	C, B, A 
	3 
	NIL 

	WorkCover Officer 
	WorkCover Officer 
	1, 2, 3, 4, 5, 6 
	6 
	3 

	WorkCover Manager 
	WorkCover Manager 
	C, B, A 
	3 
	1 

	Trust Officer 
	Trust Officer 
	1, 2 
	2 
	2 

	Graduate Administrative Assistant 
	Graduate Administrative Assistant 
	1 
	1 

	Cadet 
	Cadet 
	Practical training Full-time study 
	1 
	1 

	Schools Assistant 
	Schools Assistant 
	2, 2/3, 3 
	3 
	3 

	Disability Support Officer 
	Disability Support Officer 
	1, 2, 3 
	3 
	3 

	Family Services Worker 
	Family Services Worker 
	1 
	1 
	NIL 

	Legal 
	Legal 
	1, 2 
	2 
	2 

	Para Legal 
	Para Legal 
	1, 2, 3 
	3 
	3 

	Prosecutor 
	Prosecutor 
	1L, 1U, 2, 3, SEA 
	5 
	5 

	Custodial Officer 
	Custodial Officer 
	1, 2, 3, 4 
	4 
	NIL 

	Correctional Officer 
	Correctional Officer 
	1, 2, 3, 4 
	4 
	4 

	Veterinary Officer 
	Veterinary Officer 
	1, 2, 3, 4, 5 
	5 
	1 

	Professional Officer 
	Professional Officer 
	1, 2 
	2 
	2 

	Professional Officer CFC 
	Professional Officer CFC 
	1, 2 
	2 
	2 

	Senior Professional Officer 
	Senior Professional Officer 
	C, B, A 
	3 
	3 

	Cadet Professional Officer 
	Cadet Professional Officer 
	Practical training Full-time study 
	1 
	NIL 

	Dentist 
	Dentist 
	1/2, 3, 4 
	3 
	3 

	Dental Receptionist 
	Dental Receptionist 
	1 
	1 


	Classification 
	Classification 
	Classification 
	Levels in enterprise agreements (2010-2011 version) 
	No. of distinct grades 
	No. of grades in use at 31/3/2011 NAD: No Accurate Data 

	Dental Assistant 
	Dental Assistant 
	Unqualified Qualified Principal 
	3 
	3 

	Health Professional 
	Health Professional 
	1, 2, 3, 4, 5, 6 
	6 
	6 

	Health Care Assistant 
	Health Care Assistant 
	1, 2, 3, 4, 5 
	5 
	1 

	Radiation Therapist 
	Radiation Therapist 
	1, 2, 3, 4, 5, 6 
	6 
	6 

	Medical Physics Registrar 
	Medical Physics Registrar 
	5 
	4 

	Medical Physics Specialist 
	Medical Physics Specialist 

	Senior Medical Physics Specialist 
	Senior Medical Physics Specialist 

	Principal Medical Physics Specialist 
	Principal Medical Physics Specialist 

	Chief Medical Physics 
	Chief Medical Physics 

	Canberra Theatre Staff 
	Canberra Theatre Staff 
	1, 2, 3, 4, 5, 6, 7 
	7 
	7 

	General Service Officer 
	General Service Officer 
	2, 3, 4, 5, 6,7, 8, 9, 10 
	9 
	9 

	Health Service Officer 
	Health Service Officer 
	2, 3, 4, 5, 6,7, 8, 9, 10 
	9 
	9 

	Apprentices 
	Apprentices 
	1 
	1 

	Ranger 
	Ranger 
	1, 2, 3 
	3 
	3 

	Sportsground Ranger 
	Sportsground Ranger 
	1 
	1 
	NAD 

	Park Ranger 
	Park Ranger 
	1, 2 
	2 
	NAD 

	Senior Park Ranger 
	Senior Park Ranger 
	3 
	1 
	NAD 

	Facilities Service Officer 
	Facilities Service Officer 
	3, 4, 5, 6, 7, 8 
	6 
	6 

	Facilities Technical Officer 
	Facilities Technical Officer 
	1, 2, 3 
	3 
	1 

	Building Service Officer 
	Building Service Officer 
	1 
	1 

	Sterilising Services Health Service Officer 
	Sterilising Services Health Service Officer 
	3/4 
	1 
	1 

	Sterilising Services Technical Officer 
	Sterilising Services Technical Officer 
	1, 2 
	2 
	2 

	Central Linen Service 
	Central Linen Service 
	1, 2, 3, 4, 5, 6, 7 
	6 
	6 

	Central Linen Service 
	Central Linen Service 
	8, 9, 10 
	3 
	2 

	Stores Supervisor 
	Stores Supervisor 
	1 
	1 

	Senior Stores Supervisor 
	Senior Stores Supervisor 
	1, 2, 3 
	3 
	1 

	Technical Officer 
	Technical Officer 
	1, 2, 3, 4 
	4 
	4 

	Senior Officer (Technical) 
	Senior Officer (Technical) 
	C, B 
	2 
	2 

	Trainee Technical Officer 
	Trainee Technical Officer 
	1 
	1 

	Calvary Hospital Technical Services Officer 
	Calvary Hospital Technical Services Officer 
	1 
	1 

	Clinical Coders 
	Clinical Coders 
	1 
	1 

	Clinical Coders Trainee 
	Clinical Coders Trainee 
	1 
	1 

	Trainees 
	Trainees 
	A, B, C 
	3 
	1 

	TOTAL 
	TOTAL 
	--
	-

	190 
	--
	-



	The Agreements reviewed are referenced at Annexe F: . 
	The Agreements reviewed are referenced at Annexe F: . 
	7 


	The Agreements reviewed are referenced at Annexe F: . 
	The Agreements reviewed are referenced at Annexe F: . 
	8 


	These are referenced at Annexe F: . 
	These are referenced at Annexe F: . 
	9 


	Annexe E: ENTERPRISE AGREEMENTS – CLAUSE D7 
	Annexe E: ENTERPRISE AGREEMENTS – CLAUSE D7 
	Clause D7 of each current (that is, 2010-2011) ACTPS enterprise agreement provides as follows: 
	“ D7 ACTPS Classification Review and Single Salary Spine D7.1 The Chief Minister‘s Department, in consultation with the Agency, will jointly undertake a review of the classification structure in the ACTPS with nominated union representatives. D7.2 The purpose of the review, in order of priority, is to: 
	(a) 
	(a) 
	(a) 
	recommend the most effective way of creating a new vocational stream structure, particularly in relation to identified classifications/categories of workers within a building trades stream, metal trades stream, technical professional stream, legal professional stream and a health professional stream; 

	(b) 
	(b) 
	recommend the appropriate market based salary levels for each proposed vocational stream; 

	(c) 
	(c) 
	consider the most effective way of moving to a single salary spine for the ACTPS; 

	(d) 
	(d) 
	simplify and reduce current classifications wherever possible across the ACTPS by taking into account conditions of employment and other relevant comparators, including market rates and comparators that are considered pertinent to the skills, competencies and general responsibilities required of positions; and 

	(e) 
	(e) 
	recommend an implementation process and related transitional arrangements. 


	D7.3 Any consultancy engaged to conduct the review will be agreed to between Chief Minister‘s Department and the unions and all draft reports will be provided to Chief Minister‘s Department and the unions. 
	D7.4 No employee will be disadvantaged by the outcomes of the review. D7.5 The review will commence as soon as a project plan is agreed. The plan will include a staging of the review elements which recognises the particular emphasis being given to trades; technical professional; health professional and legal professional fields. D7.6 The vocational stream review and the single salary spine review will be completed by 30 June 2011 and the ACTPS classification review by 31 December 2011. D7.7 The outcomes of 
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	Annexe F: APS ENTERPRISE AGREEMENTS 
	Agreement Code or Agreement ID is indicated in [square brackets], prefixed by Print Number and followed by Print Date (where available). 
	PR998806 [AE878769], 01 July 2010 (Attorney-General's Department Enterprise Agreement 2010). PR992365 [AE873074], 08 January 2010 (Australian Agency for International Development Enterprise Agreement 2009 to 2011). PR992364 [AE873073], 08 January 2010 (Australian Bureau of Statistics Enterprise Agreement 2009-2011). PR504830 [AE882762], 08 December 2010 (Australian Customers and Border Protection Service Enterprise Agreement 2010-2011). [AC306079], (Australian Federal Police Collective Agreement 2007-2011).
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	PR991330 [AE872502], 30 November 2009 (Australian Securities & Investments Commission ASIC 1-4 Level Enterprise Agreement 2009-2011). PR996622 [AE877569], 29 April 2010 (Australian Securities & Investments Commission Executive Level Enterprise Agreement 2010-2011). PR998390 [AE878512], 18 June 2010 (Federal Magistrates Court of Australia and Family Court of Australia Enterprise Agreement 2010). PR517371 [AE889767], 23 November 2011 (Department of Health and Ageing Enterprise Agreement 2011-2014). PR504045 [
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	[AE871423], (Department of the Environment, Water, Heritage and the Arts Enterprise Agreement 2009-2011). PR505057 [AE882907], 15 December 2010 (Department of the Prime Minister and Cabinet Enterprise Agreement 2010-2011). PR990435 [AE872058], 04 November 2009 (Treasury Workplace Agreement 2009-2011). 
	[AC316839 -WPA/Old ID: CAUN085558956], (DVA Collective Agreement 2009-2011). PR998236 [AE878405], 11 June 2010 (An Agreement for the Employees of Food Standards Australia New Zealand 2010-2011, Teamwork, People and Performance). [AC326637 -WPA/Old ID: CAUN096147960], (Geoscience Australia Union Collective Agreement 2009-2011). PR996475 [AE877471], 23 April 2010 (IP Australia Enterprise Agreement 2010-2011). 
	[AC316827], (Medicare Australia Collective Agreement 2008-2011). PR989899 [AE871796], 14 October 2009 (Murray-Darling Basin Authority Enterprise Agreement 2009-2011). PR998545 [AE878598], 24 June 2010 (The National Archives of Australia Enterprise Agreement 2010-2011). PR991022 [AE872317], 23 November 2009 (National Capital Authority Enterprise Agreement 2009-2011). 
	[AC326713 -WPA/Old ID: CAUN096188325], (National Film and Sound Archive Collective Agreement 2009-2012). PR998467 [AE878556], 23 June 2010 (National Health and Medical Research Council Enterprise Agreement 2010-2011). PR998231 [AE878400], 11 June 2010 (National Library of Australia Enterprise Agreement 2010-2011). 
	[AC316404 -WPA/Old ID: CAUN085447481], (The National Museum of Australia Workplace Agreement 2008-2011). PR997061 [AE877825], 13 May 2010 (Questacon Enterprise Agreement 2010-2011). PR511376 [AE886699], 08 July 2011 (Office of Parliamentary Counsel Enterprise Agreement 2011-2014). PR990378 [AE872033], 30 October 2009 (Old Parliament House (OPH) Enterprise Agreement 2009-2011). 
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	Annexe G: INFRASTRUCTURE SERVICES CAREER CLUSTER – SALARY TABLES 
	Table 74: Professional Officers 
	Table 74: Professional Officers 
	Table 74: Professional Officers 

	ACT 18/08/2011 PROF. OFFICERS 
	ACT 18/08/2011 PROF. OFFICERS 
	NT 18/08/2011 
	QLD 
	BCC 
	NSW 01/07/2011 PROF. OFFICERS 
	VIC VPS OFFICER 
	TAS 
	SA 

	TR
	TD
	Figure

	Degree 
	TD
	Figure

	TD
	Figure


	PO1 $47,780 
	PO1 $47,780 
	P1 $50,721 
	L2 
	$52,074 
	4.1 
	$57,194 
	Grade1 $53,407 
	Grade1 
	Band1 Prof1 
	PO1 

	$49,682 
	$49,682 
	$52,598 
	$54,996 
	4.2 
	$58,292 
	$55,509 
	min. $37,206 
	R1-1 $50,815 
	3yr deg. 
	$52,535 

	$52,575 
	$52,575 
	$54,544 
	$57,905 
	4.3 
	$59,429 
	$58,604 
	max. $39,496 
	R1-2 $52,888 
	4yr deg. 
	$54,923 

	$56,084 
	$56,084 
	$56,562 
	$60,827 
	4.4 
	$60,551 
	$62,814 
	(4 pay points) 
	R1-3 $57,038 
	3rd 
	$57,311 

	$60,009 
	$60,009 
	$58,655 
	$63,760 
	4.5 
	$61,680 
	$67,267 
	R1-4 $59,585 
	4th 
	$60,892 

	$63,856 
	$63,856 
	$60,823 
	$66,650 
	$71,256 
	Grade2 
	R1-5 $62,216 
	5th 
	$63,280 

	upper $67,031 
	upper $67,031 
	$63,076 
	TD
	Figure

	TD
	Figure

	min. $40,771 
	R1-6 $65,968 
	6th 
	$64,475 

	TR
	TD
	Figure

	$65,410 
	TD
	Figure

	Grade2 $74,745 
	max. $52,357 
	R1-7 $68,385 

	TR
	TD
	Figure

	TD
	Figure

	5.1 
	$63,745 
	$76,961 
	(15 pay points) 
	assessment 
	PO2 

	PO2 $68,515 
	PO2 $68,515 
	P2 $67,367 
	L3 
	$70,013 
	5.2 
	$66,003 
	$79,306 
	Band2 Prof2 
	1st 
	$68,056 

	$70,593 
	$70,593 
	$69,861 
	$72,160 
	5.3 
	$68,258 
	$82,491 
	Grade3 
	R1-1 $71,516 
	2nd 
	$70,443 

	$72,571 
	$72,571 
	$72,445 
	$74,305 
	5.4 
	$70,512 
	TD
	Figure

	min. $53,502 
	R1-2 $74,526 
	3rd 
	$73,131 

	$75,771 
	$75,771 
	$75,125 
	$76,460 
	5.5 
	$72,770 
	Grade3 $85,928 
	max. $64,962 
	R1-3 $78,101 
	4th 
	$75,817 

	$78,705 
	$78,705 
	$77,905 
	TD
	Figure

	$88,660 
	(11 pay points) 
	R1-4 $80,654 

	TR
	TD
	Figure

	$80,788 
	TD
	Figure

	$90,426 
	R1-5 $82,709 
	PO3 

	TR
	TD
	Figure

	TD
	Figure

	$93,870 
	Grade4 
	TD
	Figure

	1st 
	$78,802 

	SPOC $86,750 
	SPOC $86,750 
	P3 $83,281 
	L4 
	$81,399 
	6.1 
	$75,589 
	TD
	Figure

	min. $66,235 
	promotion 
	2nd 
	$81,190 

	$93,535 
	$93,535 
	$86,362 
	$83,499 
	6.2 
	$78,407 
	Grade4 $97,702 
	max. $75,151 
	Band3 Prof3 
	3rd 
	$83,579 

	TR
	TD
	Figure

	$89,556 
	$85,591 
	6.3 
	$81,230 
	$99,640 
	(7 pay points) 
	R1-C $86,802 

	TR
	TD
	Figure

	$93,270 
	$87,691 
	6.4 
	$84,049 
	TD
	Figure

	R1-1 $88,539 
	PO4 

	TR
	TD
	Figure

	TD
	Figure

	Grade5 $103,550 
	Grade5 
	R1-2 $90,895 
	1st 
	$86,563 

	SPOB $102,499 
	SPOB $102,499 
	SP1 $96,560 
	L5 
	$91,712 
	7.1 
	$86,867 
	$105,602 
	5.1 min. $76,424 
	assessment 
	2nd 
	$89,548 

	$107,797 
	$107,797 
	$101,880 
	$93,924 
	7.2 
	$89,691 
	TD
	Figure

	max $84,445 
	R2-1 $92,712 
	3rd 
	$91,935 

	$115,387 
	$115,387 
	$107,872 
	$96,136 
	7.3 
	$92,509 
	Grade6 $108,892 
	5.2 min. $84,446 
	R2-2 $94,567 
	4th 
	$94,623 

	TR
	TD
	Figure

	$98,341 
	7.4 
	$95,330 
	$111,025 
	max $92,467 
	promotion 

	TR
	TD
	Figure

	TD
	Figure

	TD
	Figure

	Band4 Prof4 
	PO5 

	SPOA $119,042 
	SPOA $119,042 
	SP2 $111,395 
	L6 
	$101,610 
	8.1 
	$99,090 
	Grade7 $114,457 
	Grade6 Snr Off. 
	R1-1 $97,036 
	1st 
	$97,905 

	$120,969 
	$120,969 
	$116,296 
	$103,574 
	8.2 
	$101,908 
	$116,974 
	5.1 min. $93,740 
	R1-2 $98,977 
	2nd 
	$100,293 

	TR
	TD
	Figure

	$121,412 
	$105,510 
	8.3 
	$104,729 
	TD
	Figure

	max. $109,592 
	assessment 
	3rd 
	$102,680 

	TR
	TD
	Figure

	TD
	Figure

	$107,467 
	8.4 
	$107,545 
	Grade8 $120,780 
	5.2 min. $109,593 
	R2-1 $100,956 

	TR
	TD
	Figure

	TD
	Figure

	TD
	Figure

	$122,128 
	max. $125,443 
	R2-2 $104,522 
	PO6 
	$109,845 
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	ACT 18/08/2011 
	ACT 18/08/2011 
	ACT 18/08/2011 
	NT 18/08/2011 
	QLD 01/08/2011 
	BCC APRIL 2011 
	NSW 
	VIC 
	TAS 
	SA 

	TO1 $46,331 $47,165 $47,914 $48,672 TO2 $50,317 $51,943 $53,250 $54,697 $56,084 $57,912 
	TO1 $46,331 $47,165 $47,914 $48,672 TO2 $50,317 $51,943 $53,250 $54,697 $56,084 $57,912 
	T1 $41,207 $42,134 $43,058 $43,985 $44,944 $45,915 $46,915 $47,929 $48,997 T2 $49,552 $50,635 $51,715 $52,829 $53,941 $55,056 $56,176 
	L1 $31,161 $37,060 $39,956 $42,852 $44,472 $46,165 $48,176 L2 $48,985 $50,798 $52,627 $54,467 $56,303 $58,132 
	BROADBAND 1.1 $44,252 1.2 $44,930 1.3 $45,646 1.4 $46,368 1.5 $47,214 Cert. 2.1 $47,914 2.2 $48,739 2.3 $49,577 2.4 $50,457 2.5 $51,335 Diploma 3.1 $52,268 3.2 $53,182 3.3 $54,093 3.4 $55,009 3.5 $55,919 
	TD
	Figure

	VPS OFFICER Grade1 1.1 $37,206 1.2 $37,969 1.3 $38,733 1.4 $39,496 Grade2 1.1 $40,771 1.2 $41,597 1.3 $42,425 1.4 $43,254 1.5 $44,080 1.6 $44,909 1.7 $45,736 1.8 $46,564 2.1 $47,390 2.2 $48,219 2.3 $49,046 
	Band1 R1.1 R1.2 R1.3 Band2 R1.1 R1.2 R1.4 Band3 R1.1 R1.2 R1.3 R1.4 R1.5 Band4 
	Tech1 $39,179 $40,633 $42,266 $44,925 $45,850 $47,756 Tech2 $50,815 $51,851 $52,888 $53,910 $55,312 Tech3 
	TGO0 A-1styr A-2ndyr A-3rdyr A-4thyr A-5thyr A-6thyr A-7thyr A-8thyr A-9thyr TGO1 18yrs 19yrs 20yrs A-1styr A-2ndyr A-3rdyr 
	$37,389 $38,518 $39,800 $41,065 $42,308 $43,469 $44,898 $46,344 $47,794 $36,808 $38,500 $40,192 $42,308 $43,469 $44,898 

	TO3 $59,080 
	TO3 $59,080 
	T3 $57,497 
	L3 $61,641 
	4.1 $57,194 
	TD
	Figure

	2.4 $49,874 
	R1.2 
	$58,075 
	A-4thyr 
	$46,344 

	$60,465 
	$60,465 
	$59,336 
	$63,319 
	4.2 $58,292 
	TD
	Figure

	2.5 $50,700 
	R1.3 
	$59,585 
	A-5thyr 
	$47,794 

	$62,169 
	$62,169 
	$61,176 
	$64,983 
	4.3 $59,429 
	TD
	Figure

	2.6 $51,530 
	adv. 
	assm’t 
	A-6thyr 
	$49,238 

	$63,856 
	$63,856 
	$62,342 
	$66,650 
	4.4 $60,551 
	TD
	Figure

	2.7 $52,357 
	R2.1 
	$61,182 
	A-7thyr 
	$50,704 

	$65,561 
	$65,561 
	$63,741 
	TD
	Figure

	4.5 $61,680 
	TD
	Figure

	R2.2 
	$62,216 
	A-8thyr 
	$52,351 

	$67,031 
	$67,031 
	$65,316 
	TD
	Figure

	TD
	Figure

	Grade3 
	R2.3 
	$63,833 
	A-9thyr 
	$53,816 

	TR
	TH
	Figure

	TD
	Figure

	TD
	Figure

	1.1 $53,502 
	R2.4 
	$65,968 

	TO4 $68,515 
	TO4 $68,515 
	T4 $66,922 
	L4 $70,013 
	5.1 $63,745 
	TD
	Figure

	1.2 $54,649 
	TD
	Figure

	TGO2 

	$70,593 
	$70,593 
	$69,155 
	$72,278 
	5.2 $66,003 
	TD
	Figure

	1.3 $55,795 
	Band5 
	Tech4 
	1 
	$58,111 

	$72,571 
	$72,571 
	$71,392 
	$74,527 
	5.3 $68,258 
	TD
	Figure

	1.4 $56,940 
	R1.1 
	$68,385 
	2 
	$60,021 

	$75,771 
	$75,771 
	$73,634 
	TD
	Figure

	5.4 $70,512 
	TD
	Figure

	1.5 $58,086 
	R1.2 
	$69,753 
	3 
	$61,937 

	$78,705 
	$78,705 
	TD
	Figure

	5.5 $72,770 
	TD
	Figure

	1.6 $59,233 
	R1.3 
	$71,516 
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	ACT 18/08/2011 
	ACT 18/08/2011 
	ACT 18/08/2011 
	NT 18/08/2011 
	QLD 01/08/2011 
	BCC APRIL 2011 
	NSW 
	VIC 
	TAS 
	SA 

	TR
	TD
	Figure

	TD
	Figure

	BROADBAND 
	TD
	Figure

	VPS OFFICER 

	SOTC $86,750 
	SOTC $86,750 
	$75,868 
	L5 $77,644 
	6.1 $75,589 
	TD
	Figure

	Grade3 (con’t) 
	Band6 
	Tech5 
	TGO3 

	$93,535 
	$93,535 
	$78,109 
	$79,938 
	6.2 $78,407 
	TD
	Figure

	2.1 $60,378 
	R1.B 
	$72,479 
	1 
	$64,941 

	TR
	TD
	Figure

	$80,346 
	$82,244 
	6.3 $81,230 
	TD
	Figure

	2.2 $61,524 
	Tech6 
	2 
	$66,744 

	TR
	TD
	Figure

	$82,656 
	$84,545 
	6.4 $84,049 
	TD
	Figure

	2.3 $62,671 2.4 $63,816 
	R1.1 R1.2 
	$74,526 $76,570 
	3 
	$68,549 

	SOTB $102,499 
	SOTB $102,499 
	$85,259 
	L6 $87,295 
	TD
	Figure

	2.5 $64,962 
	R1.3 
	$78,101 
	TGO4 

	$107,797 
	$107,797 
	$87,264 
	$89,507 
	TD
	Figure

	adv. 
	assm’t 
	1 
	$70,534 

	$115,387 
	$115,387 
	$89,267 
	$91,712 
	TD
	Figure

	Grade4 
	R2.1 
	$80,654 
	2 
	$72,247 

	TR
	TD
	Figure

	TD
	Figure

	TD
	Figure

	1.1 $66,235 1.2 $67,722 
	R2.2 R2.3 
	$82,709 $84,165 
	3 
	$73,959 

	TR
	TD
	Figure

	TD
	Figure

	TD
	Figure

	1.3 $69,207 
	R2.4 
	$85,612 
	TGO5 

	TR
	TD
	Figure

	TD
	Figure

	TD
	Figure

	1.4 $70,692 
	TD
	Figure

	TD
	Figure

	1 
	$76,487 

	TR
	TD
	Figure

	TD
	Figure

	TD
	Figure

	1.5 $72,179 
	TD
	Figure

	TD
	Figure

	2 
	$78,831 

	TR
	TD
	Figure

	TD
	Figure

	TD
	Figure

	1.6 $73,665 1.7 $75,151 
	TD
	Figure

	TD
	Figure

	3 
	$81,178 

	Table 75: Technical Officers, continued. 
	Table 75: Technical Officers, continued. 


	Page 152 
	ACT Public Service Classification Review: Element 2 Interim Report FINAL 
	Table 76: .Comparison of ACT-based Heavy Vehicle Employers 
	Table 76: .Comparison of ACT-based Heavy Vehicle Employers 
	Table 76: .Comparison of ACT-based Heavy Vehicle Employers 

	ACTION 
	ACTION 
	01-JUL-11 
	BASE 
	ANNUALISED 
	DOWNER EDI 
	38 HR WEEK 
	ADDIT. HRS 
	TOTAL 2008 
	2011 
	WESTRAC BASE 
	01-JAN-11 PLUS CBR ALLOWANCE 

	TGSO54 
	TGSO54 
	Base trades 
	$46,309 
	$60,860 
	Base trade $786.45 
	$41,026 
	$259.22 
	$54,375 
	$59,417 
	$58,851 
	$67,679 

	TR
	TD
	Figure

	TD
	Figure

	TD
	Figure

	$61,844 
	$71,120 

	TGSO64 
	TGSO64 
	Multi-skilled 
	$48,505 
	$63,499 
	Special Class $818.85 
	$42,717 
	$269.90 
	$56,615 
	$61,865 
	$63,349 
	$72,851 

	TR
	TD
	Figure

	TD
	Figure

	TD
	Figure

	$64,857 
	$74,586 

	TGSO71 
	TGSO71 
	Start PDA 
	$50,073 
	$65,384 
	$66,369 
	$76,324 

	TGSO72 
	TGSO72 
	TD
	Figure

	$50,999 
	$66,497 
	$67,875 
	$78,056 

	TGSO73 
	TGSO73 
	TD
	Figure

	$51,967 
	$67,660 
	$69,380 
	$79,787 

	TGSO74 
	TGSO74 
	Dual trades 
	$52,992 
	$68,892 
	$70,889 
	$81,522 

	TR
	TD
	Figure

	TD
	Figure

	TD
	Figure

	$72,397 
	$83,257 

	TGSO81 
	TGSO81 
	TD
	Figure

	$54,432 
	$70,623 
	Foreman $865.88 
	$45,170 
	$285.40 
	$59,867 
	$65,418 
	$73,907 
	$84,993 

	TGSO82 TGSO83 TGSO84 
	TGSO82 TGSO83 TGSO84 
	TD
	Figure

	$55,458 $56,522 $57,633 
	$71,856 $73,135 $74,470 
	$75,153 
	$86,426 
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	ACT Public Service Classification Review: Element 2 Interim Report FINAL 
	Annexe H: PEOPLE SERVICES CAREER CLUSTER -SALARY TABLES 
	ACT NT QLD NSW VIC TAS SA 18/08/2011 18/08/2011 HEALTH PROF. PROF. OFFICERS HEALTH PROF. ALLIED HEALTH PROF. HP1 $49,178 P1 $50,721 HP3 $55,328 Level1 $52,986 Grade1 $45,776 Level 1 AHP1 $52,574 $52,598 $60,616 $54,982 $49,131 3yr degree $47,618 3yr degree $52,535 $56,085 $54,544 $64,261 $58,370 $52,000 4yr degree $50,591 4yr degree $54,923 $60,009 $56,562 $68,450 $62,380 $55,625 $53,802 $57,311 $63,212 $58,655 $71,104 $58,359 $57,033 $60,892 $60,823 $74,292 Level2 $66,684 $61,348 $60,259 $64,475 HP2 $52,57
	Table 77: Therapy, Health Science and Social Workers 
	Table 77: Therapy, Health Science and Social Workers 
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	Table 78: Psychologists and Clinical Psychologists ACT NT QLD NSW VIC 18/08/2011 18/08/2011 HEALTH PROF. PROF. OFFICERS HEALTH PROF. ALLIED HEALTH PROF. HP1 $49,178 P1 $50,721 HP3 $55,328 Psych. $55,971 Grade1 $44,686 Level 1 $52,574 $52,598 $60,616 $58,998 $47,440 3yr degree $47,618 $56,085 $54,544 $64,261 $62,022 $50,205 4yr degree $50,591 $60,009 $56,562 $68,450 $65,803 $54,139 $53,802 $63,212 $58,655 $71,104 $69,586 $57,018 $57,033 $60,823 $74,292 $73,367 $59,689 $60,259 HP2 $52,574 $63,076 $77,467 $77,
	ACT Public Service Classification Review: Element 2 Interim Report FINAL 
	TAS 
	TAS 
	SA 

	ALLIED HEALTH PROF. 
	AHP1 
	3yr degree $52,535 
	4yr degree $54,923 
	$57,311 
	$60,892 
	$64,475 
	AHP2 $68,056 $70,443 $73,131 $75,817 $78,802 
	(Mgt all. +$1,885) 
	AHP3 $81,190 $83,075 $83,579 $85,464 $86,563 $88,448 
	AHP4 $89,548 $91,433 $91,935 $93,820 $94,623 $96,508 $97,905 $99,790 
	AHP5 $100,293 $102,178 $102,680 $104,565 $106,243 $108,128 $109,845 $111,730 
	AHP6 $120,612 
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	ACT Public Service Classification Review: Element 2 Interim Report FINAL 
	ACT NT QLD NSW VIC TAS SA 18/08/2011 18/08/2011 01/08/2011 01/10/2010 01/10/2011 HEALTH PROFESSIONALS PROFESSIONAL OFFICERS PROFESSIONAL OFFICERS CASEWORKER CPW ALLIED HEALTH PROF. ALLIED HEALTH PROF. Advertised rates Advertised rates Level 1-2 = caseworker HPO1 = caseworker HP1 P1 L2 Level 1 HPO1 $50,721 3yr degree $47,618 new graduate $52,574 $52,598 $52,074 $59,705 4yr degree $50,591 $52,535 $56,085 $54,544 $54,996 to caseworker $53,802 $54,923 $60,009 $56562 $57,905 $82,491 CPW2 $57,033 $57,311 $63,212 
	Table 79: Care and Protection Officers 
	Table 79: Care and Protection Officers 
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	Table 80: Medical Laboratory Scientists ACT NT QLD NSW VIC 18/08/2011 18/08/2011 01/09/2011 HP1 $49,178 P1 $50,721 HP3 $55,328 HS $52,997 Grade1 $46,001 Level 1 $52,574 $52,598 $60,616 $54,981 $49,371 3yr degree $56,085 $54,544 $64,261 $58,366 $53,570 4yr degree $60,009 $56,562 $68,450 $62,361 $57,300 $63,212 $58,655 $71,104 $66,667 $60,138 $60,823 $74,292 $70,919 63,195 HP2 $52,574 $63,076 $77,467 $74,363 $66,179 $56,085 $65,410 $81,320 $76,769 Level 2 $60,009 $83,859 Grade2 $66,179 $63,212 Snr / IC $82,57
	ACT Public Service Classification Review: Element 2 Interim Report FINAL 
	TAS 
	SA 01/10/2011 
	MeS1 $52,535 $47,618 
	$54,923 $50,591 
	$57,311 $53,802 
	$60,892 $57,033 
	$64,475 $60,259 MeS2 $68,056 $63,488 
	$70,443 $66,715 
	$73,131 $69,941 
	$75,817 $73,176 
	$78,802 $76,401 excellence $85,006 
	$73,176 
	MeS3 $81,190 $76,401 
	$83,579 $79,633 
	$86,563 $82,076 
	excellence $91,508 $83,935 
	(Mgt all. +$1,885) 
	MeS4 $89,548 $91,433 $83,935 
	$91,935 $93,820 $88,241 
	$94,623 $96,508 $90,391 
	$97,905 $99,790 $92,833 excellence $103,772 $105,657 
	$102,605 
	MeS5 $100,293 $102,178 $106,910 
	$102,680 $104,565 $110,137 
	$106,243 $108,128 $113,368 
	$109,845 $111,730 excellence $115,593 $117,478 $121,975 MeS6A $120,612 MeS6B $129,499 
	Page 157 
	Table 81: Medical Imaging ACT NT QLD NSW VIC 18/08/2011 18/08/2011 HEALTH PROF. PROF. OFFICERS HEALTH PROF. HP1 $49,178 P1 $50,721 HP3 $55,328 Level1 $52,998 Grade1 $45,776 $52,574 $52,598 $60,616 $49,131 $56,085 $54,544 $64,261 Level2 $54,988 $52,000 $60,009 $56,562 $68,450 $62,364 $55,625 $63,212 $58,655 $71,104 $70,921 $58,359 $60,823 $74,292 $74,365 $61,348 HP2 $52,574 $63,076 $77,467 $76,770 $63,064 $56,085 $65,410 $81,320 $60,009 $83,859 Grade2 $61,348 $63,212 $64,838 $65,059 Level3 $68,124 $66,988 P2
	ACT Public Service Classification Review: Element 2 Interim Report FINAL 
	TAS 
	TAS 
	SA 

	ALLIED HEALTH PROF. 
	ALLIED HEALTH PROF. 
	Level 1 
	AHP1 3yr degree $47,618 
	3yr degree $52,535 4yr degree $50,591 
	4yr degree $54,923 $53,802 
	$57,311 $57,033 
	$60,892 $60,259 
	$64,475 
	Level 2 $63,488 
	AHP2 $68,056 $66,715 
	$70,443 $69,941 
	$73,131 Chief1 + $73,176 
	$75,817 Deputy $76,401 
	$78,802 Chief1 $75,402 Level3 $73,176 
	(Mgt all. +$1,885) 
	$78,057 
	$78,057 
	$76,401 

	AHP3 $81,190 $83,075 $80,138 $79,633 
	$83,579 $85,464 $82,076 
	$86,563 $88,448 Deputy 
	$83,935 Chief2 
	AHP4 $89,548 $91,433 $84,567 Level 4 $83,935 
	$91,935 $93,820 $88,396 $88,241 
	$94,623 $96,508 $90,391 
	$97,905 $99,790 Deputy 
	$92,833 Chief3 
	AHP5 $100,293 $102,178 $95,282 Level 5 $102,605 
	$102,680 $104,565 $106,910 
	$106,243 $108,128 Deputy $110,137 
	$109,845 $111,730 Chief4 
	$113,368 $102,883 
	AHP6 $120,612 Level 6 $118,983 $121,975 
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	Table 82: Pharmacists ACT NT QLD NSW VIC 18/08/2011 18/08/2011 Health Prof. Prof. Officers Health Prof. HP1 $49,178 P1 $50,721 HP3 $55,328 Unreg. $54,981 Grade1 $49,371 $52,574 $52,598 $60,616 $52,276 $56,085 $54,544 $64,261 Grade1 $58,369 $57,300 $60,009 $56,562 $68,450 $62,364 $60,138 $63,212 $58,655 $71,104 $66,669 $63,195 $60,823 $74,292 $74,365 $66,179 HP2 $52,574 $63,076 $77,467 $76,770 $56,085 $65,410 $81,320 Grade2 $66,179 $60,009 $83,859 Grade2 $82,573 $66,799 $63,212 $85,333 $70,107 $65,059 $87,71
	ACT Public Service Classification Review: Element 2 Interim Report FINAL 
	TAS 
	SA 01/10/2010 Allied Health Prof. 
	Allied Health Prof. 
	Level 1 
	AHP1 3yr degree $47,618 
	3yr degree $52,535 4yr degree $50,591 
	4yr degree $54,923 $53,802 
	$57,311 $57,033 
	$60,892 $60,259 
	$64,475 
	Level 2 $63,488 
	AHP2 $68,056 $66,715 
	$70,443 $69,941 
	$73,131 $73,176 
	$75,817 $76,401 $78,802 
	Level3 $73,176 
	(Mgt all. +$1,885) 
	$76,401 
	AHP3 $81,190 $83,075 $79,633 
	$83,579 $85,464 D.Dir. $82,076 
	$86,563 $88,448 $81,594 
	$83,935 AHP4 $89,548 $91,433 $88,396 
	Level 4 $83,935 
	$91,935 $93,820 $90,415 $88,241 
	$94,623 $96,508 $92,403 $90,391 
	$97,905 $99,790 $97,317 
	$92,833 AHP5 $100,293 $102,178 Level 5 $102,605 
	$102,680 $104,565 $106,910 
	$106,243 $108,128 $110,137 
	$109,845 $111,730 $113,368 AHP6 $120,612 Level 6 $118,983 $121,975 
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	Table 83: Radiation Therapists 
	Table 83: Radiation Therapists 
	Table 83: Radiation Therapists 

	ACT 18/08/2011 
	ACT 18/08/2011 
	NT 18/08/2011 Prof. Officers 
	QLD Health Prof. 
	NSW +Nuclear Med. 
	VIC 
	TAS 
	SA Allied Health Prof. 

	TR
	TD
	Figure

	TD
	Figure

	TD
	Figure

	Intern $37,033 
	AHP1 3yr degree $52,535 

	Grade 1.1 
	Grade 1.1 
	$52,889 
	P1 $50,721 
	HP3 $55,328 
	Level1 $52,998 
	Level1 $45,776 
	RT1-2 $60,681 
	4yr degree $54,923 

	competency 
	competency 
	barrier 
	$52,598 
	$60,616 
	$49,131 
	$64,324 
	$57,311 

	Grade 2.1 
	Grade 2.1 
	$54,876 
	$54,544 
	$64,261 
	$52,000 
	$67,962 
	$60,892 

	Grade 2.2 
	Grade 2.2 
	$62,243 
	$56,562 
	$68,450 
	Level2 $54,988 
	$55,625 
	$71,602 
	$64,475 

	Grade 2.3 
	Grade 2.3 
	$70,778 
	$58,655 
	$71,104 
	$62,364 
	$58,359 
	review $75,242 
	TD
	Figure


	Grade 2.4 
	Grade 2.4 
	$74,222 
	$60,823 
	$74,292 
	$70,921 
	$61,348 
	review $78,881 
	AHP2 $68,056 

	Grade 2.5 
	Grade 2.5 
	$76,620 
	$63,076 
	$77,467 
	$74,365 
	$63,064 
	adv. point 
	$70,443 

	personal regrade 
	personal regrade 
	apptm’t 
	$65,410 
	$81,320 
	$76,770 
	TD
	Figure

	RT2 $81,028 
	$73,131 

	Grade 3.1.1 
	Grade 3.1.1 
	$82,410 
	$83,859 
	Level2 $61,348 
	$84,601 
	$75,817 

	Grade 3.1.2 
	Grade 3.1.2 
	$85,169 
	P2 $67,367 
	TD
	Figure

	Level3 
	$64,838 
	$88,179 
	$78,802 

	personal regrade 
	personal regrade 
	apptm’t 
	$69,861 
	HP4 $89,703 
	Grade1 $82,573 
	$68,124 
	TD
	Figure


	Grade 3.2.1 
	Grade 3.2.1 
	$87,547 
	$72,445 
	$91,571 
	$85,333 
	$72,522 
	(Mgt all. +$1,885) 

	Grade 3.2.2 
	Grade 3.2.2 
	$97,137 
	$75,125 
	$93,963 
	Grade2 $87,712 
	TD
	Figure

	RT3 $92,083 
	AHP3 $81,190 $83,075 

	TR
	TD
	Figure

	$77,905 
	$96,523 
	$97,323 
	Level3 $75,407 
	$83,579 $85,464 

	Grade 4.1.1 
	Grade 4.1.1 
	$99,833 
	$80,788 
	TD
	Figure

	$78,057 
	ic treatm’t unit 
	$86,563 $88,448 

	Grade 4.1.2 
	Grade 4.1.2 
	$103,157 
	TD
	Figure

	Level4 
	$80,144 
	RT4a $98,238 
	TD
	Figure


	personal regrade 
	personal regrade 
	apptm’t 
	P3 $83,281 
	HP5 $101,477 
	Grade1 $100,126 
	$84,567 
	sec. head $102,917 
	AHP4 $89,548 $91,433 

	Grade 4.2.1 
	Grade 4.2.1 
	$106,364 
	$86,362 
	$105,881 
	$103,418 
	TD
	Figure

	$91,935 $93,820 

	Grade 4.2.2 
	Grade 4.2.2 
	$109,041 
	$89,556 
	TD
	Figure

	Grade2 $106,570 
	Level4 $88,396 
	RT4a $106,424 
	$94,623 $96,508 

	promotion Grade 5.1 
	promotion Grade 5.1 
	barrier $116,818 
	$93,270 
	TD
	Figure

	$109,250 
	$102,883 
	dep. head $109,936 
	$97,905 $99,790 

	Grade 5.2 
	Grade 5.2 
	$119,733 
	SP1 $96,560 
	HP6 $113,058 
	Level5 $117,042 
	Level5 $110,854 
	RT5 $119,291 
	AHP5 $100,293 $102,178 

	Grade 5.3 
	Grade 5.3 
	$125,885 
	$101,880 
	$117,031 
	$119,964 
	$113,509 
	head 
	$102,680 $104,565 

	promotion Grade 5.1 
	promotion Grade 5.1 
	barrier $128,937 
	$107,872 
	TD
	Figure

	$126,131 
	TD
	Figure

	$106,243 $108,128 $109,845 $111,730 

	Grade 5.2 
	Grade 5.2 
	$131,949 
	SP2 $111,395 
	HP7 $128,785 
	Level6 $129,189 
	Level6 $120,343 
	TD
	Figure


	Grade 5.3 
	Grade 5.3 
	$135,000 
	$116,296 
	$138,015 
	$132,210 
	$127,182 
	AHP6 $120,612 

	TR
	TD
	Figure

	TD
	Figure

	$121,412 
	TD
	Figure

	$135,257 
	$136,092 $144,987 
	MeS6B $129,499 
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	Table 84: Medical Physicists ACT NT QLD NSW 18/08/2011 18/08/2011 Registrar $55,686 P1 $50,721 HP3 $55,328 Registrar $58,192 Grade1 $59,558 $52,598 $60,616 $64,660 $62,510 $54,544 $64,261 $71,130 $65,777 $56,562 $68,450 $77,598 $70,120 $58,655 $71,104 $84,054 $60,823 $74,292 $63,076 $77,467 $65,410 $81,320 Grade2 ACPSEM accred. $83,859 barrier non-accr accred. Specialist $78,188 P2 $67,367 HP4 $89,703 Specialist $87,292 $96,992 $81,911 $69,861 $91,571 $98,935 $109,929 Grade3 $85,634 $72,445 $93,963 $110,568
	ACT Public Service Classification Review: Element 2 Interim Report FINAL 
	VIC 
	TAS 
	SA 01/10/2011 $53,570 
	Level 1 
	Level 1 
	MeS1 $52,535 

	$57,300 
	$57,300 
	3yr deg $47,618 

	$54,923 $60,138 4yr deg $50,591 
	$57,311 $63,195 $53,802 
	$60,892 $66,179 $57,033 
	$64,475 $60,259 MeS2 $68,056 $66,799 $73,479 
	Level 2 $63,488 
	$70,443 $70,107 $77,117 $66,715 
	$73,131 $77,290 $85,019 $69,941 
	$75,817 $73,176 
	$78,802 $76,401 
	excellence $85,006 $78,834 $86,718 $81,594 $89,753 Level3 $73,176 
	MeS3 $81,190 $83,780 $92,158 $76,401 
	$83,579 $89,268 $98,194 $79,633 
	$86,563 $82,076 
	excellence $91,508 $83,935 $92,403 $101,643 
	MeS4 $89,548 $97,317 $107,049 Level 4 $83,935 
	$91,935 $107,208 $117,928 $88,241 
	$94,623 $90,391 
	$97,905 $92,833 
	excellence $103,772 $113,551 $124,906 Level 5 $102,605 
	MeS5 $100,293 $120,933 $133,026 $106,910 
	$102,680 $120,933 $133,026 $110,137 
	$106,243 $113,368 
	$109,845 $137,444 $151,188 
	excellence $115,593 Level 6 $121,975 $149,682 $164,650 
	MeS6A $120,612 MeS6B $129,499 
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	Table 85: Health Service Officers 

	ACT 
	ACT 
	NT 
	QLD 
	NSW 
	VIC 
	TAS 
	SA 

	TR
	TD
	Figure

	TD
	Figure

	TD
	Figure

	TD
	Figure


	HSO 2 
	HSO 2 
	PH 1 
	OO2 
	Hosp. Assistant 
	GS 1 
	HSO 1 
	OPS 1 

	38,010 
	38,010 
	38,084 
	40,825 
	40,057 
	32,604 
	35,165 
	36,193 

	38,446 
	38,446 
	38,468 
	41,826 
	32,907 
	36,575 
	37,901 

	38,908 
	38,908 
	38,849 
	42,862 
	PSA2 
	33,501 
	37,664 
	38,928 

	39,372 
	39,372 
	43,887 
	41,623 
	34,451 
	39,869 

	40,118 
	40,118 
	PH 2 
	44,683 
	35,463 
	HSO 2 
	40,807 

	TR
	TD
	Figure

	40,750 
	TD
	Figure

	P Support Asst 
	TD
	Figure

	38,286 
	41,831 

	HSO 3 
	HSO 3 
	41,133 
	OO3 
	42,473 
	GS 2 
	38,777 
	TD
	Figure


	40,734 
	40,734 
	41,591 
	44,495 
	37,091 
	39,287 
	OPS-2 

	41,201 
	41,201 
	45,309 
	PSA1/Wardsperson 
	37,393 
	40,027 
	44,479 

	41,660 
	41,660 
	PH 3 
	46,162 
	42,473-42,792 
	37,988 
	46,311 

	42,125 
	42,125 
	41,591 
	47,125 
	38,937 
	HSO 3 
	48,143 

	42,197 
	42,197 
	42,047 
	TD
	Figure

	Support Serv Off 
	39,949 
	40,625 
	TD
	Figure


	TR
	TD
	Figure

	42,536 
	TD
	Figure

	43,360 
	TD
	Figure

	41,102 
	OPS-3 

	HSO 4 
	HSO 4 
	TD
	Figure

	GS 3 
	41,601 
	51,801 

	42,125 
	42,125 
	TD
	Figure

	38,003 
	53,631 

	42,675 
	42,675 
	TD
	Figure

	38,306 
	HSO 4 
	55,465 

	43,225 
	43,225 
	TD
	Figure

	38,901 
	42,602 
	TD
	Figure


	43,813 
	43,813 
	TD
	Figure

	39,850 
	43,227 
	TD
	Figure


	TR
	TD
	Figure

	TD
	Figure

	40,862 
	44,672 
	TD
	Figure


	HSO 5 
	HSO 5 
	TD
	Figure

	TD
	Figure

	TD
	Figure


	44,465 
	44,465 
	TD
	Figure

	GS 4 
	HSO 5 
	TD
	Figure


	45,248 
	45,248 
	TD
	Figure

	39,370 
	46,183 
	TD
	Figure


	46,031 
	46,031 
	TD
	Figure

	39,673 
	47,113 
	TD
	Figure


	46,775 
	46,775 
	TD
	Figure

	40,267 
	48,074 
	TD
	Figure


	TR
	TD
	Figure

	TD
	Figure

	41,217 
	49,324 
	TD
	Figure


	TR
	TD
	Figure

	TD
	Figure

	42,229 
	TD
	Figure
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	Annexe I: SUPPORT SERVICES CAREER CLUSTER – SALARY TABLES 
	Table 86: Administrative Officers and Senior Officers 
	ACT 18/08/2011 
	ACT 18/08/2011 
	ACT 18/08/2011 
	NT 18/08/2011 
	QLD 01/08/2011 
	BCC 
	NSW 01/07/2011 
	VIC 
	TAS 
	SA 

	ASO1 $39,588 $40,915 $42,027 $43,752 ASO2 $44,804 $46,036 
	ASO1 $39,588 $40,915 $42,027 $43,752 ASO2 $44,804 $46,036 
	AO1 $40,000 $40,589 $41,177 $42,534 $43,416 AO2 $43,967 $45,099 
	L1 $33,444 $35,281 $37,112 L2 $41,278 $42,231 
	nothing comparable Broadband 
	General scale Adult $40,662 $41,771 $43,539 $45,428 $47,108 $48,816 $50,619 $52,784 
	VPS Officer Grade1 1.1 $37,206 1.2 $37,969 1.3 $38,733 1.4 $39,496 Grade2 1.1 $40,771 
	Band1 R1.1 $34,815 R1.2 $36,270 R1.3 $37,725 R1.4 $38,405 R2.1 $39,179 R2.2 $40,633 R2.3 $42,266 
	ASO1 $36,964 Adult $37,901 $38,928 $39,869 $40,807 $41,831 ASO2 $44,479 

	1.1 $44,252 
	1.1 $44,252 

	$47,246 
	$47,246 
	$46,004 
	$43,212 
	1.2 $44,930 
	TD
	Figure

	1.2 $41,597 
	R2.4 $43,365 
	$46,311 

	$48,470 
	$48,470 
	$46,924 
	$44,195 
	1.3 $45,646 
	TD
	Figure

	1.3 $42,425 
	Band2 
	$48,143 

	$49,683 
	$49,683 
	$47,868 
	$45,208 
	1.4 $46,368 
	TD
	Figure

	1.4 $43,254 
	R1.1 $44,925 

	TR
	TH
	Figure

	$46,269 
	1.5 $47,214 
	TD
	Figure

	1.5 $44,080 
	R1.2 $45,850 

	TR
	TH
	Figure

	$47,462 
	Cert. 
	TD
	Figure

	1.6 $44,909 
	R1.3 $46,790 

	TR
	TH
	Figure

	$48,779 
	2.1 $47,914 
	TD
	Figure

	1.7 $45,736 
	R1.4 $47,756 

	TR
	TH
	Figure

	TD
	Figure

	2.2 $48,739 
	TD
	Figure

	1.8 $46,564 
	R1.5 $48,998 

	TR
	TH
	Figure

	TD
	Figure

	2.3 $49,577 
	TD
	Figure

	2.1 $47,390 
	Band3 

	TR
	TH
	Figure

	TD
	Figure

	2.4 $50,457 
	TD
	Figure

	2.2 $48,219 
	R1.1 $50,815 

	TR
	TH
	Figure

	TD
	Figure

	2.5 $51,335 
	TD
	Figure

	2.3 $49,046 
	R1.2 $51,851 

	TR
	TH
	Figure

	TD
	Figure

	Diploma 
	TD
	Figure

	2.4 $49,874 
	R1.3 $52,888 

	ASO3 $51,032 
	ASO3 $51,032 
	AO3 $49,053 
	L3 $52,132 
	3.1 $52,268 
	Grade1 $53,407 
	2.5 $50,700 
	R1.4 $53,910 
	ASO3 $51,801 

	$52,359 
	$52,359 
	$50,005 
	$54,140 
	3.2 $53,182 
	$54,977 
	2.6 $51,530 
	R1.5 $55,312 
	$53,631 

	$53,682 
	$53,682 
	$50,973 
	$56,147 
	3.3 $54,093 
	TD
	Figure

	2.7 $52,357 
	Band4 
	$55,465 

	$55,076 
	$55,076 
	$52,942 
	$58,132 
	3.4 $55,009 
	Grade2 $56,509 
	R1.1 $57,038 

	TR
	TH
	Figure

	TD
	Figure

	3.5 $55,919 
	$58,060 
	Grade3 1.1 $53,502 
	R1.2 $58,075 R1.3 $59,585 

	ASO4 $56,879 
	ASO4 $56,879 
	AO4 $55,556 
	L4 $61,641 
	4.1 $57,194 
	Grade3 $59,705 
	1.2 $54,649 
	R2.1 $61,182 
	ASO4 $59,201 

	$58,685 
	$58,685 
	$56,585 
	$63,681 
	4.2 $58,292 
	$61,505 
	1.3 $55,795 
	R2.2 $62,216 
	$60,569 

	$60,210 
	$60,210 
	$58,355 
	$65,727 
	4.3 $59,429 
	TD
	Figure

	1.4 $56,940 
	R2.3 $63,833 
	$61,937 

	$61,756 
	$61,756 
	$60,124 
	$67,780 
	4.4 $60,551 
	Grade4 $63,425 
	1.5 $58,086 
	R2.4 $65,968 

	TR
	TH
	Figure

	$61,892 
	TD
	Figure

	4.5 $61,680 
	$65,376 
	1.6 $59,233 
	TD
	Figure
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	ACT 18/08/2011 
	ACT 18/08/2011 
	ACT 18/08/2011 
	NT 18/08/2011 
	QLD 01/08/2011 
	BCC 
	NSW 01/07/2011 
	VIC 
	TAS 
	SA 

	TR
	TD
	Figure

	TD
	Figure

	General scale 
	VPS Officer 

	ASO5 $63,440 
	ASO5 $63,440 
	AO5 $65,876 
	L5 $71,435 
	5.1 
	$63,745 
	Grade5 $70,480 
	Grade3 (con’t) 
	Band5 
	TD
	Figure

	ASO5 
	$66,023 

	$65,423 
	$65,423 
	$67,591 
	$73,509 
	5.2 
	$66,003 
	$72,702 
	2.1 $60,378 
	R1.1 
	$68,385 
	$68,549 

	$67,269 
	$67,269 
	$69,307 
	$75,573 
	5.3 
	$68,258 
	TD
	Figure

	2.2 $61,524 
	R1.2 
	$69,753 
	$71,256 

	TR
	TD
	Figure

	$77,644 
	5.4 
	$70,512 
	Grade6 $75,552 
	2.3 $62,671 
	R1.3 
	$71,516 
	$73,959 

	TR
	TD
	Figure

	TD
	Figure

	5.5 
	$72,770 
	$77,767 
	2.4 $63,816 
	Band6 
	TD
	Figure


	TR
	TD
	Figure

	TD
	Figure

	TD
	Figure

	2.5 $64,962 
	R1.1 
	$74,526 

	ASO6 $68,515 
	ASO6 $68,515 
	AO6 $72,380 
	L6 $81,962 
	6.1 
	$75,589 
	Grade7 $80,096 
	R1.2 
	$76,570 
	ASO6 
	$76,487 

	$70,223 
	$70,223 
	$75,225 
	$83,877 
	6.2 
	$78,407 
	$82,491 
	Grade4 
	R1.3 
	$78,101 
	$78,831 

	$72,145 
	$72,145 
	$78,069 
	$85,789 
	6.3 
	$81,230 
	TD
	Figure

	1.1 $66,235 
	R2.1 
	$80,654 
	$81,178 

	$75,771 
	$75,771 
	$80,914 
	$87,691 
	6.4 
	$84,049 
	TD
	Figure

	1.2 $67,722 
	R2.2 
	$82,709 
	MAS1 
	$82,983 

	$78,705 
	$78,705 
	TD
	Figure

	TD
	Figure

	1.3 $69,207 
	R2.3 
	$84,165 

	TR
	TD
	Figure

	TD
	Figure

	TD
	Figure

	1.4 $70,692 
	R2.4 
	$85,612 

	SOC $86,750 
	SOC $86,750 
	AO7 $85,583 
	TD
	Figure

	7.1 
	$86,867 
	Grade8 $85,928 
	1.5 $72,179 
	Band7 
	TD
	Figure

	ASO7 
	$84,430 

	$93,535 
	$93,535 
	$88,826 
	TD
	Figure

	7.2 
	$89,691 
	$88,660 
	1.6 $73,665 
	R1.1 
	$88,539 
	$86,891 

	TR
	TD
	Figure

	$92,071 
	TD
	Figure

	7.3 
	$92,509 
	TD
	Figure

	1.7 $75,151 
	R1.2 
	$90,895 
	$89,225 

	TR
	TD
	Figure

	TD
	Figure

	7.4 
	$95,330 
	Grade9 $91,303 
	R2.1 
	$92,713 
	$91,649 

	TR
	TD
	Figure

	TD
	Figure

	$93,870 
	Grade5 
	R2.2 
	$94,567 
	MAS2 
	$93,443 

	SOB $102,499 
	SOB $102,499 
	SAO1 $96,560 
	L7 $91,712 
	TD
	Figure

	5.1 min. $76,424 
	Band8 
	TD
	Figure


	$107,797 
	$107,797 
	$101,880 
	$93,924 
	Grade10 $97,702 
	max $84,445 
	R1.1 
	$97,036 
	ASO8 
	$95,149 

	$115,387 
	$115,387 
	$107,872 
	$96,136 
	$100,623 
	5.2 min. $84,446 
	R1.2 
	$98,977 
	$97,033 

	TR
	TD
	Figure

	$98,341 
	TD
	Figure

	max $92,467 
	R2.1 
	$100,956 
	$98,919 

	TR
	TD
	Figure

	TD
	Figure

	Grade11 $105,602 
	R2.2 
	$104,522 
	MAS3 
	$100,717 

	SOA $119,042 
	SOA $119,042 
	SAO2 $111,395 
	L8 $101,610 
	8.1 
	$99,090 
	$110,079 
	Grade6 
	Band9 
	TD
	Figure


	TR
	TD
	Figure

	$116,296 
	$103,574 
	8.2 
	$101,908 
	TD
	Figure

	6.1 min. $93,740 
	R1.1 
	114,321 

	TR
	TD
	Figure

	$121,412 
	$105,510 
	8.3 
	$104,729 
	Grade12 $116,974 
	max. $109,592 
	R1.2 
	$120,037 

	TR
	TD
	Figure

	$107,467 
	8.4 
	$107,545 
	$122,128 
	6.2 min. $109,593 
	R1.3 
	$125,753 

	TR
	TD
	Figure

	TD
	Figure

	TD
	Figure

	max. $125,443 
	R1.4 
	$131,469 

	TR
	TD
	Figure

	TD
	Figure

	TD
	Figure

	Band9 
	TD
	Figure


	TR
	TD
	Figure

	TD
	Figure

	TD
	Figure

	R1.1 
	$134,834 

	TR
	TD
	Figure

	TD
	Figure

	TD
	Figure

	R1.2 
	$141,576 

	TR
	TD
	Figure

	TD
	Figure

	TD
	Figure

	R1.3 
	$148,318 

	TR
	TD
	Figure

	TD
	Figure

	TD
	Figure

	R1.4 
	$155,060 

	Table 86: Administrative Officers and Senior Officers, continued. 
	Table 86: Administrative Officers and Senior Officers, continued. 
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	Table 87: Information Technology Officers 
	Table 87: Information Technology Officers 

	ACT 18/08/2011 
	ACT 18/08/2011 
	NT 18/08/2011 
	QLD 
	BCC 
	NSW 
	VIC VPS Officer 
	TAS 
	SA 

	TR
	TD
	Figure

	Diploma 
	TD
	Figure


	ITO1 $55,076 
	ITO1 $55,076 
	AO4 $55,556 
	L3 
	$52,132 
	3.1 $52,268 
	Grade1 $53,407 
	Grade1 
	Band1 
	TD
	Figure

	ASO1 
	$36,964 

	$56,879 
	$56,879 
	$56,585 
	TD
	Figure

	$54,140 
	3.2 $53,182 
	$54,977 
	min. $37,206 
	min. 
	$34,815 
	Adult 
	$37,901 

	$58,685 
	$58,685 
	$58,355 
	TD
	Figure

	$56,147 
	3.3 $54,093 
	TD
	Figure

	max. $39,496 
	max. 
	$43,365 
	$38,928 

	$60,210 
	$60,210 
	$60,124 
	TD
	Figure

	$58,132 
	3.4 $55,009 
	Grade2 $56,509 
	(4 pay points) 
	(8 pay 
	points) 
	$39,869 

	$61,756 
	$61,756 
	$61,892 
	TD
	Figure

	TD
	Figure

	3.5 $55,919 
	$58,060 
	Band2 
	TD
	Figure

	$40,807 

	$62,974 
	$62,974 
	$63,777 
	TD
	Figure

	TD
	Figure

	Degree 
	TD
	Figure

	Grade2 
	min. 
	$44,925 
	$41,831 

	ITO 1 upper 
	ITO 1 upper 
	TD
	Figure

	L4 
	$61,641 
	4.1 $57,194 
	Grade3 $59,705 
	min. $40,771 
	max. 
	$48,998 

	TR
	TD
	Figure

	TD
	Figure

	$63,681 
	4.2 $58,292 
	$61,505 
	max. $52,357 
	(5 pay 
	points) 
	ASO2 
	$44,479 

	TR
	TD
	Figure

	TD
	Figure

	$65,727 
	4.3 $59,429 
	TD
	Figure

	(15 pay points) 
	Band3 
	TD
	Figure

	$46,311 

	TR
	TD
	Figure

	TD
	Figure

	$67,780 
	4.4 $60,551 
	Grade4 $63,425 
	min. 
	$50,815 
	$48,143 

	TR
	TD
	Figure

	TD
	Figure

	TD
	Figure

	4.5 $61,680 
	$65,376 
	Grade3 min. $53,502 
	max. (5 pay 
	$55,312 points) 

	ITO 1 gap 
	ITO 1 gap 
	TD
	Figure

	TD
	Figure

	5.1 $63,745 5.2 $66,003 5.3 $68,258 5.4 $70,512 5.5 $72,770 
	TD
	Figure

	max. $64,962 (11 pay points) 
	Band4 min. max. (7 pay Band5 min. 
	$57,038 $65,968 points) $68,385 
	ASO3 ASO4 
	$51,801 $53,631 $55,465 $59,201 $60,569 

	ITO2 $68,515 
	ITO2 $68,515 
	AO5 $65,876 
	L5 
	$71,435 
	6.1 $75,589 
	Grade5 $70,480 
	Grade4 
	max. 
	$71,516 
	$61,937 

	$70,223 
	$70,223 
	$67,591 
	TD
	Figure

	$73,509 
	6.2 $78,407 
	$72,702 
	min. $66,235 
	(3 pay 
	points) 

	$72,145 
	$72,145 
	$69,307 
	TD
	Figure

	$75,573 
	6.3 $81,230 
	TD
	Figure

	max. $75,151 
	Band6 
	TD
	Figure

	ASO5 
	$66,023 

	$75,771 
	$75,771 
	TD
	Figure

	$77,644 
	6.4 $84,049 
	Grade6 $75,552 
	(7 pay points) 
	min. 
	$74,526 
	$68,549 

	$78,705 
	$78,705 
	AO6 $72,380 
	TD
	Figure

	TD
	Figure

	$77,767 
	max. 
	$85,612 
	$71,256 

	TR
	TD
	Figure

	$75,225 
	TD
	Figure

	TD
	Figure

	TD
	Figure

	(7 pay 
	points) 
	$73,959 

	TR
	TD
	Figure

	$78,069 
	L6 
	$81,962 
	7.1 $86,867 
	Grade7 $80,096 
	Band7 
	TD
	Figure


	TR
	TD
	Figure

	$80,914 
	TD
	Figure

	$83,877 
	7.2 $89,691 
	$82,491 
	min. 
	$88,539 
	ASO6 
	$76,487 

	TR
	TD
	Figure

	TD
	Figure

	$85,789 
	7.3 $92,509 
	TD
	Figure

	max. 
	$94,567 
	$78,831 

	TR
	TD
	Figure

	TD
	Figure

	$87,691 
	7.4 $95,330 
	TD
	Figure

	(4 pay 
	points) 
	MAS1 
	$81,178 $82,983 

	SITOC $86,750 
	SITOC $86,750 
	AO7 $85,583 
	TD
	Figure

	Grade8 $85,928 
	Band8 
	TD
	Figure


	$93,535 
	$93,535 
	$88,826 
	TD
	Figure

	TD
	Figure

	$88,660 
	min. 
	$97,036 

	TR
	TD
	Figure

	$92,071 
	TD
	Figure

	TD
	Figure

	TD
	Figure

	max. (4 pay 
	$104,522 points) 
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	ACT 
	ACT 
	ACT 
	NT 
	QLD 
	BCC 
	NSW 
	VIC 
	TAS 
	SA 

	18/08/2011 
	18/08/2011 
	18/08/2011 
	TD
	Figure


	TR
	TD
	Figure

	VPS Officer 

	SITOB $102,499 $107,797 $115,387 
	SITOB $102,499 $107,797 $115,387 
	SAO1 $96,560 $101,880 $107,872 
	L7 
	$91,712 $93,924 $96,136 $98,341 
	Grade9 $91,303 $93,870 Grade10 $97,702 $100,623 
	Grade5 5.1 min. $76,424 max. $84,445 5.2 min. $84,446 max. $92,467 
	Band9 min. $114,321 max. $131,469 (4 pay points) 
	ASO7 MAS2 
	$84,430 $86,891 $89,225 $91,649 $93,443 

	SITOA $119,042 
	SITOA $119,042 
	SAO2 $111,395 $116,296 $121,412 
	L8 
	$101,610 $103,574 $105,510 $107,467 
	8.1 8.2 8.3 8.4 
	$99,090 $101,908 $104,729 $107,545 
	Grade11 $105,602 $110,079 Grade12 $116,974 $122,128 
	Grade6 6.1 min. $93,740 max. $109,592 6.2 min. $109,593 max. $125,443 
	Band10 min. $134,834 max. $155,060 (4 pay points) 
	ASO8 MAS3 
	$95,149 $97,033 $98,919 $100,717 

	Table 87: Information Technology Officers, continued. 
	Table 87: Information Technology Officers, continued. 
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	Table 88: Legal Services 
	Table 88: Legal Services 
	Table 88: Legal Services 

	ACT 18/08/2011 
	ACT 18/08/2011 
	NT 18/08/2011 
	QLD 01/08/2011 
	BCC April 2011 
	NSW 01/07/2011 
	VIC 
	TAS 
	SA Legal Officers 
	AG’s 

	TR
	TD
	Figure

	TD
	Figure

	Degree 
	TD
	Figure

	TD
	Figure


	Legal1 $52,575 
	Legal1 $52,575 
	P1 $50,721 
	L2 $52,074 
	4.1 $57,194 
	Grade1 $55,940 
	Solicitor1 $49,874 
	LP1 
	LE1 
	LEC1 

	$56,084 
	$56,084 
	$52,598 
	$54,996 
	4.2 $58,292 
	$58,060 
	1 $46,614 
	1 $52,725 
	1st $79,200 

	$60,009 
	$60,009 
	$54,544 
	$57,905 
	4.3 $59,429 
	$59,705 
	Solicitor2 
	2 $51,039 
	2 $55,289 
	2nd $84,072 

	$63,856 
	$63,856 
	$56,562 
	$60,827 
	4.4 $60,551 
	$61,505 
	1 $53,502 
	3 $55,463 
	3 $58,114 
	3rd $87,572 

	$68,515 
	$68,515 
	$58,655 
	$63,760 
	4.5 $61,680 
	$63,959 
	2 $60,378 
	4 $58,731 
	4 $60,928 

	$72,571 
	$72,571 
	$60,823 
	$66,650 
	TD
	Figure

	promotion 
	LE2 
	LSC4 

	$76,572 
	$76,572 
	$63,076 
	TD
	Figure

	Grade 2 $69,227 
	Solicitor3 $66,235 
	LP2 
	1 $63,148 
	1st $96,330 

	$86,750 
	$86,750 
	$65,410 
	TD
	Figure

	5.1 $63,745 
	$72,702 
	1 $67,782 
	2 $65,977 
	2nd $101,585 

	$93,535 
	$93,535 
	TD
	Figure

	5.2 $66,003 
	$76,961 
	2 $71,772 
	3 $68,822 
	3rd $105,089 

	$107,797 
	$107,797 
	P2 $67,367 
	L3 $70,013 
	5.3 $68,258 
	$80,902 
	3 $75,803 
	4 $71,662 

	TR
	TD
	Figure

	$69,861 
	$72,160 
	5.4 $70,512 
	$84,129 
	4 $79,752 
	LE3 
	LSC5 

	TR
	TD
	Figure

	$72,445 
	$74,305 
	5.5 $72,770 
	TD
	Figure

	Senior 
	5 $83,743 
	1 $73,590 
	1st $113,846 

	TR
	TD
	Figure

	$75,125 
	$76,460 
	TD
	Figure

	Solicitor 
	6 $86,188 
	2 $76,710 
	2nd $117,347 

	TR
	TD
	Figure

	$77,905 
	TD
	Figure

	Grade 3 $88,660 
	1 $76,424 
	promotion 
	3 $79,819 
	3rd $120,853 

	TR
	TD
	Figure

	$80,788 
	TD
	Figure

	6.1 $75,589 
	$91,303 
	2 $84,446 
	LP3 team 
	LE4 
	4th $124,355 

	TR
	TD
	Figure

	TD
	Figure

	6.2 $78,407 
	$94,826 
	leader 
	1 $93,023 

	TR
	TD
	Figure

	P3 $83,281 
	L4 $81,399 
	6.3 $81,230 
	TD
	Figure

	A $86,811 
	2 $97,578 
	managers 

	TR
	TD
	Figure

	$86,362 
	$83,499 
	6.4 $84,049 
	TD
	Figure

	1 $91,223 
	3 $102,133 
	LSM1 

	TR
	TD
	Figure

	$89,556 
	$85,591 
	Grade 4 $101,594 
	2 $94,525 
	LE5 
	$108,592 

	TR
	TD
	Figure

	$93,270 
	$87,691 
	7.1 $86,867 
	$103,550 
	Principal 
	3 $97,928 4 $101,453 
	1 $112,003 2 $116,558 
	LSM2 

	TR
	TD
	Figure

	SP1 $96,560 
	L5 $91,712 
	7.2 $89,691 
	TD
	Figure

	Solicitor 
	5 $105,106 
	$122,602 

	TR
	TD
	Figure

	$101,880 
	$93,924 
	7.3 $92,509 
	Grade 5 $108,892 
	1 $93,740 
	TD
	Figure


	TR
	TD
	Figure

	$107,872 
	$96,136 
	7.4 $95,330 
	$111,025 
	2 $109,593 
	promotion 

	TR
	TD
	Figure

	$98,341 
	TD
	Figure

	LP4 manager A $108,455 

	Legal2 $117,119 
	Legal2 $117,119 
	SP2 $111,395 
	L6 $101,610 
	8.1 $99,090 
	Grade 6 $116,974 
	1 $115,978 

	$121,932 
	$121,932 
	$116,296 
	$103,574 
	8.2 $101,908 
	$119,439 
	2 $121,501 

	TR
	TD
	Figure

	$121,412 
	$105,510 
	8.3 $104,729 
	TD
	Figure

	3 $127,023 

	TR
	TD
	Figure

	$107,467 
	8.4 $107,545 
	TD
	Figure

	TD
	Figure
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	Annexe K: APPRENTICESHIPS FOR THE 21ST CENTURY 
	Australian Government Response 
	Recommendation 12 
	Promote a culture of competency-based progression in apprenticeships and traineeships, in partnership with industry bodies and employers. Additionally, a greater acceptance and achievement of competency‐based wage and training progression should be supported by all stakeholders. 
	Australian Government response 
	The Australian Government sees competency-based wage and training progression in apprenticeships and traineeships as a priority area and will continue to promote competency-based progression through the Accelerated Australian Apprenticeships package announced in the 2011–12 Budget. 
	The Government is working with industry stakeholders to develop a model clause that supports a more flexible approach to training through the modern awards system and removes restrictions to competency-based progression from existing awards. 
	Recommendation 13 
	Improve the implementation of Recognition of Prior Learning (RPL) and Recognition of Current Competence (RCC) and support provisions for such recognition in modern awards to ensure that flexibility and mobility are supported. 
	Australian Government response 
	The Government is committed to increasing flexibility and encouraging mobility in the workforce through the implementation of Recognition of Prior Learning and Recognition of Current Competence. 
	The Accelerated Australian Apprenticeships initiative, announced in the 2011–12 Budget, supports the shift to competency-based progression, which will support the implementation of Recognition of Prior Learning and Recognition of Current Competence. 
	The National Apprenticeships Program, launched in March 2011, also allows Australian Apprentices to advance through their training as they demonstrate required competencies, to achieve a trade qualification sooner. 
	The Government will also support the inclusion of Recognition of Prior Learning and Recognition of Current Competence provisions in modern awards in any reviews undertaken by Fair Work Australia. 
	Recommendation 14 
	Support a review of apprenticeship and traineeship provisions, wages and conditions by Fair Work Australia, considering: 
	
	
	
	

	the removal of barriers to competency-based wage progression in modern awards 

	
	
	

	apprentice and trainee award pay compared to going rates of pay 

	
	
	

	age, diversity and circumstances of commencing apprentices and trainees 

	
	
	

	allowances (travel, tools, clothing, course fees) 

	
	
	

	cost to apprentices and trainees of participation in an Australian Apprenticeship 

	
	
	

	part‐time and school‐based arrangements 

	
	
	

	recognition of pre‐apprenticeship and pre‐vocational programs 

	
	
	

	supervision ratios for apprentices and trainees. 


	Australian Government response 
	The Australian Government agrees that a review of apprentice and trainee wages and conditions by Fair Work Australia is warranted, and intends to actively contribute to the review. 
	The Government recognises the close interaction between apprentice wages and conditions as well as Government incentives. The Government will consider these matters concurrently, to ensure that we maintain training effort and do not inadvertently damage the pathways for those seeking skills. 
	The Government will support an approach that includes recognition of competency-based wage progression, while also taking into account factors such as existing skills, experience and age. 
	The Government will support Recognition of Prior Learning and Recognition of Current Competence provisions in modern awards in any reviews undertaken by Fair Work Australia. 
	Annexe L: SKILL SHORTAGES – ACT, NSW AND AUSTRALIA -2011 
	Occupation 
	Occupation 
	Occupation 
	ACT 
	NSW 
	Australia 

	Accountant (general) 
	Accountant (general) 
	NIP 
	NIP 
	No shortage 

	Management accountant 
	Management accountant 
	NIP 
	NIP 
	No shortage 

	Taxation accountant 
	Taxation accountant 
	NIP 
	NIP 
	No shortage 

	Construction project manager 
	Construction project manager 
	Shortage 
	Shortage 
	Shortage 

	Architect 
	Architect 
	No shortage 
	Shortage 
	No shortage 

	Surveyor 
	Surveyor 
	Shortage 
	Shortage 
	Shortage 

	Urban and regional planner 
	Urban and regional planner 
	Shortage 
	Regional recruitment difficulty 
	No shortage 

	Quantity surveyor 
	Quantity surveyor 
	NIP 
	No shortage 
	Shortage 

	Architectural draftsperson 
	Architectural draftsperson 
	NIP 
	Recruitment difficulty 
	No shortage 

	Building associate 
	Building associate 
	NIP 
	Shortage 
	No shortage 

	Construction estimator 
	Construction estimator 
	NIP 
	Shortage 
	Shortage 

	Engineering manager 
	Engineering manager 
	Shortage 
	Recruitment difficulty 
	Shortage 

	Civil engineer 
	Civil engineer 
	Shortage 
	Shortage 
	Shortage 

	Structural engineer 
	Structural engineer 
	Shortage 
	Shortage 
	Shortage 

	Transport engineer 
	Transport engineer 
	Shortage 
	No shortage 
	Shortage 

	Civil engineering draftspersons and technicians 
	Civil engineering draftspersons and technicians 
	Shortage 
	Regional shortage 
	Shortage 

	Electrical engineering draftspersons and technicians 
	Electrical engineering draftspersons and technicians 
	NIP 
	No shortage 
	No shortage 

	Arborist 
	Arborist 
	NIP 
	NIP 
	Shortage 

	Landscape gardener 
	Landscape gardener 
	NIP 
	NIP 
	No Shortage 

	Greenkeeper 
	Greenkeeper 
	NIP 
	NIP 
	No Shortage 

	Nurseryperson 
	Nurseryperson 
	NIP 
	NIP 
	No Shortage 

	Automotive electrician 
	Automotive electrician 
	Shortage 
	NIP 
	Shortage 

	Motor mechanic 
	Motor mechanic 
	Shortage 
	NIP 
	Shortage 

	Diesel mechanic 
	Diesel mechanic 
	Shortage 
	NIP 
	Shortage 

	Panelbeater 
	Panelbeater 
	NIP 
	NIP 
	Shortage 

	Vehicle body builder 
	Vehicle body builder 
	NIP 
	NIP 
	Shortage 

	Vehicle trimmer 
	Vehicle trimmer 
	NIP 
	NIP 
	Shortage 

	Vehicle painter 
	Vehicle painter 
	Shortage 
	NIP 
	Shortage 

	Sheetmetal trades worker 
	Sheetmetal trades worker 
	NIP 
	NIP 
	Shortage 

	Metal fabricator 
	Metal fabricator 
	Shortage 
	NIP 
	No shortage 

	Welder (first class) 
	Welder (first class) 
	Shortage 
	NIP 
	Regional shortage 

	Fitters (all specialisations) 
	Fitters (all specialisations) 
	No shortage 
	NIP 
	Shortage 

	Metal machinist (first class) 
	Metal machinist (first class) 
	NIP 
	NIP 
	Shortage 

	Bricklayer 
	Bricklayer 
	Shortage 
	NIP 
	Shortage 

	Carpenter 
	Carpenter 
	Shortage 
	NIP 
	No shortage 

	Joiner 
	Joiner 
	Shortage 
	NIP 
	No shortage 

	Occupation 
	Occupation 
	ACT 
	NSW 
	Australia 

	Painting trades worker 
	Painting trades worker 
	Shortage 
	NIP 
	No shortage 

	Glazier 
	Glazier 
	NIP 
	NIP 
	Shortage 

	Fibrous plasterer 
	Fibrous plasterer 
	No shortage 
	NIP 
	No shortage 

	Solid plasterer 
	Solid plasterer 
	NIP 
	NIP 
	No shortage 

	Plumbers 
	Plumbers 
	Shortage 
	NIP 
	Shortage 

	Cabinetmaker 
	Cabinetmaker 
	Shortage 
	NIP 
	Shortage 

	Electrician (general) 
	Electrician (general) 
	No shortage 
	NIP 
	No shortage (May 2011) 

	Airconditioning and refrigeration mechanic 
	Airconditioning and refrigeration mechanic 
	Shortage 
	NIP 
	Shortage 

	Electronic equipment trades worker 
	Electronic equipment trades worker 
	NIP 
	NIP 
	No shortage (March 2011) 

	Electronic instrument trades worker 
	Electronic instrument trades worker 
	NIP 
	NIP 
	Shortage 

	Chef/cook 
	Chef/cook 
	Shortage 
	NIP 
	Shortage 

	Medical laboratory scientist 
	Medical laboratory scientist 
	NIP 
	No shortage 
	Recruitment difficulty for medical laboratory scientists with experience in cytology 

	Medical diagnostic radiographer 
	Medical diagnostic radiographer 
	Shortage 
	No shortage 
	No Shortage 

	Medical radiation therapist 
	Medical radiation therapist 
	Shortage 
	No shortage 
	No Shortage 

	Sonographer 
	Sonographer 
	Shortage 
	Shortage 
	Shortage 

	Hospital/retail pharmacist 
	Hospital/retail pharmacist 
	No Shortage 
	NIP 
	No Shortage 

	Dentist 
	Dentist 
	No shortage 
	NIP 
	No Shortage 

	Occupational therapist 
	Occupational therapist 
	Shortage 
	Regional shortage 
	Regional shortage 

	Physiotherapist 
	Physiotherapist 
	Shortage 
	Shortage 
	Shortage 

	Podiatrist 
	Podiatrist 
	NIP 
	NIP 
	Shortage 

	Speech pathologist 
	Speech pathologist 
	No shortage 
	Metro recruitment difficulty Regional shortage 
	Shortage 

	Psychologist 
	Psychologist 
	NIP 
	NIP 
	Shortage 

	Social worker 
	Social worker 
	NIP 
	NIP 
	Regional Shortage 

	Welfare worker 
	Welfare worker 
	NIP 
	NIP 
	Shortage 

	Student counsellor 
	Student counsellor 
	NIP 
	NIP 
	No Shortage 

	Child care centre manager 
	Child care centre manager 
	Shortage 
	NIP 
	Shortage 

	Child care worker 
	Child care worker 
	Shortage 
	NIP 
	Shortage 


	NIP=No local information published 
	Source: http://www.deewr.gov.au/Employment/LMI/SkillShortages/Pages/Publications.aspx 

	Annexe M: ADULT RATES OF PAY – ASO 1-3/APS 1-3 
	Table 89: ACT Public Service and 7 largest APS agencies in Canberra – 2010-2011 
	Table 89: ACT Public Service and 7 largest APS agencies in Canberra – 2010-2011 
	Table 89: ACT Public Service and 7 largest APS agencies in Canberra – 2010-2011 

	TR
	Centrelink 
	ACT 
	Health & 
	FaHCSIA 
	Defence 
	DFAT 
	DEEWR 
	ATO 

	TR
	Public 
	Ageing 

	TR
	Service 

	TR
	2 Sept 2010 
	1 July 2010 
	August 
	14 Nov 
	8 July 2010 
	7 July 
	16 Sept 
	8 July 

	TR
	2010 
	2010 
	2010 
	2010 
	2010 

	ASO1/APS1 
	ASO1/APS1 
	38,075 
	38,249 
	38,413 
	38,681 
	39,671 
	39,688 
	40,415 
	41,148 

	TR
	39,351 
	39,531 
	39,771 
	40,798 
	
	

	43,345 
	44,189 
	42,530 

	TR
	40,421 
	40,606 
	41,133 
	42,914 
	continuous 
	43,681 

	TR
	42,082 
	42,272 
	43,140 
	range 44,532 
	

	45,476 

	ASO2/APS2 
	ASO2/APS2 
	43,092 
	43,289 
	44,894 
	45,028 
	44,896 
	45,946 
	47,468 
	46,568 

	TR
	44,280 
	44,479 
	46,241 
	47,144 
	
	

	47,547 
	49,650 
	47,849 

	TR
	45,440 
	45,648 
	47,629 
	49,266 
	continuous 
	49,617 
	50,583 
	49,105 

	TR
	46,620 
	46,831 
	48,991 
	range 
	50,381 

	TR
	47,784 
	48,003 
	50,471 
	

	51,640 

	ASO3/APS3 
	ASO3/APS3 
	49,080 
	49,306 
	51,881 
	51,158 
	51,139 
	52,067 
	53,010 
	53,040 

	TR
	50,355 
	50,588 
	53,350 
	53,355 
	
	

	56,750 
	55,214 
	54,418 

	TR
	51,634 
	51,867 
	54,897 
	55,553 
	continuous 
	55,800 

	TR
	52,972 
	53,214 
	57,506 
	range 55,880 
	

	57,245 


	Annexe N: BIMBERI YOUTH WORKERS 
	Classification of Youth Workers 
	Bimberi Youth Workers are classified at Levels 3, 4, 5 and 6 of the Administrative Service Officer classification structure. 
	Jobs with the local title “Youth Worker” are classified at ASO 3 and ASO4. 
	While it would usually be the case that movement between these two levels would be by promotion to a vacant position, there is a special provision in the DHCS enterprise agreement that joins the two grades into a single broadbanded classification. 
	There are generally no mandatory requirements for entry to or advancement within the ASO structure. In the case of entry to the ASO3 segment of the broadband, the current selection criteria include a statement that: 
	“Completion or partial completion of the Youth Worker Level III or IV certificate or qualification in the behavioural sciences (is) desirable.” 
	The requirements for progression from the ASO3 segment of the broadband to the ASO4 segment are as follows: 
	 
	 
	 
	Employees must have already attained the fourth (that is, the highest) increment point in the ASO3 salary scale 

	 
	 
	They must be up to date with all training requirements 

	 
	 
	They must have completed the Youth Worker Certificate IV qualification, and 

	 
	 
	They must have “a satisfactory performance review over the previous 12 months”. The next higher grade in the Youth Worker career structure is the ASO5 Team Leader. The distinguishing features of a Team Leader’s role are their responsibilities for supervision, guidance, induction, training and mentoring of Youth Workers; the management of individual 


	casework; their advisory role in relation to internal and external stakeholders; and their contribution to the management and administration of the unit. 
	At this level, the selection criteria include: 
	“Demonstrated experience in the management of staff and residents in a custodial environment and the knowledge to ensure the safe custody of residents and the delivery of a professional service. 
	Completion of Youth Certificate 4, completion or partial completion in the Diploma of Welfare studies or qualification in the behavioural sciences (is) highly desirable.” 
	At the next level in the career structure, ASO6 Unit Manager, the selection criteria include: 
	“Demonstrated strong leadership skills and the ability to work with program providers in the provision of quality care, support and welfare services, and developmental and rehabilitation programs for clients 
	“Demonstrated strong leadership skills and the ability to work with program providers in the provision of quality care, support and welfare services, and developmental and rehabilitation programs for clients 
	Completion of the Youth Worker Level 4 Certificate, and/or qualifications in the behavioural sciences highly desirable. 

	At least two (2) years’ relevant experience.” 
	ASO6 Unit Managers report to a Senior Officer Grade C Operations Manager, who reports in turn to a manager at the Senior Officer Grade B level, with the whole organisation coming under the Senior Manager, Bimberi Youth Justice Centre, at Senior Officer Grade A. 
	Salaries of Youth Workers 
	The rates of pay for all grades of Youth Worker are set out in the following Table: 
	Youth Worker 
	Youth Worker 
	Youth Worker 

	Administrative Services Officer Class 3 
	Administrative Services Officer Class 3 
	$49,306 $50,588 $51,867 $53,214 

	↓ QUALIFICATION/PERFORMANCE BARRIER ↓ 
	↓ QUALIFICATION/PERFORMANCE BARRIER ↓ 

	Administrative Services Officer Class 4 
	Administrative Services Officer Class 4 
	$54,956 $56,700 $58,174 $59,668 


	↓ 
	PROMOTION 
	↓ Team Leader Administrative Services Officer Class 5 $61,295 $63,211 $64,994 ↓ PROMOTION 
	↓ 
	Unit Manager 
	Unit Manager 
	Unit Manager 

	Administrative Services Officer Class 6 
	Administrative Services Officer Class 6 
	$66,198 $67,848 $69,705 $73,209 $76,043 

	Table 90: ACTPS rates of pay for all grades of Youth Worker 
	Table 90: ACTPS rates of pay for all grades of Youth Worker 


	Youth Workers (or workers with similar roles and similar titles) also exist in the juvenile justice systems in other Australian jurisdictions. A brief review of the arrangements applying on the three major eastern Australian jurisdictions appears below. 
	 Victoria 
	There is a distinct Juvenile Justice Worker classification structure for employees in Victorian youth justice centres. For entry to this classification structure, it is “highly desirable” to have a Certificate IV in Youth Work (Juvenile Justice/Youth Justice), or the related Certificate IV Youth Justice. The Victorian Department of Human Services also “welcome(s) people with qualifications in social work, welfare work, psychology and criminal justice”. 
	The commencing salary range for a Juvenile Justice Worker 1 is $40,771-52,357. This is somewhat less favourable than the salary range paid to ASO3 Youth Workers. 
	There are a number of higher grades of Juvenile Justice Worker (extending from grade 2 through to grade 6). The starting rate for a Juvenile Justice Worker 2 is $53,503. 
	Assuming that by this stage in their career the Victorian JJW2 has acquired the preferred Certificate IV, the Victorian rate is closely comparable with the ACT rate for the fully-qualified employee. 
	 NSW 
	Youth justice workers in NSW juvenile justice detention centres are classified in the Operational grades – a classification structure that includes a variety of blue collar and grey collar employment categories. 
	NSW youth justice workers occupy levels 1, 2 and 4 of the Operational grades. Actual salary points are selected from within the salary scales for these grades, as follows: 
	Youth worker level 
	Youth worker level 
	Youth worker level 
	Operational grade level 
	Pay point 
	Annual salary 

	1 
	1 
	Level 1 
	Year 1 Year 2 Year 6 
	$40,752 $42,477 $49,384 

	2 
	2 
	Level 2 
	Year 1 Year 2 Year 3 Year 4 
	$52,104 $53,636 $55,131 $56,644 

	3 
	3 
	Level 4 
	Year 1 Year 2 Year 3 Year 4 
	$61,878 $63,781 $68,761 $70,929 

	Table 91: NSW rates of pay for all grades of Youth Worker 
	Table 91: NSW rates of pay for all grades of Youth Worker 


	Entry requirements for this workforce are not specific to the job demands, as any of the following qualifications/experience are accepted at Youth Worker Level 1 and Level 2: 
	“Completion of 3 modules from the Certificate 3 in Youth Justice or completion of three units of competency from the Certificate IV in Youth Work (Juvenile Justice); or possession of Higher School Certificate or higher qualification; or School Certificate or equivalent plus trade/equivalent qualifications; or School Certificate plus appropriate managerial/supervisory experience.” 
	Generally speaking, rates of pay for ACT Youth Workers are better than or comparable with those paid to their NSW counterparts. 
	 Queensland 
	Youth Workers in the Department of Communities Youth Detention Centres are classified in Levels 3, 4 and 5 of the Queensland public service’s Operational Stream. 
	The salaries for these grades are presently: 
	Operational grade level 
	Operational grade level 
	Operational grade level 
	Pay point 
	Annual salary 

	Level 3 
	Level 3 
	Year 1 Year 2 Year 3 Year 4 
	$43,191 $44,795 $44,921 $45,862 

	Level 4 
	Level 4 
	Year 1 Year 2 Year 3 Year 4 
	$47,806 $49,366 $50,934 $52,486 

	Level 5 
	Level 5 
	Year 1 Year 2 Year 3 Year 4 
	$53,872 $55,664 $57,469 $59,270 

	Table 92: Queensland rates of pay for all grades of Youth Worker 
	Table 92: Queensland rates of pay for all grades of Youth Worker 


	Competency-based advancement between the top increment point of Level 3 and Level 4 is available on the basis that an employee has demonstrated competent performance assessed against a number of key job capability areas at the lower level. 
	In 2006, the Queensland Department of Communities identified a need to provide all staff with training at Certificate IV level, and planned to engage an Registered Training Organisation to deliver this training and to assess employees’ existing competency levels under a Recognition of Prior Learning program. 
	Salaries paid to juvenile justice centre workers in the ACT compare favourably with salaries paid to their counterparts in Queensland. 
	 Comparisons with DET Youth Workers 
	Youth Workers in DET are classified and paid at ASO4. So far as qualifications are concerned, tertiary qualifications in a related field are desirable, but not mandatory. 
	 Comparisons with ACT correctional officers 
	In common with many other jurisdictions, Bimberi juvenile justice centre is located within the community services portfolio. On the other hand, the Alexander Maconochie Centre is located within the justice and community safety portfolio. 
	The conditions under which the work of youth workers and correctional officers is performed are therefore very different, and this must have a bearing on the relative work value of the twp employment categories. Nevertheless, it is instructive to examine the qualification requirements, classification structure and salary scales of Correctional Officers. 
	Classification 
	Classification 
	Classification 
	Salary points 
	Qualification requirement 

	Correctional Officer Trainee 
	Correctional Officer Trainee 
	$35,973 

	Correctional Officer Class 1 Salary advancement point Salary advancement point 
	Correctional Officer Class 1 Salary advancement point Salary advancement point 
	$49,866 $52,519 $56,612 $59,840 
	Upon appointment Certificate III Correctional Practice (Custodial) Certificate IV Correctional Practice (Custodial) 

	Correctional Officer Class 2 Salary advancement point 
	Correctional Officer Class 2 Salary advancement point 
	$62,838 $65,143 $67,450 
	Certificate IV Correctional Practice (Custodial) plus Certificate IV -Frontline Management 

	Correctional Officer Class 3 Salary advancement point 
	Correctional Officer Class 3 Salary advancement point 
	$72,350 $74,656 $77,250 
	Diploma of Community Welfare Work 

	Correctional Officer Class 4 Salary advancement point 
	Correctional Officer Class 4 Salary advancement point 
	$84,745 $88,203 $90,510 
	Advanced Diploma of Community Services Management 

	Table 93: ACTPS salary structure for Correctional Officers 
	Table 93: ACTPS salary structure for Correctional Officers 


	A Correctional Officer who attains the specified Certificate IV will be advanced automatically to the top pay point of Correctional Officer Grade 1 ($59,840). A Youth Worker who is advanced through the ASO3/ASO4 broadband barrier will initially be paid $54,956. However, they will attain a salary of $59,668 after three years service at the higher level. 
	A Correctional Officer promoted to Level 2 who undertakes no further study will advance to $65,143 after 12 months. A Youth Worker promoted to ASO5 level will advance to a comparable salary level ($64,994) after 24 months. 
	At the next highest level of the Correction Officer career structure, a Level 3 employee can attain a salary level of $74,656 after 12 months service at that level. The closest comparable pay point in the youth worker salary structure is $76,043, attained after 4 years service. However, this higher rate of pay is not dependent on the employee possessing any specific qualification. 
	Correctional Officers at Class 4 correspond most closely to Senior Officers Grade C in the Bimberi organisation. 
	 Comparisons with ACT professional officers 
	The salaries of Youth Workers (unqualified and qualified) also compare well with the salaries paid to professionals in the ACTPS who hold three year degrees in the behavioural sciences: 
	Health Professional Level 1 $50,796 (Professional Development Year) Health Professional Level 2 $54,188 $57,980 $61,074 $62,859 $64,723 $66,468 $68,340 $70,459 
	Table 94: ACTPS rates for relevant Health Professional, for comparison 
	Table 94: ACTPS rates for relevant Health Professional, for comparison 













