





















































PART 7- CESSATION OF EMPLOYMENT

36.
36.1

38.

40.

RESIGNATION

Employees are required to give four weeks notice in writing of their intention to resign
from employment with the Trust, unless otherwise agreed as mutually beneficial by
the Executive Director.

Where an Employee fails to give the required notice when resigning from employment
with the Trust, the Executive Director may, having regard to the circumstances, deduct
an amount of salary equivalent to the quantum of the period of notice that has not been
worked from monies owing to the Employee.

TERMINATION PAYMENTS

" Where an Employee leaves the Trust, the Employee will be paid the value of any

outstanding recreation leave credits, plus that of any pro-rata entitlement for which the
Employee is eligible. Payment in lieu will be calculated using the Employee’s final
rate of salary and allowances considered as salary for all purposes at the date of exit.
Temporary reassignment loading is included as salary for all purposes for payment in
liev of recreation leave where it is certified that the temporary reassignment of duties
would have continued beyond the date of exit.

The Trust may recover all or parts of any debt owed to the Trust by an Employee at
termination of his or her employment out of monies otherwise payable to the

Employee and then pay the Employee the balance remaining after the recovery of the
debt, .

PAYMENT ON DEATH

Where an Employee dies, or the Executive Director has directed that an Employee will
be presumed to have died on a particular date, payment may be made to the
dependants or partner, or the legal personal representative, or executor of the will of
the former Employee of an amount that would have been paid if the Employee had
otherwise ceased employment.

REDEPLOYMENT
This clause applies only to ongoing Employees who are not on probation.

Where Trust projects or programs are nearing completion, the Trust will discuss with
the affected Employee possible options. Potentially excess ongoing Employees will,
when it 1s in the interest of both the Employee and the Trust, be assessed for other
suitable positions.

REDUNDANCY

Voluntary Redundancy

40.1

Where an Employee is likely to become excess the Executive Director may provide to
that Employee an early separation opportunity.

This option provides for separation to occur within 14 days of the Employee being
advised that they are excess.



40.3

40.4

An early separation opportunity attracts an additional payment of 8 weeks salary (or
10 weeks for an Employee over 45 years of age with at least 5 years continuous
service), over and above any other amount paid on separation in accordance with this
A grcement

The payment is in lieu of the time that may have reasonably been expected to elapse
for the purpose of the consultation periods and notice periods.

Consultation Process

40.5

40.6

40.7

When the Trust is aware that an Employee is potentially excess, the Trust will advise
the Employee of the situation at the earliest practicable time.

The Trust will hold discussions with the Employee about the process. Where the
Employee nominates a representative they wish to be involved in this matter, the Trust
will hold discussions with the Employee and their representative.

Where 15 or more Employees are likely to become excess the Trust will comply with
the provisions of sections 530 of the Fair Work Act 2009.

Excess Employees Notice of Termination

40.8

40.9

40.10

40.11

Where the Trust advises the Employee that they are excess they will be provided with
four weeks notice of termination, except where the Fair Work Act 2009 provides for a
longer period of notice. The Trust may provide an Employee with payment in lieu of
the unexpired portion of the notice period, required to be given under this Agreement,
the Fair Work Act 2009 or a contract of employment.

- Within 2 weeks of the beginning of the notice period an Employee will be given

advice on the following;
(a) amount of redundancy pay, pay in licu of notice and paid up leave credits;
)] amount of accumulated superannuation contributions;

(c) options available to the Employee concerning super annuation (through
Comsuper or another provider); and

(d) taxation rules applymg to the various payments (through the Australian
Taxation Office).

If the Trust is unable to comply with the above requirement because a payment is
made in lieu of notice, the information shall be provided as soon as practicable on or
after termination.

Financial assistance will be provided (up to a maximum of $500) for financial advice,

Redundancy Pay

40.12

An excess Employee whose employment is terminated under these provisions is
entitled fo be paid redundancy pay of a sum equal to two weeks salary for each
completed year of continuous service, plus a pro-rata payment for completed months
of service since the last completed year of service.,



40.13
40.14

40.15

40.16

The minimum sum payable will be 8 weeks salary and the maximum will be 48 weeks
salary.

Redundancy pay will be calculated on a pro-rata basis for any period where an
Employee has worked part-time hours during their period of service.

Service for redundancy pay purposes means continuous service with the Trust and
immediate prior service with the Australian Public Service or other Australian
Government Authority.

Absences from work, which do not count as service for Long Service Leave purposes,
will not count as service for redundancy pay purposes.

Rate of Redundancy Payment

40.17

For the purpose of calculating any payment, salary will include:
(a) the Employee's salary at their substantive classification level; or

(b) the salary of the higher work value level, where the Employee has been
working at the higher level for a continuous period of at least 12 months
immediately preceding the date on which the Employee is given notice of
retrenchiment; and

(©) other allowances in the nature of salary, which are paid during periods of
annual leave and on a regular basis, excluding allowances which are a
reimbursement for expenses incurred.

Redundancy Arrangements for Non-Ongoing Employees

40.18

40.19

40.20

This clause applies to non-ongoing Employees other than Employees who are on
probation.

Norn-ongoing employment may be terminated for reasons other than misconduct,
including, but not limited to the following:

(a) the duties for which the Employee was engaged are no longer available;

(b)  the duties for which the Employee was engaged have been completed ahead of
time; or

(c) a decision has been made that the duties for which the Employee was engaged
are no longer required to be performed.

Where the employment of a non-ongoing Employee is terminated for reasons other
than misconduct, the Trust may approve a payment to the Employee at the applicable
rate of pay in accordance with the following table. Such payment will be considered
to be inclusive of payment in lieu of any required period of notice under this
Agreement or the Fair Work Act 2009, subject to meeting the minimum notme
requirements of that Act.

Period of service foregone ‘ Payment

e Not more than 6 months 1 week

e More than 6 months but not more than 12 months 4 weeks

s More than 12 months but not more than 18 months 8 weeks




e More than 18 months but not more than 24 months 12 weeks

@

More than 24 months but not more than 30 months 16 weeks

(-]

Maore than 30 months 20 weeks

(Plus 1 additional week if over 45 with at least 2 years continuous service)

41,
41.1

41.2

41.3

41.4

ABANDONMENT OF EMPLOYMENT

The absence of an Employee from work for a continuous period exceeding 1 week
without the consent of the Trust and without notification to the relevant supervisor
shall be prima facie evidence that the Employee has abandoned employment.

If, within a period of 2 weeks from the Employee’s last attendance at work or the date
of his/her last absence in respect of which notification was given or consent granted,
an Employee has not established that the absence was for a reasonable cause, the
Employee will be deemed to have abandoned employment.

Where an Employee is considered to have abandoned their employment the Trust will
take action to recognise the employment as having terminated.

Termination of employment by abandonment shall operate as from the date of the last
attendance at work or the last day’s absence in respect of which consent was granted
or the date of the last absence in respect of which notification was given to the Trust,
whichever is the latter. .




[ PART 8- FLEXIBLE WORKING ENVIRONMENT

42. BALANCING WORK & PERSONAL RESPONSIBILITIES

42.1 The Trust recognises that Employees seek to balance their working life with other
commitments and interests, such as family, community involvement and lifestyle
choices. This is recognised through the provision of a range of flexible attendance
arrangements, leave provisions and assistance programs. When applying flexible
attendance arrangements and other employment conditions, the Trust and its
Employees will consider the operational needs of the Trust and any effect on other

Employees.
43. HOURS OF DUTY
Ordinary Hours of Duty

-43.1  For full-time Employees covered by this Agreement the ordinary hours of duty are 37
hours 30 minutes per week.

43.2  Ordinary hours of work for full-time Employees in the Trust will be 7 hours and 30
minutes per day, 37.50 hours per week and 150 hours over a four week settlement
period. ‘

43.3  For part-time Employees, ordinary hours are the regular hours agreed in their contract
of employment.

43.4  Standard hours are 8.30am to 12.30pm and 1.30pm to 5.00pm, or 9.00am to 1.00pm
and 2.00pm to 5.30pm.

43.5 Rosters will be determined following consultation between the relevant manager and
affected Employees. Any changes to rosters will occur as agreed, or upon the giving
of 7 days notice to those affected.

43.6  Where reasonably practicable and unless otherwise agreed, Employees working on a
roster will work no more than 2 weekends in any 4 weeks.

Recording Attendance

43.7 Employees are required to record each day, their actual time of arrival, departure, and .
any breaks taken. '

Meal break

43.8  In addition, Employees must take a minimum meal break of 30 minutes after working
continuously for a five-hour period. -

44. WORKING FLEXIBLY

44.1  The Flexible Working Arrangements Scheme is a cooperative arrangement between
the Trust management and Employees that provides flexibility to meet operational
requirements and for Employees to balance their work and personal lives.



44.2  The following flexible working arrangements apply to Employees employed in
~classifications at 1-6 Ievel (except those who work on a roster or fixed daily hours
basis).

Flextime Bandwidth

44,3  The span of hours (flextime bandwidth) during which Employees may work their
ordinary hours of duty is usually between 7:00am and 6:00pm, Monday to Friday. It
is expected that these flextime bandwidth hours will meet most of the Trust’s
operational requirements.

444  The Director may vary the bandwidth hours for individuals or groups of Employees if
operational requirements require or permit.

Settlement Period

44.5 Emp‘loyees working flexible hours may, with approval, adjust how they work their
total ordinary hours ever a “4 week settlement period”, commencing on a Thursday
payday and finishing on a Wednesday.

Core Hours

44.6  While there is a general expectation that staff will be available during Trust business
hours, 9am to S5pm, Directors may set the core hours for Employees in their area of
control in consultation with Employees and subject to any overarching determination
by the Executive Director.

44.7  All Employees must attend for work during core hours unless they have the prior
approval of their supervisor to be absent on flex or other leave.

Maximum Flex Credit

44,8 A flex credit is the accumulation of flextime in excess of the ordinary hours of duty
(150 hours) over a settlement period.

44.9  Flex credits cannot be accumulated outside the flextime bandwidth hours.

44.10 Where Employees are required to work outside the bandwidth, usually 7:00am and
6:00pm, overtime is payable.

44.11 A flex credit of 30 hours is the maximum an Employee may carry over from one
settlement period to the next, and this credit may be carried indefinitely.

44.12 Subject to operational requirements and prior approval, Employees may take two full
days flex leave during a settlement period.

Maximum Flex Debit

44.13 A flex debit occurs when the time worlked is less than ordinary hours of duty (150 -
hours) over a settlement period.



44.14 A flex debit of 10 hours is the maximum an Employee may carry over from one
settlement period to the next, and it may be carried indefinitely.

44.15 Where an Employee exceeds the maximum flex debit, the excess must be reduced by
either leave without pay or recreation leave to reduce their debit back to the maximum
of 10 hours.

44.16 Empioyees ceasing employment with the Trust must either work off their debit, or the
equivalent salary amount will be debited from the last pay they receive from the Trust.

Payment of Flex Credit on Cessation

44.17 "Where a Director certifies that, due to operational requirements, an Employee was
unable to access flex leave prior to cessation, they will receive payment in lieu of their
remaining flex credit, up to a maximum of 30 hours, at single time rates.

_Responsibilities of Employees and Managers

44.18 Employees and managers will take joint responsibility for ensuring that flex credit and
debit maximums are not exceeded. Employees shall take all reasonable steps to
balance their flex credits and debits, and managers shall take reasonable steps to
ensure that Employees are not continuing to build excessive flex credits without the
opportunity to access flex leave.

Working Extensive Hours

44.19 In exceptional circumstances the Trust may require Employees to work extensive
hours over a period of time to meet high priority operational requirements.

44.20 Where an Employee expects they may exceed the flex credit maximum of 30 hours at
the end of the settlement period, they must discuss the situation with their supervisor,
including:

(a) ~ the immediate and ongoing work commitments for the Section/Branch;

(b) where there is likely to be an ongoing requirement for the Employee to work
extensive hours during the bandwidth, other options for redressing the
workload demands on the Employee;

(©) and the need for overtime duty to meet the extra work requirements.

44.21 During this discussion, the Employee and supervisor should also seek to agree on a
time during the following settlement period where the Employee may access at least
one day flex leave to reduce their flex credit to a more manageable level. Where an

Employee has a large flex credit, a request for flex leave will not be unreasonably
refused.

Requirement to Notify Director

44.22 In addition to the requirements specified in this Agreement, where an Employee
expects they may exceed the flex credit maximum of 30 hours, they must advise their
Director.



4425

An Employee may not work hours which result in a flex credit of greater than 30 hours
without the specific agreement of their Director.

Where, with the agreement of their Director, an Employee accrues a flex credit in
excess of 30 hours at the end of the settlement period, they will forward a copy of their
Attendance Record to the Head of Human Resources, and be paid for the hours
worked in excess of 30 hours (at single time rates).

Before agreeing to an Employee accruing a flex credit in excess of 30 hours, the
Director should review the matter in consultation with the relevant supervisor and
Head of Human Resources with a view to effectively addressing the staffing issues
associated with the immediate and ongoing work commitments of the Section/Branch.

Reversion to Ordinary Hours

44.26

44.27

4428

44.29

44.30

44.31

Employees may be reverted to ordinary hours where:

(a) the supervisor reasonably considers the Employee’s attendance is
unsatisfactory; and/or

(b)  the supervisor reasonably considers that the Employee is misusing the flexible
working arrangements; and/or

(c) the Employee’s work performance is unsatisfactory.

Where reversion to ordinary hours is being considered, the supervisor may discuss the
proposed action with the affected Employee prior to making their decision.

Where requested to do so by the Employee, a supervisor may provide a written
explanation of his/her reasons for requiring the Employee to revert to ordinary hours.

Where an Employee is absent from duty without approval, all pay and other benefits
provided under this Agreement, e.g. flexible working arrangements and flex leave, will
cease to be available until the Employee resumes or is granted leave.

Where an Employee has been reverted to ordinary hours, they will work the prescribed
ordinary hours of duty, i.e. in accordance with clause 43 of this agreement.

Access to flexible working arrangements may be restored where a supervisor is
satisfied that an Employee’s attendance is satisfactory.

Where Employees who have been reverted to ordinary hours are required to work
additional hours, they will receive overtime payments for all duty performed outside
the prescribed ordinary hours of duty.

Additional Flexible Arrangements

44.33

In addition to the above provisions, where a manager and Employee agree that there is
benefit to the Trust for the Employee to work away from the office on a short-term
temporary basis, the Executive Director may approve the arrangement,

Fixed Daily Hours

44.34

Employees employed on fixed daily hours or a roster basis are not able to participate

in flexible work arrangements,



45.
45.1

45.4

46.
46.1

46.2

WORKING ARRANGEMENTS FOR EXECUTIVE LEVEL EMPLOYEES

The Trust does not intend that Executive Level Employees will be required to work
unreasonable hours. To achieve this, Directors should:

(a) allocate sufficient resources to handle the ongoing workload;
(b)  monitor workloads to ensure appropriate staffing levels are maintained;

(c) put staffing strategies in place to handle workload peaks and major project
work; and

(d)  review staffing situations in response to representations from Employees.

The Trust recognises that the hours of duty of Executive Level Employees are not
regular or easily categorised. While the Flexible Working Arrangements Scheme does
not apply to Executive Level Employees, the Executive Director has the discretion to
allow these Employees flexibility in their working arrangements, including hours of
work, and has the authority to grant time off in recognition of additional hours worked,
where it is considered such hours are in excess of reasonable requirements. This
meéans that the Executive Director may, as appropriate, agree to absences, including
whole days. Such absences do not need to be covered by official leave.

The working arrangements for an Executive Level Employee should be agreed with
the Executive Director after discussion between the Director and Executive Level
Employee. Inreaching agreement on working arrangements, Directors and Executive
Level Employees should have regard to:

(a) the operational requirements, workload and priorities of the area;

(b) the need for Executive Level Employees to balance work and personal/family
responsibilities; and

(c) any other relevant factors.

Working arrangements should be reviewed as part of regular workplace discussions.
If any matter(s) regarding working arrangements cannot be resolved at the workplace
level, the Employee may raise the issue with their Director or the Head of Human
Resources. '

PART-TIME WORK/JOB SHARING

The Trust is committed to providing equitable outcomes for all Employees and any
parl-time requests from ongoing Employees have to be balanced with the operational
needs of the Trust and those of other Employees in the work area. Employees agree to
be flexible in implementing part-time requests.

The Trust may support part-time requests from ongoing Employees for a range of
different circumstances, including:

(a) return from maternity/parental leave and additional leave under this agreement;
(b)  pre retirement transition;

(c) short term requests such as personal iliness, carer and study; and

(d)  other requests may be considered subject to operational requirements.

All applications for part-time work must be in writing and are subject to the Trust's
Part-time Work Policy. '



Job Sharing

46.4  Part-time work can, where operational needs permit, be used for job sharing
arrangements where both Employees are at the same classification level.

Remuneration

46.5 Remuneration and other conditions for part-time Employees will be calculated on a
pro-rata basis, apart from allowances of a reimbursement nature, where a part-time
Employee will receive the same amount as a full-time Employee.

Employee Request to work Part-time

46.6 A full-time Employee may request in writing to work on a part-time basis for a period
of up to 12 months.

46.7 The Executive Director may agree to requests for part-time work, subject to
operational requirements. Consideration of operational requirements will include an
assessment of the effect of the proposal on individual workloads, the Branch and the
Trust as a whole. The Executive Director will advise the Employee in writing of the
outcome of their request within 3 weeks of'its lodgement.

46.8  On completion of an approved period of part-time work, an Employee may re-apply
for a further period of part-time work or a return to full-time work.

Returning from Maternity or Parental Leave |

46.9 The Executive Director will agree to requests for regular part-time work from
Employees returning from maternity leave or parental leave up until the child’s second
birthday, or, in the case of adoption, the second anniversary of the placement of the
child. An Employee who wishes to continue working part-time after these dates must
re-apply, subject to conditions outlined in the above clause. Approval will be subject
to operational requirements.

46.10 This clause does not prevent an Employee from making a request for the flexible
working arrangements under the National Employment Standards.

Part-time Work Agreement

46.11 Part-time work arrangements will be set out in a contract of employment specifying
the Employee’s regular part-time hours to be worked during the settlement period,
agreed core hours, the duration of the agreement and any specific arrangements that
are necessary to facilitate part-time work. Any single period of attendance may not be
for Tess than 3 hours.

Variation in Hours of Work

46.12 With the agreement of their manager, a part-time Employee may increase or decrease
their hours of work within a settlement period either for a finite period or on an
ongoing basis, taking into account the minimum attendance requirement of 3 hours.



46.13 Part-time hours will usually be within the bandwidth hours specified in this Agreement
(7:00am and 6:00pm). All requests for part-time work are to be submitted to the
Executive Director for approval.

46.14 A part-time Employee may access the Flexible Working Arrangements Scheme under
the same arrangements as full-time Employees, by arrangement with their supervisor.

46.15 A short-term variation of hours of work, for periods less than a settlement period, will
not be taken into account in calculating a part-time Employee’s next accruing leave
entitlements.

Manager Initiated Changes

46.16 A manager may initiate the introduction of part-time employment.

46.17 A full-time Employee originally engaged on a full time basis will not be required to
convert to part-time or a part-time Employee originally recruited on a part-time basis
will not be required to extend part-time hours without recourse to the provisions
applying to excess Employees.

Reverting to Full-time Hours

46.18 A part-time Employee who was previously a full time Employee may revert to full-
time hours at a suitable time with the agreement of their manager, subject to
operational requirements.

46.19 A manager may require a part-time Employee to perform additional duties to meet
operational requirements (i.e. more hours than agreed as their regular part-time hours
over the settlement period). For Employees in classifications up to and including
Level 6, additional duties will be paid as overtime in accordance with the rates set out
in clause 75. For Employees on rosters, overtime will apply for hours worked outside
these rosters.

46.20 Where a part-time Employee regularly works overtime, managers should review
staffing arrangements within the work area

47. HOME-BASED WORK

47.1 The Executive Director may approve an application from an Employee to work from
homie on either a regular or temporary basis, on such conditions as the Executive
Director thinks fit.

47.2  When considering an application for home based work, the Executive Director will
have regard to relevant factors, including, but not limited to:

(a) home based work cannot be used as a substitute for dependant care;

(b)  home based work cannot be utilised for more than 3 days per week (subject to
agreement);

(©) characteristics of certain jobs do not allow for home based work arrangements
(e.g. supervisory duties to be performed, positions which require direct face to
face contact on a regular basis etc.);

(d) occupational health and safety factors at the home work site; and



(e) consideration of the security or sensitivity of the role and the duties to be
performed.

47.3 A home based work arrangement may only be varied by an Employee with the
agreement of the Executive Director.

474  Ahome based work arrangement can be varied or terminated by the Executive
Director at any time where s/he considers:

(a) the arrangement is having an adverse impact on the operational requirements of
the Employee’s work area;

b) the arrangement is considered to be inefficient and/or ineffective; and/or

(c) the Employee is failing to comply with requirements relating to the
arrangement or other terms and conditions of employment or whose work
performance or conduct is unsatisfactory.



| PART 9— LEAVE PROVISIONS

48.
48.1

49.
49.1

50.
50.1

50.2

AUTHORITY TO GRANT LEAVE

The Executive Director may grant other leave of absence to the Employee for a
purpose that the Executive Director considers to be in the interests of the Trust, having
regard to the operational requirements of the Trust.

Leave under clause 49.1 may be granted:

(a) for the period requested or for another period,;
(b)  with or without pay; and

(c) subject to conditions.
COMPENSATION/ACCIDENT LEAVE

Compensation leave is covered by the Safety Rehabilitation and Compensation Act
1988, and is determined by Comcare Australia in the event of employment related
illness or injury.

LONG SERVICE LEAVE

The entitlement to tong service leave is provided for under the Long Service Leave
(Commonwealth Emplovees) Aci 1976.

To provide for more flexible access to long service leave, leave may be granted for a
minimum period of 7 calendar days.

MATERNITY LEAVE

Maternity leave is available to Employees as if the Maternity Leave (Commonwealth
Employees) Act 1973 applied to the Employees. Paid maternity leave does not apply to
non-going Employees who worlk less than an average of 24 hours per week.

Note: Under the Maternity Leave (Commonwealth Employees) Act 1973, access to
paid maternity leave is subject to a qualifying period of 12 months continious
employment. Eligible Employees may access up to 12 weeks paid leave, inclusive of
public holidays. Eligible Employees may access a period of up o 52 weeks, including
paid and unpaid leave.

To the extent that it is more favourable to an Employee, the Employee is entitled to
maternity leave in accordance with the Fair Work Act 2009,

An Employee wishing to apply for maternity leave must complete an Application for
Leave form, have the leave form endorsed by their supervisor, and is to forward the
application for approval by the Executive Director.

An Employee may request in writing to return to work before the end of her approved
maternity leave. The granting of such a request will be at the discretion of the
Executive Director. Employees resuming duty full time following their period of
maternity leave will return to the position they held prior to their maternity leave or, if
the position no longer exists, a position that is nearest in status and remuneration. Any
request to resume work on a part-time basis will be in writing and in accordance with
this Agreement.



51.6

5L.7
51.8

An Employee who is pregnant is required to absent herself from duty six weeks before
the expected date of birth of the child, unless a doctor’s certificate is provided
declaring her fit to either continue or return to duty.

Periods of paid maternity leave will count as service for all purposes.

In order to provide a more flexible administration of maternity leave, an Employee
may elect to receive payment for their maternity leave at half pay. Only the equivalent
full pay period will count as service.

PARENTAL LEAVE

Non-ongoing Employees who are employed for an average of less than 24 hours per
week shall receive unpaid leave for absences under this clause in lieu of paid leave.

The entitlement to parental leave (including adoption leave) is provided under the Fair

Worl: Act 2009. The following prowsmns supplement those in the Fair Work Act
2009.

The Executive Director will grant 10 days full pay leave to Employees following the
birth (or adoption) of a child, except staff who are entitled to receive maternity or
adoption leave at this time. -

Either parent may access a maximum of 52 weeks parental leave, to be taken in a
single continuous period, which may be taken during the 66 weeks immediately
following the birth or adoption of a child. Where an Employee takes paid maternity,
paid paternity or paid adoption leave in addition to parental leave without pay, the
aggregate period of parental leave (including paid maternity, paternity and adoption)
will not exceed 52 weeks.

The Executive Director may grant 12 weeks full pay leave to eligible Employees for
the purposes of adopting a child and documentary evidence must be submitted on
application for leave.

Adoption leave may be approved for the purposes of:

(a) completing administrative and legal procedures (leave may be granted on more
than one occasion during this stage of the adoption process);

b) travelling to and returning from the location where the Employee first accepts
responsibility for the adopted child; and

(c) recuperating with the child upon returning home.

Adoption leave is non—gender specific, and counts towards any parental leave that is
talen in conjunction with the adoption of a child.

The adoptive child must not have previously lived with the Employee for a continuous
period of six months or more.

The adoptive child must not be a child or step-child of the Employee or the
Employee’s partner unless that child had not been in the custody and care of the
Employee or the Employee’s partner for a significant period.

An Employee with less than 12 months continuous service with the Trust is eligible
for adoptive leave but only as leave without pay.

Adoption leave with pay counts as service for all purposes and must be taken within
66 weeks from assuming responsibility for the child.



543

54.4
54.5

55.

55.1
55.2

55.8

55.9

55.10

COMPASSIONATE LEAVE

In circumstances where an Employee is entitled to up to 2 days compassionate leave
under the Fair Work Act 2009, the Executive Director may grant an additional day of
leave per occasion without loss of pay.

DEFENCE FORCE LEAVE

Leave shall be granted to an Employee who is a member of thc Defence Reserve to
undertake Defence Force training and/or service.

The period of Defence Reserve leave available shall be 20 working days per year with
pay, which may accumulate and be taken over a two year period. An additional 2
weeks leave with pay will be available for the purposes of attending recruit/initial
employment training, Non-ongoing Employees who work an average of less than 24

“hours per week are not entitled to paid Defence Force leave unless such leave is

provided for under a provision of a law of the Commonwealth.

The Executive Director may grant additional leave, with or without pay, for Defence
Force requirements including deployment.

All leave granted for Defence Reserve purposes shall count as service for all purposes.

Employees who are members of the Defence Reserve may also apply for recreation
leave, long service leave or flex leave for Defence Reserve purposes.

PERSONAL LEAVE - ONGOING EMPLOYEES AND NON-ONGOING
EMPLOYEES

Trust Employees will be entitled to 18 days personal leave each 12 months.

Personal Leave will be credited on a pro-rata basis from the Employee’s date of
commencement (or for existing Employees from the date of effect of this Agreement)
at a rate of 1.5 days per calendar month or part thereof.

Part-time Employees will accrue a pro-rata credit based on the number of hours
worked.

All personal leave credits will be recorded and deducted in hours and minutes, and will
accrue on a full-pay basis.

Employees may access their personal leave on a full pay basis or for periods of 10
continuous days or more on a half-pay basis.

All personal leave credits may dccumulate to future credits if not used.

All existing personal leave credits at the date of effect of this Agreement will be
recognised.

No personal leave credit will accrue, or grant be made, during any periods of leave
without pay or to an Employee after the date of the Employee’s retirement or
resignation, :

Personal leave cannot be converted to salary or cashed out upon termination of
employment.

Personal leave can be used for purposes of personal illness/injury, to provide care or
support to a member of the Employee’s immediate family or a member of the
Eniployee’s household who requires care or support for reasons of personal
illness/injury or an unexpected emergency affecting the member, in addition to the



following purposes: emergency caring, purposes of a short term nature, and addressing
personal needs which cannot be dealt with outside ordinary hours, including:

{a) personal illness;
(b) attending to health appointments, legal or other personal matters;

(c) care of partners, dependants, extended family members or close friends who
are ill, injured or require assistance;

(d) when the Employee is unable to organise alternative care for their child or their
usual child care arrangements are unexpectedly disrupted;

(e) accompanying family with health, legal or other personal matters;

(H attending cultural or religious obligations, including observance of religious
holidays which are not formally designated as public holidays in the
Agreement;

(g)  attending National Aboriginal and Islander Day Observance Committee
(NAIDOC) ceremonies;

(h) urgent household matters or repairs;
(i) moving house (1 day per accrual year) ; and
)] attending graduation ceremonies (1 day per accrual year).

55.11 Where an Employee is entitled to personal leave under this Agreement for a reason
that would not entitle the Employee to personal leave under the Fair Work Act 2009,
the granting of that leave is subject to the approval of the Executive Director.

55.12 Employees must advise the Executive Director as soon as possible of the absence, or
their intention to be absent, and wherever possible the anticipated length of absence
and the reason for the absence.

55.13 Personal leave may not be used for recreation leave purposes.

Production of Supporting Evidence

55.14 Employees may be granted personal leave with pay (subject to available credits) for
the purpose of personal illness or caring for an ill family member without production
of a medical certificate for absences of no more than three consecutive days.

55.15 TIf the number of days without a medical certificate exceeds five days in any personal
leave year, a manager may require the Employee to provide a certificate for any
further absences. The manager must inform the Employee in advance of any
requirement for certificates for absences.

55.16 Certificates from medical service providers recognised by a registered health fund will
be accepted for personal leave purposes. In cases involving workers’ compensation,
Comcare will decide if they accept the medical certificate,

Medically unfit for Duty

55.17 Personal [eave will not be debited where an Employee is medically unfit for duty on a
public holiday which the Employee would otherwise have observed.



Personal Leave Without Pay

55.18 Where an Employee is granted personal leave without pay the period of leave will
count as service for all purposes.

Advancement of Future Personal Leave

55.19 The Executive Director may, in exceptional circumstances, advance an Employee’s
future personal leave where their current personal leave credit has been exhausted.

Access While on Paid Maternity Leave

55.20 An Employee will not be entitled to paid personal leave while also entitled to paid
maternity leave under the Agreement.

56. PORTABILITY OF ACCRUED RECREATION & PERSONAL LEAVE

56.1 At the discretion of the Executive Director existing accrued credits of annual leave and
personal/sick leave of Employees recruited to the Trust directly from another
Australian Goveinment agency may be transferred.

56.2 Recognition of annual leave is subject to the Trust receiving payment for the value of
the leave from the losing agency.

57. MISCELLANEOUS LEAVE
57.1 Miscellaneous leave provisions cover all leave not specifically provided for elsewhere.

57.2 Miscellaneous leave may be approved by the Executive Director with or without pay,
depending on the purpose of the leave.

57.3 Miscellaneous Leave without pay does not count as service for any purpose except as
provided for under the Long Service Leave (Commonwealth Employees) Act 1976, the
Fair Work Act 2009, the Superannuation Act 1976 and the Superannuation Act 1990,

57.4 Miscellaneous leave provisions are summarised as follows:

Purpose of leave With/ Summary of provision/limit of leave
Without pay which may be approved ‘
War service With pay Up to 9 weeks non-accumulative.
related ' Up to an additional 9 weeks at a rate of
illness/injury 3 weeks per year.
Attending With/ To prepare for and attend Trust
industrial Without pay industrial proceedings, with approval of
proceedings such leave being contingent on the
Procedures for Preventing & Settling
Disputes set out in this Agreement
having been followed and subject to
operational requirements.




Purpose of leave

With/

Summanry of provision/limit of leave

Without pay which may be approved
During hours of With/ Up to a day at a time as circumstances
duty in special Without pay require.
circumstances
Ceremonial Without pay Applicable to an Employee of
: Aboriginal or Torres Strait Islander
descent (to the extent that the
entitlement does not contravene the
Fair Work Act 2009) maximum of 10
days in any 2 year period. ‘
Disaster situations With pay May be granted when an Employee’s -
home or contents have been destroyed
or significantly damaged by a disaster.
Leave to Donate With pay As necessary
Blood
To attend With pay Applicdble only to an: Employee who is
international an accredited official or competitor to
sporting events - attend a significant international
sporting event, as determined by the
Executive Director on a case by case
basis. ‘
To engage in Without pay Executive Director must be satisfied
outside that the employment is in the interests
employment -of the Trust and no conflict of interest
_ exists. 1 year maximum period.
For returned With pay Subject to presentation of satistactory
soldiers for evidence of the need for such leave. 2
medical purposes weeks per sick leave year.
etc. ]
Witness in legal With/ Period required to attend to give
proceedings Without pay evidence in legal proceedings.




Purpose of leave

With/
Without pay

Summary of provision/limit of leave
which may be approved

Community
service leave (For
Employees
undertaking
voluntary
emergency
management
activities E.g
members of
emergency
services
organisations
assisting during
local/state/
national
emergencies such
as bushfires,
floods etc. and as
otherwise
prescribed by the
Fair Work
Regulations 2009)

With
pay/without

pay

Unpaid leave as necessary. Paid leave 1s
subject to the discretion of the
Executive Director.

Community
service leave -
Attending for jury
service

With pay

As necessary - provision of proof of
duration and attendance required.

For personal
reasons

Without pay

Limit of 1 year, but may be extended by
the Executive Director at the end of that
period.

58.
58.1

59.
59.1

ASSISTING EMPLOYEES IN CRISIS

The Trust recognises that there are times when personal emergencies arise which
require Employees to be absent from the workplace for a period of time.

The Executive Director may approve up to 2 weeks paid leave where it is considered
appropriate for them to be out of the workplace, and there is no other appropriate form
of leave to cover the absence.

STREAMLINED LEAVE ARRANGEMENTS

Any available flex leave or time off in licu should, wherever possible, be used for
absences of less than one day, although a record must be maintained for workers
compensation purposes. Where flex leave or time off in lieu is not available or
appropriate, personal or recreation lcave may be utilised.




60.
60.1

60.3

60.4

60.5

60.6
60.7
60.8
60.9

60.10

60.11

60.12

60.13

60.14

60.15

RECREATION LEAVE

Employees will accrue the equivalent of 4 weeks recreation (annual) leave foreach
full year worked, which will accrue on a daily basis.

At the discretion of the Trust, Employees that are rostered to regularly work weekends
may be entitled to an extra 2 days of recreation leave, in addition to the entitlement in
clause 60.1.

Shiftworkers are entitled to an additional week of recreation leave pursuant to the
National Employment Standards (“NES™).

For the purpose of the additional week of recreation leave provided for under the NES,
a “shiftworker” under this agreement is a worker who is regularly rostered to work on
Saturdays, Sundays and public holidays. Any additional annual leave entitlement in
clause 60.2 is absorbed into the entitlement arising in accordance with clause 60.3.

Part-time Emmployees will accrue a pro-rata credit based on the number of part-time
hours worked. '

All recreation leave credits will be recorded and deducted in hours and minutes.
Employees may access their recreation leave credits as they accrue.
Granting of recreation leave will be subject to operational requirements.

Consistent with the purpose of recreation leave, Emﬁloyees will be encouraged to
utilise their recreation leave entitlement.

Employees are entitled to access their recreation leave credits at least once per
calendar year for a period of at least 5 consecutive working days. Where a manager
has refused an Employee’s request to take recreation leave for a 12 month period, the
Employee may access their recreation leave entiflements regardless of operational
requirements (up to a maximum period of 4 weeks), unless the leave of absence is
specifically refused by the Executive Director due to exceptional operational
circumstances. Where such a situation occurs, the Executive Director will agree to the
period of leave for the Employee to commmence within a reasonable time frame.

Where an Employee's recreation leave is cancelled without reasonable notice, or an
Employee is recalled to duty from leave, the Employee will be entitled to be
reimbursed reasonable travel costs and incidental expenses not otherwise recoverable
under any insurance or from any other source. '

An Employee who is medically unfit for duty for one day or longer while on recreation
leave and who produces satisfactory medical evidence may apply for personal leave.

In these circumstances, recreation leave will be re-credited for the period of personal
leave granted.

An Employee may elect to forgo some of the Employee’s paid recreation leave and
receive a payment, instead of actually taking that leave or continuing to accrue it. The
amount of recreation leave an Employee can forgo and receive a payment for is any
leave accrued which is in excess 4 weeks.

To make an election under clause 60.13, an Employee must give the Trust a notice in
writing, in a form acceptable to the Trust. The Trust will consider the election and
may authorise the relevant Employee to forgo the amount of paid recreation leave.

If the Trust authorises an Employee to forgo an amount of paid recreation leave, the
Trust will pay that Employee, within a reasonable period of the Trust’s authorisation,



the amount of Pay that the Employee is entitled to receive in lieu of the Employee
taking (or continuing to accrue) the amount of paid recreation leave.

“Pay” in this clause means an Employee’s ordinary rate of pay.

Directions relating to Recreation Leave

60.16
60.17

60:18

60.19

60.20

61.
61.1

Recreation leave credits greater than 1.5 years credit (30 days) will be reviewed.

An Employee with more than 1.5 years credit at 1 January each year, is likely to be
directed to take recreation leave for whatever period is necessary to reduce their
accumulated unused recreation leave to 1.5 years credit. The Executive Director may,
in exceptional operational circumstances, extend the date under these provisions.

Consistent with the purpose of recreation leave, Employees will be encouraged to
utilise their recreation leave entitlement in a manner which avoids the need to be
directed to take leave.

The Executive Director may direct an Employee to take at least 5 consecutive working
days as recreation leave in a 12 month period.

Where an Employee has more than 1.5 years credit and is on long term Personal Leave
or Graduated Return to Work (GRTW), the Employee will usually be given 6 months
from the date they resume full time work to reduce their credit.

PURCHASED LEAVE

Purchased leave arrangements enable Employees to access up to four weeks additional
leave per year with salary payments averaged over the whole year to ensure that a
standard pay rate is received each fortnight.

Eligibility for Purchased Leave

61.2

61.3

61.4

A1l Employees (excluding non-ongoing Employees employed for less than 12 months
and non-ongoing Employees working on an irregular or intermittent basis) are eligible
to apply for purchased leave. ‘

Granting of purchased leave is subject to operational requirements and approval from
the Employee’s manager.

There is no quota on the number of Employees who can access the scheme.

Amount of Leave Purchased

61.5

61.6

Employees may elect to purchase between 1 and 4 weeks leave each year. The leave
must be purchased in whole weeks only based on the Employee’s normal hours of
duty.,

The leave is purchased over 26 pay periods and Employees are required to stay on the
scheme for the 26 pays. This is called the purchased leave period.



Caleulation of Salary Deduction

61.7

61.8

61.9

In order to “pay” for the “purchased leave”, Employees will have an amount deducted
from their gross salary each fortnight for a period of 26 pays (52 weeks). The amount
deducted will result in a reduction in the Employee’s taxable income and the amount
of tax paid each fortnight. ‘

The fortnightly deduction is calculated using the following formula:

fortnichtly salary x number of weel’s purchased leave
52

The deduction is adjusted to take into account salary increases resulting from any
permanent salary increases. The first salary deduction will be made on the payday
after the nominated commencement date.

Access to Purchased L.eave

61.10

61.11

61.12

61.13

61.14

61.15

61.16

If approved, eligible Employees will have innmediate access to their purchased leave
from the nominated commencement date. However, as with recreation leave and long
service leave, approval to access purchased leave is subject to operational
requirements.

Purchased leave must be taken within 52 weeks of the date of commencement of the
salary deductions. Salary for unused purchased leave will be refunded at the end of
the 52 week period.

Purchased leave credits will be maintained on Attendance Records where appropriate
and recorded on the Employee’s personnel file.

Purchased leave can be taken in conjunction with recreation leave, maternity leave,
long service leave, leave without pay and flex leave. Periods of long service leave and
maternity leave cannot be broken by purchased leave. However, an Employee can
take purchased leave before or after long service or maternity leave,

If an Employee is sick while on purchased leave and obtains a medical certificate,
those days covered by the medical certificate will be re-credited to the Employee’s
purchased leave credits.

Unpaid leave will have no effect on purchased leave while the deduction from gross
salary continues. If gross earnings are insufficient to cover the deduction, the
underpaid deduction will be recovered from the Employee’s salary at a rate approved
by the Executive Director.

If, after commencing on the scheme, Employees experience financial hardship, they
may apply for consideration to vary their arrangement.

Purchased Leave & Part-Time Employees

61.17

Purchased leave will be deducted from the salary on the basis of the regular part-time
hours being worked at the time of taking the leave. '



61.18 Salary deductions will be based on the hours of duty at the time of application and will
only be varied to take account of salary movements such as pay progression.
Deductions will not be changed to reflect changes in hours of duty.

Purchased Leave & Allowances

61.19 First Aid allowance is not included in the deduction.

Effeet of Purchased Leave on Other Conditions of Service

6120 With the exception of compensation payments, the purchased leave arrangements have
no effect on an Employee’s conditions of service. All paid leave taken while on the
purchased leave scheme will be paid at the reduced rate (i.c. the salary rate being paid
at the time the leave is taken).

61.21 Compensation payments are based on the Employee’s normal gross weekly earnings.
If the gross weekly salary is reduced through a deduction, then the new lower gmss
salary will be used by Comcare to calculate compensation payments.

Effect of Purchased Leave on Separation

61.22 Employees on purchased leave arrangements who have accessed, but not fully paid
for, their purchased leave when they cease employment with the Trust, will be treated
as having been “overpaid™ on leaving, and any monies owing will be deducted from
their final monies.

61.23 Employces on purchased leave arrangements who have purchased part of their
proposed purchased leave, but have not accessed the leave for which they have paid,
will be reimbursed for the amount for which they have paid, but not taken, when they
leave the Trust.

62. PUBLIC HOLIDAYS _
62.1 Employees of the Trust are entitled to the following Public Holidays without loss of
pay:

(a) I-January (New Year’s Day) or, if that day falls on a Saturday or Sunday, the
following Monday;

(b) 26 January (Australia Day) or, if that day falls on a Saturday or Sunday, the
following Monday;

(c) Good Friday and the following Saturday and Monday;

(d) 25 April (Anzac Day), or where another day is substituted by the NSW
Government, that day;

(e) The day observed in NSW to celebrate the anniversary of the birthday of the
Sovereign;

(f) - The day variously called ‘Eight Hour Day’, ‘Labor Day’, ‘Labour Day’, or
‘May Day’ as proclaimed by the NSW Government;



() 25 December (Christmas Day) or, if that day falls on a Saturday or Sunday, 27
December; and

(h) 26 December (Boxing Day) or, if that day falls on a Saturday or Sunday, 28
December,

62.1A - The Trust will provide an additional paid day off during the Christmas/New
Year period according to the following table:

Christmas Day Additional Day

Sunday Wednesday, 28 December
Monday _ Wednesday, 27 December
Tuesday Monday, 31 December
Wednesday Friday, 27 December
Thursday ' Monday, 29 December
Friday Tuesday, 29 December
Saturday Wednesday, 29 December

Christmas/New Year Shutdown

62.2 The Executive Director may authorise additional holidays to enable a Christimas/New
_ year shutdown if warranted by the circumstances,

Local public holidays

62.3 An Employee may also observe other public holiday(s) when:

(a) those days are declared under NSW law and gazetted in the Government
Gazette; and o

(b) they are observed by the whole of the community in Sydney.

62.4 Two half-day public holidays will equal one public holiday for the purposes of this
clause.

Yariations

62.5 Where the Executive Director and a majority of affected Employees agree, another day
may be substituted for any holiday prescribed under these clauses. Once such
agreement has been reached, the substitution arrangements agreed upon may be
utilised by agreement between the Executive Director and an individual Employee
without the need for the majority to be consulted.

Non-holiday Payment & Substitute Holiday Duty

62.6  Subject to the following clause, where substitution is made for a holiday falling on a
Saturday or Sunday, payment for duty performed on the Saturday or Sunday will not
attract any public holiday rates.



Cultural or Religious Days of Significance

62.7 Where the Executive Director and the Employee agree, a cultural or religious day of
significance to the Employee may be substituted for any holiday prescribed under
these clauses.

Make-up Time - -

62.8 Where an Employee cannot work on a day for which a substituted holiday has been
granted, the affected Employee will work make~up time at times to be agreed without
entitlement to overtime payment.

| PART 10 - CLASSIFICATION AND STRUCTURE

63. CLASSIFICATION AND STRUCTURE
63.1 The Trust’s Employee classification structure is as outlined at Part 14.

63.2 Employees progressing through annual salary points within their classification pay
bands will be assessed for advancement to the next salary point as at 1 July each year.

63.3  Movement of Employees between the classification bands will usually be on the basis
ot a merit selection process. :

63.4  The Executive Director may broadband positions across two or more classification
bands either on a temporary or ongoing basis.



| PART 11 - REMUNERATION AND ALLOWANCES

64.
64.1

65.
65.1

66.
66.1

67.
67.1

SALARY INCREASES

In recognition of increased productivity within The Trust and the productivity
improvements and commitments outlined in this Agreement, on approval of this
Agreement, salary rates for all levels will increase by 3.5% at the date of effect of this
Agreement, as set out in Part 14,

Salary rates will increase by a further 3.5% at the commencement of the first full pay
period on or after 1 July 2010 and by a further 3.5% at the commencement of the first
full pay period on or after 1 July 2011, subject to:

(a) 95% of Trust statf participating in The Trust Performance Appraisal Scheme.
In addition, access to the salary rate increase for individual Employees is
conditional on:

(1) The Employee having a Performance Agreement in place and having
been assessed against their agreement for each relevant year of this
agreement, and the Employee complying with personal record keeping
arrangements;

(i)  95% of staff maintaining their Trust personal records folder, including
flex sheets, performance agreements and staff development activities.

PAYMENT OF SALARY

Employees will be paid fortnightly and the fortnightly rate of pay will be calculated
using the following formula:

Fortnightly pay = Annual Salary x 12
313
METHOD OF PAYMENT

Employees will have their fortnightly salary paid by electronic funds transfer (EFT)
into a financial institution account of their choice.

If EFT facilities are temporarily not available Employees will be provided with
cheques and cheque encashment facilities. '

RATE OF SALARY

Annual salary rates are set out in Part 14 of this Agreement.

Rate of salary — Certain nbn—ongoing Employees

67.2

The working hours of this category of Employee will be based on the Trust’s
requirements. ‘



Junior rates

Junior rates of pay will apply to the minimum pay point of the Level 1/2 classification

67.3
as follows:
AGE RATE OF PAY
Under 18 years 60% of the equivalent adult rate
of pay
at 18 years 70% of the equivalent adult rate
of pay
at 19 years 81% of the equivalent adult rate
of pay
at 20 years 91% of the equivalent adult rate
of pay .
Supported salary for Employees with a disability (Employment at Lower than Specified
Salary Levels)
67.4 Employees who have a disability to the extent that they meet the impairment criteria

67.5
68.
68.1

69.
69.1

70.
70.1

for the Disability Support Pension (DSP) may be employed under this Agreement, and
be paid a supported salary appropriate to the classification in which they are
employed, at a rate below the salary levels prescribed in this Agreement.

Refer Part 13 for details of the Supported Wage System.
SALARY ON COMMENCEMENT OR PROMOTION

Where an Employee commences employment with or is promoted within the Trust,
salary will be payable at the point in the salary range applicable to the classification of
the job, as determined by the Executive Director, having regard to the experience,
qualifications and skills of the Employee. If the Executive Director has not
determined a salary point, the person will be paid at the lowest point applicable to the
position classification. .

Where, at the time of engagement or promotion, an Employee's salary is set at an
inappropriate salary point within the applicable salary scale, the Executive Director
may determine in writing, where it is beneficial to the Employee, the payment of the
Employee's salary at the appropriate salary point.

SALARY ON REDUCTION
Where an Employee permanently moves to a lower classification (for reasons other
than misconduct or under-performance), salary will be determined by the Executive

Director as though service at salary points which exceeded the minimum of the lower
classification was service in the lower classification.

PAY PROGRESSION

The basis for pay progression (salary advancement) through ongoing pay points in the
classification structure is effective performance.



Annual Common Date For Progression

70.2

Employees who are progressing through their ongoing classification pay range will
have an annual review of their performance timed to coincide with advancement on 1
July each year provided the Employee has been on the current ongoing pay point for
six months prior to 1 July.

On the recommendation of the relevant Director, the Executive Director will
determine whether salary advancement will occur in accordance with sub-clause 70.1,
and if so, to what pay point.

Where assessed as not effective

70.4

70.5

70.6

Where an Employee who is eligible for salary advancement is assessed as not
performing at the level required to justify pay progression, a review assessment will be
conducted atter a period of between 1 to 3 months, as determined by the Executive
Director,

Where an Employee’s work performance is assessed as unsatisfactory, their salary will
remain fixed until appropriate action has been taken under clauses 33.1

If at a later date the Employee’s performance is assessed as meeting the required
standard, he or she will progress to the next pay point from the date that the decision is
made. The Employee will not be eligible to receive salary at the higher pay point for
the period of review, (NB: This does not affect the timing of future feedback
discussions or progression).

Effect of Paid Leave or Leave Without Pay

70.7

7.
71.1

Paid leave and, subject to satisfactory medical evidence, personal leave without pay,
do not affect eligibility for pay progression.

SALARY PACKAGING
Employees who are employed on an ongoing basis and non-ongoing Employees
employed for a period of over 12 months may submit proposals and negotiate salary -

packaging arrangements for salary sacrifice for additional superannuation, motor
vehicles and laptop computers.

The full cost of any arrangements including administration, Fringe Benefits Tax and
the impact of GST will be included.

Employees will not be permitted to take more than 50% of their salary in non-cash
benefits.

Employees wishing to participate in salary sacrifice arrangements must at their own
expense seek financial planning advice and provide evidence of this if required.

TEMPORARY REASSIGNMENT OF DUTIES AT A HIGHER LEVEL

The decision to fill a vacancy will be made by the Executive Director having regard to
the operational requirements of the area at that time.

Chains of temporary reassignment of duties will be avoided fo the maximum possible
extent,



72.3 Employees who are required to temporarily perform the duties of a higher
classification level will be remunerated with a temporary reassignment loading on the
following basis:

(a) the Executive Director will determine the salary point for temporary
reassignment at any point in the classification range having regard to the work
to be undertaken and the Employee's capaeity to undertake the work;

(b)  atemporary reassignment loading is not payable where an Employee is
required to perform the duties of a position at a higher classification level for a
period of 1 week or less;

(c) for periods of temporary reassignment greater than 1 week, a temporary
reassignment loading will be paid for the entire period; and

(d) where an Employee is not required to perform all the duties of a higher
classification the temporary reassignment loading may be determined by the
Executive Director at a lower classification having regard to the partial duties
to be performed.

72.4  Where a temporary reassignment period is extended so that the temporary
reassignment is continuous, this will be regarded as one period.

Payment during leave and Public Holidays

72.5 An Employee who is receiving a temporary reassignment loading for undertaking a
position at a higher classification level, and is granted paid leave or observes a public
holiday, will continue to receive the payment during that absence. However, the
payment will not be paid beyond the date for which the temporary reassignment was
approved.

Review of Loading Pay Point

72.6  There is no annual progression through pay points for temporary reassignment of
duties. The Executive Director may review and change the pay point at any time
during the period having regard to the work to be undertaken and the Employee's
capacity to undertake the work.

Performance not at the level required

727  Where an Employee’s performance is considered by their supervisor not to be at the
required level in their substantive position they must not be placed in a job at a higher
classification level. Where a supervisor makes a decision not to place an Employee in
a higher position for this reason, the supervisor must advise the Employee accordingly,

and take appropriate action to address the development needs of the Employee.

Staff M'ay Request to Refuse Temporary Reassignment

72.8  The Executive Director will consider requests from Employees who do not want
temporary reassignment. Subject to operational requirements such a request will not be
unreasonably refused.



Recognition of loading for S'uperannuation Purposes

72,9 A temporary reassignment loading will, for members of Comsuper superannuation
funds, be recognised for superannuation purposes where the Employee has been in

receipt of the temporary performance loading for 12 months and 1 day.

Temporary reassignment of duties at a Iower level

72.10 Should an Employee wish to be temporarily reassigned the duties of a classification

lower than their permanent classification, the Executive Director may reduce the

Employee’s salary rate for a specified period, by instrument in writing, following a
written request from the Employee.

72.11 When making this decision, consideration will be given to the operational

requirements of the Trust and the Employee’s reasons for requesting the temporary

reduction, including personal circumstances.

73. OVERTIME DUTY

73.1  Overtime duty is payable at the following rates in accordance with the provisions

outlined below:

OVERTIME PERIOD

RATE

Monday to Friday

1 Y4 hours for each hour, (or part thereof
rounded to the nearest 15 minutes)
worked for the first 3 hours, and 2 hours
for each hour worked thereafter

1 % hours worked for each hour worked

(outside ordinary hours)

Saturday for the first 3 hours, and 2 hours for each
hour worked thereafier
Sunday 2 hours for each hour worked
. 1, P @ - - ;
Public Holidays 1 /.__hours for CﬁC]ll hou} workeq (in
. ) ) addition to the public holiday at single
(within ordinary hours) .
time rates)
Public Holidays

2 Y5 hours for éach hour worked

73.2  Qvertime is paid only to Employees below executive level for work performed outside

normal pattern of houwrs, at the request of and with the approval of their Director.

73.3  Where an Employee who has a tlex debit is requested to work overtime, they may
eliminate their flex debit (at the overtime rate) before overtime is payable.

Extra Care Dependant Costs

73.4  Where an Employee is requested and agrees to work overtime and extra care
dependant costs are incurred, an Employee may be entitled to financial assistance
under this Agreement (see clause 80).




Rest Break

73.5

Employees are required to have a rest break of at least 8 hours, plus reasonable
travelling time, between ceasing duty on any day (or shift) and commencing work on

‘the next day (or shift). Where such a break is not possible, the Employees involved

will be paid double ordinary time rates until they have such a break.

Option to take Time in Lieu

73.6

Where an Employee would prefer to take time in lieu (i.e. flex leave) rather than
receive payment for overtime duty, and their manager agrees to that arrangement, they
are entitled to take that time at the same rate they would have received as an overtime
payment, and may add it to their flex credit.

Payment forr Weekend and Public Holidays

73.7

Where an Employee is required to work overtime on a weekend or public holiday, they
will be paid for a minimum period of 2 hours at the appropriate overtime rate.

Overtime Divisor

73.8

74.
74.1

75.
75.1

When calculating overtime or time off in lieu entitlement, a divisor of 37.50 hours is to
be used.

EMERGENCY DUTY

Where an Employee is called on duty to respond to an emergency at a time when they
wotild not normally have been on duty, and they were given no notice of such a call
prior to ceasing ordinary duty, they will be paid for the emergency duty at the rate of
double time. The period for which this overtime payment will be made will include
time necessarily spent travelling to and from duty. The minimum overtime payment
under this clause will be 2 hours at double time.

OVERTIME FOR EXECUTIVE LEVEL EMPLOYEES

Other than in exceptional circumstances approved by the Executive Director,
Executive Employees are not eligible to receive overtime payments. In assessing
exceptional circumstances, the Executive Director will take into account the eligibility
test set out below:

(a) the nature and extent of the overtime;
) whether the overtime has been directed and certified;

(c) whether the nature of directions received means that the overtime must be done
— that is, that it is unavoidable and can only be performed by Employees at that
level;

(d) whether the extra duty is regular and excessive, compared with that worked by
Employees generally at the same level, over a long period of time ~ that is, on
a continuing basis, as overtime is not usually paid for one-off special tasks; and

(e) whether the extra duty is burdensome or unusually urgent.



76.
76.1

77.3

77.4

77.5

77.6

71.7

77.8

78.

MEAL ALLOWANCE

A Meal Allowance of $23.60, varied from time to time as advised by the Australian
Taxation Office or other relevant authority, is payable where an Employee works more
than two hours overtime duty on a weekday/normal rostered work day or four hours
overtime duty on a weekend or public holiday. Where an Employee works nine hours
continuous overtime, an additional Meal Allowance will be payable.

Where Executive level Employees work additional hours outside ordinary hours of
duty a meal allowance is payable subject to supervisor approval.

ON-CALL (RESTRICTION) ALLOWANCE

An Employee may be required to be contactable and available to perform extra duty
outside of the Employee's ordinary hours of duty. This is 8.00am to 5.30pm for
Employees using flextime and rostered hours for Employees on shift work.

To be eligible for On-call Allowance Employees must be required to be immediately
contactable, have some restrictions placed on their mobility such as distance from
work and be ready and available for work.

An Employee will be paid On-call Allowance for each hour they are required to be on
restriction duty at the rate of 8.5% of salary.

Salary for the purpose of calculation of the allowance will include temporary re-
assignment loading and any other allowances in the nature of salary.

An Employee who is required to perform duty while on-call will be paid overtime.
Payment of overtime for any one day will be:

(a) if the Employee is not required to be recalled to the place of worl, payment in
accordance with overtime provisions, the minimum payment being for one
hour; or

(b)  if the Employee is recalled to the place of work, payment in accordance with
overtime provisions, the minimwm payment being for three hours.

Employees will not be entitled to On-call Allowance while in receipt of overtime
payments.

The Executive Director may determine an alternative On-call rate having regard to the
circumstances of the restriction situation. :

Where more than one attendance or call is involved, the minimum payment provisions
will not operate to increase an Employee’s overtime payment beyond that to which the
Employee would have been entitled had the Employee remained on duty from the
commencing time of duty on one attendance to the ceasing time of duty on a
subsequent attendarce.

TRAVEL ALLOWANCES

Domestic Air Travel

78.1

Employees are entitled to economy class travel where required to travel by air on
official business within Australia.
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Travel by the Trust’s Preferred Provider

78.2  Employees required to travel on official business will use the airline nominated by the
Trust or if there is no preferred airline the most competitive fare available for the
travel.

78.3  Air travel times and other travel arrangements should take into account the overall
costs to the Trust including work hours so as to provide the most cost effective
outcome.

Eligibility for Travel Allowance

78.4 Employees required to travel between centres in Australia for official work purposes,
which require an overnight absence, will be entitled to an allowance in respect of
meals, accommodation, and incidental expenses at the rates in accordance with
Australian Taxation Office rulings on reasonable daily travel allowance rates.

Eligibility for Part Day Travel Allowance

78.5 Employees required to be absent from their usual place of work on official business
for a period of not less than 10 hours but not absent overnight, may be paid an
allowance of $43.

Method of Payment

78.6  Travelling allowance will, where possible, be paid to an Employee’s nominated bank,
building society or credit union account at least 2 days prior to the travel, provided that
Accounts receive the paperwork at least 5 working days prior to the travel.

78.7  Employees may be paid by cheque or cash if circumstances require.

Adjustment to Payments

78.8  Where the Executive Director is satisfied that the overall travelling allowance is
insufficient to cover reasonable expenses, an adjustment to the allowance may be
made.

Reduction of Allowance in Certain Circumstances

78.9  Where an Employee is provided with accommodation and/or meals, either at Trust
expense or as a consequence of their official duties, the Employee will have their rate
of allowance reduced by each individual component provided, at the rate/s specified
above.

78.10 Where the original period of travel is reduced, and the Employee has received a travel
allowance in excess of their entitlement, the excess is recoverable.



Repayment of Allowance

78.11 Employees who fail to undertake arranged travel, or undertake travel for a lesser
period than anticipated, will repay any amount of allowance in excess of their actual
entitlement.

Extra Care Dependent Costs

78.12 Where the Employee is required to travel away from their normal work location for
business purposes, the Employee may be entitled under this Agreement to financial
assistance in relation to extra care dependent costs incurred by the Employee (see
clause 80).

Review Travelling Allowance

78.13 Where an Employee is required to reside in the one locality for a period greater than
21 days, the Employee may be paid an allowance as determined by the Executive
Director, having regard to actual expenses incurred and those rates and conditions
generally applicable in the public or private sectors.

79. SHORT-TERM OVERSEAS TRAVEL

Class of overseas air travel

79.1 Employees required to travel on official business overseas are entitled to Business
Class travel by the most direct route.

Method of Payment

79.2  Travelling allowance will be paid to an Employee’s nominated bank, building society
or credit union prior to the travel when possible.

79.3  Employees may be paid by cheque or cash should circumstances require.

Rest periods

79.4 1If, in the course of a short-term mission, an Employee undertakes a journey by air with
a travelling time of more than 12 hours, the Executive Director may approve a
reasonable rest period or allow a short period of recreation leave.

Overseas travelling allowance

79.5  In addition to charges for accommodation of a reasonable standard and transport costs,
an Employee on a short-term visit is entitled to meals and incidental costs, for each
complete day. Allowance rates for meals and incidentals in the appropriate foreign
currency will be provided by the Director Corporate Services. Rates will be those
advised by the Australian Taxation Office or other appropriate authority.



79.6 Part day payments and other matters relevant to the travel will be determined by the

Executive Director having regard to conditions and rates advised by Australian
Taxation Office or other relevant authority.

Travelling Allowance if Allowance Paid by Another Organisation

79.7  The amount of Travelling Allowance payable to an Employee for a period at a locality
is to be reduced by the amount of any similar allowance payable to the Employee by |
an organisation other than the Trust for the same period and locality.

80. EXTRA CARE DEPENDANT COSTS

80.1 The Executive Director may authorise reimbursement of reasonable expenses arising
from additional dependant care arrangements which are necessary because:

(a) the Employee is required to ttavel away from their normal work location for
business purposes;
(b) the Employee is directed to work additional hours, or to attend a conference or
training course outside the Employee's regular hours of work; or
(c) other speciél circumstances exist which the Executive Director considers
justifies the payment of reasonable expenses arising from additional dependant
_ care responsibilities,

80.2 Reimbursement of such expenses is subject to the Employee obtalmng prior approval
to the arrangement from the Executive Director.,

81. GENERAL ALLOWANCES

First Aid Allowance

8l.1 An Employee'who possesses a current first aid certificate from either St John or Red

Cross, Senior First Aid Certificate or who is a registered nurse and who is designated
by the Executive Director to undertake first aid responsibilities within the Trust,
outside their core duties, will be paid an allowance of $25.40 per fortnight, to be
adjusted in line with CPL

Loss, Damage and Indemmnity

81.2

81.3

The Executive Director may reimburse an Employee for loss of or damage to clothing
or personal effects, which occurred in the course of the Employee’s work, and the
damage was due to a fault or defect in Trust property.

In approving such reimbursement and the value to be reimbursed, the circumstances
surrounding the loss, including any contributory negligence and the depreciated value
of the item will be taken into account.

Excess Travelling Time And Fares

81.4

An Employee who is performing duty temporarily at a place other than the Employee's
usual place of work or is travelling on duty may be granted some time off by the



81.5

Executive Director in recognition of excessive travel related to work requirements
outside the flextime bandwidth, or outside normal roster arrangements.

An Employee will be entitled to reimbursement of excess fares incurred by the
Employee performing duty temporarily at a place other than the Employee's usual
place of work, when the cost.of travelling to and from the temporary place of work is
greater than the cost of travelling to and from the Employee's usual place of work.

Motor Vehicle Allowance

81.6

81.7

Where managers consider that it will result in greater efficiency or involve less
expense, they may authorise an Employee to use a private car owned or hired by the
Employee at their own expense for official purposes, subject to the Employee
providing proof that, for the period of the joumney, they have comprehensive insurance
on the vehicle, that the vehicle is registered, and that they possess a current drivers
licence.

Where so authorised, an Employee will be entitled to a motor vehicle allowance of 60
cents per kilometre to be adjusted in line with CP1L,

Relocation Costs

81.8

The Executive Director may approve reasonable relocation costs associated with
employment with the Trust having regard to the actual costs and those amounts and
conditions generally available to public sector Employees.



PART 12 — INTERPRETATIONS/DEFINITIONS

82. DEFINITIONS
82.1 For the purposes of this Agreement, the following interpretations/definitions apply:

Act means the Fair Work Act 2009 as amended from time to time. |

ATQO means the Australian Taxation Office

Child is defined in accordance with the Fair Work Act 2009 to mean:
(1) A child of a person includes:

(a) someone who is a child of the person within the meaning of the Family Law Act
1975 ; and
(b) an adopted child or step-child of the person.

It does not matter whether the child is an adult.

(2) I, under this section, one person is a child of another person, other family relationships
are also to be determined on the basis that the child is a child of that other person.

(a) the other person is the parent of the child, and so is a member of the child's
immediate family; and :

(b) the child, and any other children, of the other person are siblings, and so are
members of each other's immediate family.

Consultation/Consultative Process means contributing to the decision making process.

CPI Adjustment means, where applicable, an allowance/rate will be adjusted with effect
from 1 July each year, in line with Consumer Price Index (CPI) movements, in accordance
with the “All groups - weighted average of eight capital cities” rates over the 12 month period
to the end of the preceding March quartér and rounded to the nearest dollar,

Delegate means a person to whom the Trust has in writing delegated any of its powers or
functions as provided for under 572 of the Sydney Harbour Federation Trust Act 2001 and
any sub delegation.

Director means a staff member who has responsibility for overseeing, monitoring, managing,
directing or supervising a section or branch noting that a Director will also supervise
Employees. :

De facto partner means a person who, although not legally married to the Employee, lives
with the Employee in a relationship as a couple on a genuine domestic basis (whether the



Employee and the person are of the same sex or different sexes); and includes a former
de facto partner of the Employee.

Dependant in relation to an Employee means:

e  Aup Employee’s spouse;

s an Employee’s de facto partner; or :

o  achild or parent of the Employee, or of the spouse/de facto partner of the Employee,
being a child or parent who ordinarily resides with the Employee, and who is wholly or
substantially dependent upon the Employee.

Employee means an Employee of the Trust covered by this Agreement.

Excess Employee:

An Employee is an excess Employee if:

e  the number of Employees in the Trust is more than necessary for the efficient and
economical working of Trust;

e the services of the Employee cannot be effectively uscd because of technological or other
changes in the work methods of the Trust or changes in the nature, extent or organisation
of the functions of the Trust; or

o  where the duties usually performed by the Employee are to be performed in a different
locality, the Employee is not willing to perform duties at the locality, and the Executive
Director has deterniined that these provisions will apply to that Employee.

Executive Director means the person appointed under section 39 of the Sydney Harbour
Federation Trust Act 2001 and includes a delegate of the Executive Director.

Family means a relation by blood, marriage, adoption, fostelmﬂ or traditional kinghip, or a de
facto partner.

Fee means HECS, any compulsory tuition, course, examination, administration or graduation
fee or educational levy. Immediate family means: (a) a spouse, de facto partner, child, parent,
grandparent, grandchild or sibling of the Employee; or (b) a child, parent, grandparent,
grandchild or sibling of a spouse or de facto partner of the Employee.

" Il and injured statf, for the purposes of this Agreement, means “ill, injured and diseased
staff” as defined in the Safety Rehabilitation and Compensation Act 1988, where:

an injury is:

e adisease suffered by an Employee;-or
e aninjury other than a disease suffered by an Employee, being a physical or mental injury

(or the aggravation of such an injury) arising out of, or in the course of, the Employee’s
employment;

but does not include:

e any disease or injury suffered by an Employee as a result of reasonable management
action taken against the Employee or failure by the Employee to obtain a promotion,
transfer or benefit in connection with his or her employment,



a disease is:

e  any ailment suffered by an Employee; or
e the aggravation that was contributed to in a material degree by the Employee’s
employment by the Trust.

Non-ongoing Employee means an Employee who is engaged for a specified peribd of time,
specified task or on a casual or seasonal basis.

Ongoing Employee means an Employee employed on a permanent basis.

Partner/Spouse means, in relation to a person who is a member of a couple, the other
member of a couple without discrimination as to sexual preference who stands in a bona fide
domestic relationship with an Employee for a period of more than 12 months.

Part-time Employee means an Employee whose ordinary hours of work are between 3 and
36 hours per week (i.e. between 12 and 144 hours over a 4 week period - the settlement
period). '

Pre-appointment locality means the locality the Employee resided at immediately prior to
appointment to the Trust.

Salary means the Employee’s rate of salary/pay (in accordance with the annual salary rates at
Attachment 1), and is considered to be salary for all purposes. Participation in salary sacrifice
arrangements or purchased leave options will not affect salary for these purposes unless
specifically authorised/specified.

Short-term Accomimodation means hotel, motel or serviced apartment style accommodation.

Supervisor means an Employee who has responsibility for overseeing, monitoring, managing
or supervising the work of another Employee,

Trust means the Sydney Harbour Federation Trust

Union means an Employee organisation within the meaning of the Fair Work Act 2009 with
coverage of Employees.



ﬁ’ART 13 - SUPPORTED WAGE SYSTEM

83. DEFINITIONS
83.1 InPart 13, the following definitions will apply:

Supported Wage System means the Commonwealth Government System to promote
employment for people who cannot perform work at full salary because of a disability, as
documented in the “Supported Wage System: Guidelines and Assessment Process”.

Accredited Assessor means a person accredited by the managing unit established by the
Commonwealth under the Supported Wage System to perform assessments of an individual's
productive capacity within the Supported Wage System.

Disability Support Pension means the Commonwealth pension scheme to provide income
security for persons with a disability as provided for under the Social Security Act 1991, as
amended from time to time, or any successor to that scheme.

Assessment Instrument means the form provided for under the Supported Wage System that
records the assessment of the productive capacity of the person to be employed under the
Supported Wage System.

84. ELIGIBILITY CRITERIA

84.1  Subject to the following two paragraphs, Employees covered by the provisions of this
Attachment will be those who are unable to perform the range of duties to the
competence level within the class of work for which the Employee is engaged,
because of the effects of a disability on their productive capacity and who meet the
impairment criteria test for receipt of a Disability Support Pension.

84.2  These provisions do not apply to:

(a) any existing Employee who has a claim against the Trust which is subject to
the provisions of workers' compensation legislation or any provision of this
Agreement relating to the rehabilitation of Employees who are injured in the
course of their employment; or

(b)  the Trust in respect of any facility, program, undertaking service or the like
which receives shelter under the Disability Services Act 1986 and fulfils the
dual role of service provider and sheltered employer to people with disabilities
who are in receipt of or are eligible for a Disability Support Pension, except
with respect to an organisation which has received recognition under s10 or
s12A of that Act, or if in part only has received recognition, that part.

85. SUPPORTED SALARY RATES

85.1 Employees to whom the provisions in this Attachment apply will be paid the
applicable percentage of the relevant salary rate prescribed below for the class of work



for which the person is performing according to the following schedule, (provided that
the minimum shall not be less than $71 per week):

86. SUPPORTED SALARY RATES PERCENTAGES
Column 1 Column 2 :
Assessed Capacity % of Prescribed Salary Rate
10%* 10%

20% 20%

30% 30%

40% 40%

50% 50%

60% 60%

70% 70%

80% 80%

90% 90%

Where a person’s assessed capacity is 10%, they shall receive a high degree of assistance and

support.

87. ASSESSMENT OF CAPACITY

87.1  For the purpose of establishing the percentage of the salary rate to be paid to an
Employee under the provisions of this Attachment, the productive capacity of the .
Employee will be assessed in accordance with the Supported Wage System and
documented in an assessment instrument.

88. LODGEMENT OF ASSESSMENT INSTRUMENT

88.1  All assessment ifistruments, under the conditions of this clause, including the
assessment of the percentage of the salary to be paid to the Employee, will be lodged
by the Employee with the Registrar of the Fair Work Australia.

88.2  All assessment instruments will be agreed and signed by the parties to the assessment.

89. REVIEW OF ASSESSMENT

89.1  The assessment of the applicable percentage should be subject to annual review or
earlier on the basis of a reasonable request for such a review. The process of review
will be in accordance with the procedures for assessing capacity under the Supported
Wage System.

90. OTHER TERMS AND CONDITIONS OF EMPLOYMENT

90.1 Where an assessment has been made, the applicable percentage will apply to salary
only. Employees covered by the provisions of this Attachment will be entitled to the
same terms and conditions of employment as all other Employees covered by this
Agreement paid on a pro rata basis.

91. WORKPLACE ADJUSTMENT

91.1  Where the Executive Director employs a person under the provisions of this

Attachment, reasonable steps to make changes in the workplace will be talken to
enhance the Employee's capacity to do the job. Changes may involve re-design of job



duties, working arrangements and work organisation in consultation with other
Employees in the area.

TRIAL PERIOD

In order for an adequate assessment of the Employee's capacity to be made, the
Executive Director may employ a person under the provisions of this Attachment for a
trial period not exceeding 12 weeks, except that in some cases additional work
adjustment time (not exceeding 4 weeks) may be needed.

During that trial period the assessment of capacity will be undertaken and the proposed
salary rate for a continuing employment relationship will be determined.

The amount payable to the Employee during the trial period shall be no less than $71
per week. : :

Where the Executive Director and the Employee wish to establish a continuing
employment relationship following the completion of the trial period, a further
contract of employment shatl be entered into based on the assessment outcome.



(PART 14 — TRUST CLASSIFICATION STRUCTURE AND PAY RATES

Level 1-2 $36,689 $37,973 $39,302
$39,360 $40,738 $42.163
$42,032 $43,504 $45,026
$44,705 $46,269 $47.,889
$47,501 $49,164 - $50,885

Level 3 $48,520 $50,218 $51,976
$49,755 $51,496 $53,208
$53,435 $55,305 $57,241

Level 4 $54,384 $56,288 $58,258
$55,798 $57,751 $59,772
$58,688 $680,742 $62,868

Level 5 $59,519 $61,602 $63,758
$60,757 - $62,883 $65,084
$63,796 $66,029 $68,340

Level 6 $64,916 $67,188 $69,540
$69,292 $71,717 $74,228
$75,128 877,757 $80.4?’9

Executive Level $81,399 $84,248 $87,196

1
$87,896 $90,973 $94,157
$90,445 $93,610 $96,886

Executive Level $93,883 $97,169 $100,570

2
$90,042 $102,509 $106,097

$106,438 $110,164 $114,019
$100,997 $113,847 $117,831




SIGNED ON BEHALF OF
Sydney Harbour Federation Trust

B \its duly authorised officer:

|

(Signature of Authorised Officer)”

DARYN WHLTER Mo

In the presence of:
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(Name of Authorised Officer)
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(Signature of Witnéss)

JANE SUSAN PAGE

(Address of Authoz ised Officer)
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(Name of Witness)
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(Date)

(Address of Witness)

[} 2007

(Date)
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Paul Chambers ~ (address)

am a representative of the Employees covered by this Agreement.

A

Signature
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Date
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Kate Stuart (address)

am a representative of the Employees covered by this Agreement.

Signature
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Date
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Roxana Vlack (address)
am a representative of the Employees covered by this Agreement.
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Rene Vuljanic (address)

am a representative of the Employees covered by this Agreement.
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Faes (address)
am d Jep1 esentative of the Employees covered by this Agreement.
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