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FAIR WORK
AUSTRALIA

DECISION

Fair Work Act 2009
s.185—Approval of enterprise agreement

Australian Postal Corporation
(AG2010/18416)

AUSTRALIA POST FAIR WORK AGREEMENT 2010

Postal services

VICE PRESIDENT LAWLER MELBOURNE, 21 OCTOBER 2010

Application for approval of the Australia Post Fair Work Agreement 2010.

[1] An application has been made for approval of an enterprise agreement known as the
Australia Post Fair Work Agreement 2010 (Agreement). The application was made pursuant
to s.185 of the Fair Work Act 2009 (Act). It has been made by Australian Postal Corporation.
The agreement is a single-enterprise agreement.

2] I am satisfied that each of the requirements of ss.186, 187 and 188 of the Act as are
relevant to this application for approval have been met.

[3] The Communications, Electrical, Electronic, Energy, Information, Postal, Plumbing
and Allied Services Union of Australia (CEPU), the CPSU, Community and Public Sector
Union (CPSU) and the Transport Workers’ Union of Australia (TWU) being bargaining
representatives for the Agreement, have given notice under s.183 of the Act that they want the
Agreement to cover them. In accordance with s.201(2), I note that the Agreement covers these
organisations.

(4] The Agreement is approved and, in accordance with s.54, will operate from
28 October 2010. The nominal expiry date of the Agreement is 31 July 2013.

MR g™
X o

VICE PRESIDENT
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36

36.1

36.2

36.3

Employee conduct and discipline

Australia Post has the right to dismiss an employee, impose a
penalty of a reduction of up to two increments for a period of up
to 12 months (or equivalent penalty), or to transfer an employee
to another position of the same or a lower classification for
behaviour or performance which warrants such action, including:

(a) misconduct or wilful neglect of duty or grossly negligent

conduct;

{b) incompetence or inefficiency for reasons within the
employee’s contral;

{c} failure to observe Australia Post’s ‘Our Ethics' Policy.

Except in the case of serious and wilful misconduct or grossly
negligent conduct {see below), Australia Post will ensure that:

{a} employees are counselled and/or given a warning in order to
assist them to maintain acceptable standards of behaviour
and performance;

{b} no employee is dismissed or transferred for a first breach of
Australia Post’s ‘Our Ethics’ Policy.

Grossly negligent conduct would apply in isclated instances only.
For the purpose of this clause, such conduct invelves a reckless
act or omission which causes or could cause significant damage
or harm and which would adversely affect the employment
relationship. Decisions involving dismissal or transfer which

are based on gross negligence {but not serious and wilful matters)
should not be taken without prior referral to the relevant Strategic
Business Unit or Functional Unit People and Community

General Manager.

36.4

36.5

36.6

36.7

36.8
36.8.1

36.8.2

36.8.3

36.8.4

An employee may be suspended pending a decision as to the
action to be taken under clause 36.1 and such suspension shall
be with pay, provided that suspension may be without pay where:

{a) criminal proceedings are pending; or

{b} palice investigation involving a serious criminal act is involved
which would adversely affect the employment relationship.

In exercising these rights, Australia Post shall not take action
which is harsh, unjust or unreasonable.

Australia Post shall furnish written advice to an employee of

a decision under clause 36.1 and of reasons for the decision
together with details of the procedures for lodging an application
for review.

Where transfer, dismissal or penalty under clause 36.1 is
considered to have been harsh, unjust or unreasonable, the
employee concernad may submit an application for review of
the decision by a Board of Reference. Any such application must
be lodged within 14 days of the transfer, penalty, or dismissal,

in accordance with procedures established by Australia Post.
Employees will also have a right to seek a review of such
suspension under clause 38.4(b) by a Board of Reference once
the disciplinary process has been implemented.

Board of Reference

For the purposes of clause 36.7, a Board of Reference shall be
constituted by a Chairperson as may be agreed upon by Australia
Post and the Principal Unions, including those at the State level.

The General Manager of FWA shall be requested to appoint a
Board of Reference Chairperson for the duration of the Agresment
where the parties are unable to agree to a Chairperson.

A Board of Reference shall seek to resolve any application for
review submitted to it, having regard to whether the decision
was harsh, unjust or unreasonable.

A Board of Reference, in reviewing a decision in relation to which
an application is made:

{a} may inform itself in such manner as it sees fit;
{b} has discretion as to the procedure to be followed;
{c} is not bound by the rules of evidence; and

{d) shall proceed without regard to legal form.
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37

371
37.1.

37.1.2

37.2
37.21

37.3
3731

373.2

Team based work

Team Based Work — Mail and Parcel Processing

The roll-out of team based work in Mail and Parcel Processing
continues to be a long and complex exercise {as it has in many
organisations which have gone down similar paths).

It is agreed that this process will continue to be given emphasis
during the life of the Agreement, with a view to:

(a) continuing the progressive roll out of the team based work
model, and the team skills loading for Mall Officers, Parcel
Post Officers and technical staff (where applicable], into
agreed mail and parcel processing facilities;

{b) this roll out being completed during the life of this Agreement;
and

{c] further development of effective team-working at existing
facilities with team arrangements being in place including
consultation and employee involvement in refation to
any changes in accordance with clause 33 — Employee
Consultation, of the Agreement.

Establishment of Teams at a Facility

The team based work concept will be developed in an
environment where;

{a} employees are involved in the initial development of the
appropriate team based work structure for their workplace
and have the opportunity to commit to its implementation;

{b} the structure of teams may vary from site to site depending
on local circumstances and operational requirements;

(¢} teams are encouraged to take responsibility for the
management of the team and to be responsible and
accountable for the performance of the work;

{d} teams are encouraged to build knowledge, make decisions,
improve performance and have a sense of ownership and
involvement; and

{e) employees understand the processes which will be followed
to make changes over time to the initial facility team design.

Eligibility for Retention of Team Skills Loading on Transfer

An employee’s eligibility to retain team skills loading on
redeployment or transfer to a facility that does not have teams
accreditation will depend on whether the transfer is voluntary or
at the direction of Australia Post under redeployment procedures.

An employee in receipt of team skills loading who is redeployed by
Australia Post under the terms of the RRR Agreement to a facility
that does not have teams accreditation will retain the team skills
loading as part of salary.

37.3.3 Where an employee in receipt of teamn skills voluntarily transfers
to a facility that does not have teams accreditation, the employee
will not be eligible to retain his or her team skills loading.

37.3.4 Anemployee in receipt of team skills loading who is transferred
for disciplinary reasons to a facility without teams accreditation

will not retain his or her team skills loading on relocation,

Technical maintenance

There is a shared commitment to pro-actively maximise the
efficiency, reliability and cost effectiveness of afl equipment

and as such consistently ensure peak operational outcomes. In
recognition of, and subject to such commitment, it is agreed that:

38

38.1

{a) Australia Post technical staff will continue to undertake
the maintenance of core mail processing equipment in the
network, with the support of operational staff performing
operator care functions as appropriate; and

{b) non-core, first in maintenance requiring minor fault
rectification, will continue to be provided by Australia Post
technicians at retained facilities on a site basis subject to
Australia Post's right to extend the single building services
maintenance contract arrangements at Strathfield and
Dandenong to other facilities. Any such extensions would be
subject to practical and efficiency considerations and involve
detailed consultation with employees and the Relevant
Principal Union.

39 Sort/Machine rates

Managers shall not use sort or machine rates in an unreasonable
and unfair manner in the management of employees’ work or
performance.
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40

40.1
4011

40.1.2

40.1.3

40.1.4

40.1.5

Retall

Retail Services Transformation Agreement

Australia Post and the Principal Unions acknowledge that the
Retail Post Agreement 1892 no longer reflects the manner in
which retail outlets and the network at large at Australia Post
operate.

Australia Post and the Relevant Principal Unions nevertheless
acknowledge that a number of themes contained within the
Retail Post Agreement may continue to have some relevance to
Australia Post’s future retail operations.

Australia Post and the Relevant Principal Unions are committed
to discuss the following issues during the first six months of the
operation of this Agreement with a view to establishing a Retall
Services Transformation Agreement:

{a} Future Network and facility/outlet formats;

(b} Future staffing models and flexibility;

{c} Retail Technology;

(d) Postal Managers, Grade 1-3 - Remuneration Conditions;
{e] Future Conversion Arrangements;

{f} QOutlet Performance;

{g) Retail organisation structures and classification systems;
{h} Career paths in retail; and

{i) Training and development.

In the event that agreement cannot be reached on the content
of the Retail Services Transformation Agreement in the initial six
months of negotiations, Australia Post or a Relevant Principal
Union may refer the matter to FWA for conciliation.

if conciliation at FWA is unsuccessful in assisting Australia Post
and the Relevant Principal Union to reach agreement, Australia
Post and the Relevant Principal Union may request FWA to make
an order in relation to the steps to be taken by the parties in
continuing the negotiations for the Retail Service Transformation
Agreement. FWA may only make an order in relation to the
following things:

{a) the actions to be taken by the parties to ensure that they are
negotiating the Retail Service Transformation Agreement in
good faith;

{b} requirements imposed upon the parties not to take action
that would undermine the negotiations for the Retail Service
Transformation Agresment;

[c) the process to be followed by the parties in negotiating the
Retail Service Transformation Agreement going forward.

40.1.6

40.1.7

40.1.8

40.1.9

FWA may not make any orders requiring Australia Post and the
Relevant Principal Union to make an agresment, of in relation to
the content of the Retail Services Transformation Agreement.

When Australia Post and the Relevant Principal Unions agree to a
Retail Services Transformation Agreement a signed copy will be
handed up to FWA for the purpose of placing it on the Agreement
file so that it can be referred to by the parties.

If a dispute occurs relating to the operation of the final and agreed
Retail Services Transformation Agreement, Australia Post and the
Relevant Principal Union will attempt to resolve the dispute with
internal negotiations as described in clause 42.3.

If the internal negotiations do not resolve the dispute, a party
1o the dispute may refer the matter to FWA for conciliation in
accordance with clause 42.4.

40.1.10 For the avoidance of doubt, the final and agreed Retail Services

40.2
4021

4022

40.2.3

40.3
403.1

Transfermation Agreement will not be subject to independent
mediation or arbitration by FWA unless the parties expressly
agree on those provisions of the Retail Services Transformation
Agreement that will be subject to independent mediation
and/or arbitration.

Retail outlets

Australia Post corporate outlsts will continue to remain as the
flagships of its retail network.

Australia Post is committed to the long term viability of its retail
network. This network is currently and will continue to be a mix of
corporately owned outlets and privately owned outlets under one
of a number of arrangements, It is not intended that the overall
mix will change over the term of this Agreement.

Australia Post commits to applying the Retail Post Conversion

Policy as revised and agreed between Australia Post and the
Relevant Principal Union, for the term of the Agresment. The Parties
recognise that Australia Post may sesk to change the policy during
the term of the Agreement. In such circumstances Australia Post
commits to a joint review of the policy with the Relevant Principal
Union six months before making any changes to the policy. Australia
Post has no intention of changing this policy within the first six
months of this Agreement being approved by FWA,

Retail forum

Australia Post commits to holding a joint retail forum with the
Relevant Principal Unions and Australia Post management to
consider new opportunities, waork practices, products, amenities,
safety and other issues of mutual interest in the lead up to the
business cycle.
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4.1

4111

41.2
$1.21

Benefit distribution

Since the nominal expiry date of EBAB in December 20108,
Australia Post, with the agreement of the Relevant Principal
Unians, has provided the following pay increases to employees
outside of an enterprise agreement:

Date of Effect Percentage
Increase

23 August 2007 (already paid} 4% |

.

23 July 2009 (already paid] %

Australia Post also paid employees a $500 Corporate Bonus on 16
September 2009 for meeting service performance standards of at
least 4% in the 2008-08 financial year.

Guaranteed pay increases

The following pay increases will be made to the salaries applicable
to award classifications as at 1 August 2010 as reflected in the
August 2010 Australia Post Human Resources Manual Rates of

" Pay Booklet from the following dates:

4122

41.2.3

Date of Effect Percentage
: Increase

. First full pay period in August 2010 2% ‘
. lalready paid)

First full pay period in December 2011~ 1%

‘:,: First full pay period in December 2013 1% ; :,'
These percentage increases will also apply to the allowances set
out at Attachment B.

The August 2010 Australia Post Human Resources Manual Rates
of Pay Booklet will be submitted to FWA for the purpose of placing
it on the Australia Post Fair Work Agreement file.

413
4131

4132

4133

Bonus pay increases

Subject to achieving service performance of at least 94% in each
state (as measured by Research International) for the preceding

financial year, the following bonus pay increases will be made at
the following times:

Date of Effect Percentage
Increase
| First full ber 2011

0.5%

i

! A i i
i First full pay period in December 2013 J 0.5%

x
-,

Subject to the combined total volume of letters and parcels for the
preceding financial year either remaining the same or increasing, the
following bonus pay increases will be made at the following times:

Date of Effect Percentage

i First full pay period in December 2011

Efstfuil pa\;fjpﬁérip:d in December 2013

Far the purposes of this clause 41.3, preceding financial year
refers to the year ending June 30 immediately preceding the date
of the proposed bonus pay increase.
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421
4211

421.2

4213

Dispute resolution

Dispute Resolution

The Parties to the Agreement recognise that there exists a mutual
responsibility to work co-operatively to resalve disputes over
workplace matters, as far as is practicable, at the workplace level.
Accordingly, in refation to a dispute over the application of the
Agreement arising during the life of the Agreement, the Parties
commit themselves to:

{a) promptly addressing the dispute within the procedures set
out below;

{b] discussing the dispute in an open and honest way; and
{c) seeking to resolve the dispute wherever possible at the local level.

While the parties are attempting to resolve the matter, the
employee(s) will continue to work in accordance with the
Agreement and their contract of employment, unless the
employee(s) has a reasonable concern about an immediate
threat to their health or safety. In such circumstances and subject
to Part 3, Division 3 — Emergency Procedures of the OHS Act,

the employee(s) must not unreasonable fail to comply with a
direction by Australia Post to perform other available work that is
appropriate for the employeels) to perform.

In resolving any dispute, the Parties will have regard to the
following principles:

(a) Australia Post is required to run a profitable postal service
in an increasingly competitive and global market place. As a
result of these circumstances, it is imperative that Australia
Post undertake workplace changes. The Unions recognise that
there are business challenges facing Australia Post and that
waorkplace changes are necessary. The Unions are committed
to working with Australia Post to ensure that change occurs
effectively while ensuring that the best interests of its
members are considered and taken into account at all times.

b

To achieve these objectives, Australia Post must be able to:
li} operate the business efficiently;
{i} determine and allocate resources;

{iii} implement both large and small change programs in an
efficient, timely and cost effective manner;

fiv) explore means of protecting and expanding its business
opportunities; and

{v) provide fair and equitable treatment to its employees and
provide safe workplaces that support employee diversity
and flexibility.

{c} Inorder to be successful and ensure the long-term viability
of Australia Post, the Parties acknowledge that Australia Post
has accountability to:

{i) provide services to the customer in a manner required
by the customer and to meet its Community Service
Obligations;

4214

42.2
42.21

4222

42.3
4231

4232

4233

[i} provide a reasonable return on its assets and pay a
reasonable dividend to its shareholder; and

{iii} provide fair pay and conditions to its employees in a
waorkplace that values the treatment of employees with
dignity and respect.

(d} The parties also acknowledge that the Unions have an
obligation to their members to:

{i) represent their interests;

{iij ensure that workplace change occurs in a way that
minimises negative impacts on employees wherever
possible; and

{iii) protect jobs, wherever possible, and seek fair and
equitable terms and conditions of employment for its
rmembers.

An employee who is a party to the dispute may appoint a
representative of their choice, including a union representative, for
the purposes of the procedures in this clause.

Dispute Resolution Procedure

If a dispute relates to:

(a) amatter arising under this Agreement; or
(b} the National Employment Standards;

this clause 42 sets out the escalation process which must be
followed to settle the dispute.

The dispute resolution procedures and escalation process set
out in this clause 42 do not apply to clauses in this Agresment
in which the parties commiit to negotiating a new policy or
agreement during the term of this Agreement. In particular, this
clause 42.2.2 applies to the following clauses:

{a} clause 3.4 — negotiating a new Occupational Health and
Safety Agreement;

{b} clause 40.1 - negotiating a Retail Services Transformation
Agreement; and

{c) clause 46 — negotiating a future enterprise agreement.

Internal Negotiations

The employee will discuss the matter with their immediate
manager/supervisor. However, in circumstances where the matter
may relate to the behaviour or actions of the immediate manager
and it would be inappropriate to discuss the matter at that level,
the employee may discuss the matter with the next highest level
of management.

If the matter is not resolved at that level within a reasonable
timeframe, the employee concerned may arrange further
discussions involving more senior levels of management or the
Union as appropriate.

If the issue involves more than one employee, the employees
involved, the Unian or the management may raise the issue at
the level the parties consider appropriate.
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42.4
42.4.1

4242

42.5
4251

4252

4253

4254

42.6.1

42.6.2

FWA Conciliation

If the internal negotiations do not resolve the dispute, a party to
the dispute may refer the matter to FWA for conciliation.

The party notifying the dispute will do so by filing with FWA
and serving on all other relevant parties a dispute notification
document that sets out a brief description of the dispute, the
material facts the disputing party believes to be relevant to the
dispute and the desired remedy.

Independent Mediation

If the concifiation by FWA has been unsuccessful in resolving the
dispute, a party to the dispute may refer the dispute to a third
party mediator agreed to by hoth parties. If the parties are unable
to agree on a mediator, the Institute of Arbitrators & Mediators
Australia Mediation Rules will apply in relation to the appointment
of a mediator,

Having regard to the terms of this Agreement, the National
Ernployment Standards and the principles set out in clause 42.1.3,
the independent mediator must assess the merits of the matter
and make a non-binding recommendation that:

{a} arbitration by FWA is appropriate on the basis that it raises a
genuine question about the interpretation of the Agreement
or the National Employment Standards; or

{b) arbitration by FWA is not appropriate.

The independent mediator may make non-binding
recommendations regarding how the matter may be resolved
between the parties prior to arbitration.

The cost of the mediator will be shared equally betweaen the
parties and each party will pay its own costs for the mediation.

Arbitration

If the mediation has been unsuccessful in resolving the dispute,
then a party to the dispute may elect to have the matter arbitrated
by FWA.

FWA may only determine the matter by arbitration if all the
conditions set out in this clause 42.6.2 are satisfied:

{a] the escalation process in this clause 42 has been followed;
and

{b} where the party requesting arbitration is either a Union or
Australia Post, that party has been authorised to apply for
arbitration by its relevant decision-making body in accordance
with their rules which, in respect of the CEPU and CPSU, and
Australia Post are set out below:

(i} CEPU, Communications Division — Divisional Executive
{or any successor hody);

(i} CPSU— Executive Council {or any successor body);

{iiil Australia Post — Executive Committes of Australia Post;
and

4283

4264

42.7

42.8
42.8.1

4282

{c} FWA is satisfied that the relevant decision-making body of the
party requesting arbitration has considered the independent
mediator’s recommendation in relation to whether arbitration
is appropriate for the dispute in authorising the application for
arbitration by FWA.

In arbitrating the dispute FWA may:
{a] make a determination that is binding on the parties; and
{b} use the powers that are available to it under the FW Act.

A decision that FWA makes when arbitrating a dispute is a
decision for the purpose of Division 3 of Part 5-1 of the FW Act.
Therefore, an appeal may be made against the decision.

Application

Clauses 42.5 to 42.6 will only apply until the date on which a party
to the Agreement successfully applies to FWA for a protected
action ballot in accordance with the FW Act.

Dispute Resolution Training

To assist in the resolution of disputes at Australia Post and to
promote a better understanding of the terms of the Agreement,
an authorised union delegate will be granted a leave of absence
of three days during the term of the Agreement to attend short
courses conducted by a recognised training provider which are
specifically directed towards effective dispute resolution and
better understanding of the terms of the Agreement. The grant
of leave will be subject to:

{a} the operating requirements of Australia Post; and

{b} the specific training course and provider being accepted by
Australia Post.

An authorised union delegate granted leave of absence under this
clause will receive normal pay plus shift penalties if applicable for
the period of absence from duty.
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43.1

43.2

43.3

43.4

44

45

46

Salary sacrifice

Any salary sacrifice will require approval by Australia Post and
must comply with taxation and other relevant laws and Australia
Post policies and procedures and, where salary sacrifice is made
to a superannuation fund, the Trust Deed requirements of that
fund. Details of any salary sacrifice arrangements must be in
writing and signed by the employee and Australia Post.

Prior to engaging in any salary sacrifice arrangement, an employee
is advised to obtain independent financial advice concerning the
tax effectiveness of the arrangement.

Subject to clause 43.1, a permanent employee may sacrifice
salary for the purpose of superannuation.

Where an employee enters into a salary sacrifice arrangement the
employee's pre-salary sacrifice salary is the employer’s salary for
all purposes that call on salary as a factor.

Role of union delegates

Australia Post recognises the role unions play in the workplace
and the right of union delegates to represent union members in
the workplace.

Payroll deduction of union fees

It is agreed that Australia Post will continue to deduct union dues
for the Principal Unions to this Agreement subject to the unions
ensuring that no unprotected industrial action occurs during the
life of the Agreement.

Negotiation of future agreement

The Parties agree that they will commence negotiations regarding
the successor to this Agreement by three months prier to the
nominal expiry date of this Agreement as defined in clause 2.2.2.

47

471
41.2
41.3

474
47,5
47.6
41.7

47.8

47.10

41.11

41.12
47.13

471.14
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Definitions
Agreement means the Australia Post Fair Work Agreement 2010.

Administrative/Professional Employee means an employee
employed in an Administrative/Professional Classification in
Attachment A.

Australia Post means the Australian Postal Corporation as defined
under the Australian Postal Corporation Act 1989 (Cth).

EBAB means the Australian Post Enterprise Agreement 2004.
FW Act means the Fair Work Act 2009 (Cth).
FWA means Fair Work Australia or any successor body.

OHS Act means the Occupational Health and Safety Act 1991
{Cth).

Operational Employee means an employee employed in an
Operational classification in Attachment A.

Parties means the parties covered by the Agresment, as defined
in clause 2.1

Principal Unions means the following unions:
{a) Communications, Electrical, Plumbing Union (CEPU};
{b) Community and Public Sector Union (CPSU).

Relevant Principal Union means a Principal Union (as defined in
clause 47.10) to which the clause applies based on the Principal
Union's membership coverage of the classifications of the
employees affected by the clauss.

RRR Agreemant means the Australia Post Redundancy/
Redeployment/Retraining Agreement as contained in Attachment K.

Technical Employee means an employee employed in a Technical
Classification in Attachment A.

Union means an emplovee organisation which has given notice
to PWA under section 183 of the FW Act that it wants the
Agreement to cover it and that FWA has noted is covered by the
Agreement in accordance with section 201{2) of the FW Act.




Attachments \

_/
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Attachment A — Classifications

Administrative/Professional Classifications

. Administrative Officer

Lovel I

Level 2

Level 3

e EVEIA
Clewls
Level 6
| COUNSELLOR
Counselor
Level 2

Level 3m

; Engine;_
 Ces2
__ Class3
LIBRARIAN

. Librarian

Class 1

14 Class 3 : AR
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Operational Classifications

“ PARCELS -
V..“Tramee Pan:el Officer
\ Pan:el Past Off cer

AGENCY ASSISTANT
) Agency Assnstant Grade 1

‘ ‘Agency Assmtant Grade 2

i CustomarS rvice Trainee
: CustnmerSen/lce Consultant LevelZ - GradeZ

fﬂ:Parcel Post Co ordlnator -
’ Gradez

| Business Revenue Consultant 11 Gades

Custnmer Care Consultant Level 3

BusmessRelatlonshlp Consultant Level4 o '

Teém Leader Customer Sennce Level 5

';Team Leader Bussness Sales Leuel 6 WTra nee Postal Delivery Officer

Specialist Manager - Level 7 , o Postal Dellvery Oﬁlcer

| mSEﬂllJl’ Postal Dellvery Oﬁlcer

Gradel S ——
Grade 2
B Grade3
iWPostal Dellveru Co ordmator
Grade 1

Grade 2’ x
VAL FRUUL wWGradeB
:_.Tramee Mall Officer ,"-}"PDSlAl_Mﬁ\ AGE
MaOfeer o PoslMenage

CSevorwalOfir Gkl |
Grade 1 ' N ‘ GradeZW B )

Tramee Post lS vices Of

ostal Servlces Dﬁlc

Mall Processmg Cn Ol'dl - -
Gkl
Gee2
T radeS
Gmdezl SR

ASenlor Postal Serv:ces Offlcer
CoGeel
‘ Grade 2

"Postal Worker S
e
LGk

. Gradea ,. : P : |

;Mall Room Ol‘flcer T o ‘

lVl lRoom Supennsor K
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Attachment A — Classifications

Operational Classifications (Cont.)

_Sprintpak Operator

levelt ~
I.ey_gl 2 o

Level 3

 Stores Officer

Senior Stores Officer

 Stores Supervisor

Senior Stores Supervisors j

' Gra'd-e 2 -
.., Grade3
' ’ Grade 4

Grads2
Grade3

Grade4
o GradeS
~ Garage Attendant
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Technical Classifications

[ POSTAL TECHNICAL OFFIC

. Postal Technical Officer

level 1

Level 2

Leve

Lot

Cees

owl7

s

| Gee3

. Pincipal Technical Servces Officer

CGradel

. Gradez
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Attachment B — Adjustment of Allowances

The following allowances will be adjusted at the same time by the same percentage increases that apply to classifications in accordance
with the Agreement:

Allowance Authority

! Dirty Cleaning Work Clause 14.1

Clause 14.4

Clause 14.7.7

Clause 14.9.1

Postal Delivery Officer Functions

Qualifications Allowance (AD1) -

Team Skill Loading:
s Mail Officer
s Tachnical Structure

Tdnnage’AHowance‘

| Sprintpak Drive & Operate Forklift
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Attachment C — Consultation Framework Guide

Consultative Forums

Meeting Level Membership Principles

State JCC = State Operations Manager » Discuss/consider business directions

* HR Manager {eg. new products)

Communicate and discuss National change

e Manager Operations Support or equivalent .
gersp PP 4 initiatives {eg. new technology}

e Branch Secretaries~-P &7, T&S . )

+ Communicate and discuss State changes
= Branch Asst. Secretaries {eg. Network changes)
»  Full Time Officials as required/nominated . » Communicate business performance

« Address State level CEPU concerns

Facility level concerns and issues

Local JCC \ , s Facility Manager (eg DC or Hub}

‘e " Dperations Support

L3

* Nominated Shop Stewards ‘

Local CEPU concemns

Frequency

It is suggested that all forums are convened monthly.

Minutes

Minutes are to be distributed for clarification to both parties within 5 working days. Finalised/Agreed Minutes are to be forwarded within 7 working days.
Minutes ought to be displayed within facilities and be the subject of "Tool-Box” briefings, or similar.
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Attachment D — Interstate Linehaul Agreement

1. a) Title: Australia Post Interstate Linehaul Agreement

b} Application:

This agreement applies to employees classified as Postal Transport Officer whilst engaged on interstate linehaul operations.

¢} Provisions:

The provisions included in the Agresment are;

2. STANDARD TRIP TIMES

2.1 Linehaul trip times for current interstate linehaul runs are set out in Table 1 below:

Table 1

TRIP TIME {Hours and Minutes}

5 Sydney — Tarcutta ~ Sydney 10:00

elbourne — Tarcutta — Melbo

| Melboune — il — Melbourne

ubbo — Meibkékume

Brisbane — Dubbo

Sydney — Hay

! Adeleide — Hay

Hay — Adelaide
tane—GenlvesBrbene 605
;ﬁ'f;,:;Sydney — Glen Innes {and return trip} 8:45
\ Brsbene - Coffs Harbowr ~Brisbane 845

*Time includes diversion to Parkes
2.2 Trip times comprise driving times enly and exclude administration, hand over and vehicle check duties for which an employee will be paid
an additional 30 minutes each shift.

2.3 The trip times set out in Table 1 will be monitored by Australia Post and be subject to review in accordance with the process in clause 5
of this Agreement for reviewing standard trip times.

2.4 In the event that a review under clause 5 indicates that a trip time set out in Table 1 requires adjustment, or in the event that Austrafia
Post introduces a new interstate linghaul route, the parties will consult on the new standard trip time.
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5.1
b.2

5.3

REMUNERATION SYSTEM
Standard trip payments for interstate linehaul operations will be determined by applying:

{a) the appropriate salary point of the Postal Transport Officer {Parity) classification applicable to the employee as adjusted for
Agresment increases;

{b] the tonnage allowance applicable to the vehicle being driven as adjusted for Agreement increases;
{e} shift penalty and overtime payments where applicable in accordance with clauses 15 and 17 of this Agreement; and

(d) the trip times set out in Table 1 above.

TRANSITIONAL ARRANGEMENTS

Employees engaged in interstate linghaul operations will continue to be paid interstate linehaul trip rates payable immediately prior to
9 August 2004 until these rates are overtaken by the standard trip payments payable in accordance with the remuneration system at
clause 3 above.

PROCESS FOR REVIEWING STANDARD TRIP TIMES

Australia Post will monitor trip times for interstate linehaul runs as recorded by on-board truck computers.

Australia Post will provide the Relevant Principal Union with details of trip time summaries recorded under 5.1 on a monthly basis or as
otherwise agreed by the parties.

\Where it appears that a trip time in Table 1 is no longer appropriate, or where a new run is being introduced, the following process will
apply:

{a} trip times recorded by the on-board truck computers during a recent month of heavy mail loads and a recent month of light mail
loads will be examined;

{b) anomalous or abnormal times will be excluded;

[c] valid trip times for each selected month will be recorded in order from fastest to slowest time;
{d} 10% of valid times at each end of the range of times recorded for each month will be excludad;
{e) the remaining valid times will be used to determine an average time for each selected month;

{f} based on the above trip time information, Australia Post will determine new/revised trip times after appropriate consultation.
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Attachment E — Extension of Penalty Rates

Eligibility Agreements

1. a} Titles:

1.

N, N

Extension of Penalty Rates Eligibility Agreement 1993 (Brishane City Delivery Centre};
Extension of Penalty Rates Eligibility Agreement 1993 (Transport Branch {Adelaide});
Australia Post Northgate Transport Depot Queensland Agreement 1994;

Australia Post Northgate Mail Centre Agreement 1995;

Australia Post Underwood Mail Centre Agreement 1996;

Australia Post Gold Coast Mail Centre Agreement 1985

b} Application:

These agreements apply respectively to the following employees:

1.
2.
3.
4

5.
6.

Employees at the Brisbane City Delivery Centre;
Employess at the Transport Branch in South Australia {excluding Linehaul staff};

Postal Transport Officer {Drivers} and Postal Transport Co-ordinators Grades 1 and 2 in the Northgate Transport Depot;

. Allemployees, except the Technical Services Group, employed at the Northgate Mail Centre {including employees at the Brishane

Airpart Transit Centre}.
All permanent full-time employees, except Technical employees, employed at the Underwood Mail Centre.

All permanent full-time employees employed at the Gold Coast Mail Centre.

¢) Provisions:

The provisions included in the Agreement are;

2 PAYMENT

Notwithstanding clause 17.1.2 of the Agreement, employees to whom this clause applies who are required to work ordinary hours
where the entire shift occurs between 6:00pm and 8:00am for a minimum period of one day will become immediately eligible for the
30 percent penalty rate.
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Attachment F — Mail and Network
Queensland Agreements

1. a] Titles:

1. Australia Post Mail Network Queensland {Northgate, Underwood and Gold Coast Mail Centres Part-time Employees)
Agreement 1996;

2. Australia Post Toowoomba Mail Centre Agreement 1996

b) Application:
These agreements apply respectively to the following empioyees:

1. Alf part-time employees employed at the Northgate Mail Centre (including part time employees at the Brisbane Airport Transit
Centre}, Underwood and Gold Coast Mail Centres;

2. All permanent employees (including part-time employees) employed at the Toowoomba Mail Centre Queensland.

c) Provisions:

The provisions included in the Agreement are:

2 PAYMENT

Notwithstanding clauses 19.1.2 and 19.1.3 of the Agreement, employees to whom this clause applies who are required to work ordinary
hours on a shift which falls wholly between 6:00pm and 8:00am for a minirmum period of one day will become immediately eligible for
the 30 percent penalty rate.
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Attachment G — Queensland Linehaul Agreement

1. a) Title: Australia Post Queensland Intrastate Linehaul Agreement 1997

b) Application:
This agreement applies to Postal Transport Officers employed on intrastate linehaul duties at the Underwood Transport Depot and
Townsville Mail Centre in Queensland.

¢} Provisions:

The provisions included in the Agreement are:

2. REVIEW OF TRIP TIMES

The process for reviewing standard trip times is set out at clause 5 of Attachment D relating to Interstate Linehaul arrangements.
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Attachment H — Administrative Officer Level 6, Salary
and Employment Conditions Agreement

1. a) Title: Australia Post Administrative Officers Level 6 Salary and Employment Conditions Agreement

b} Application:
This agreement applies to employees who nominally occupy an Administrative Officer Level 6 position.

¢} Provisions:

The provisions included in the Agreement are:
2. SALARY ADJUSTMENT

Administrative Officers Level 6 — Non Shift Workers

2.1 Administrative Officers Level 8 who nominally occupy a position that does not require regular shift work shall have their base
salary increased tc the following rates:

Current Salary Adjusted Salary
(as at 2 November 2006)

369520

Administrative Officers Level 6 — Shift Workers

2.2 Administrative Officers Level 8 who nominally occupy a position that requires regular shift work shall have their base
salary increased to the following rates:

Current Salary . Adjusted Salary
{as at 2 November 2006)

- $69,520

B3
i

o $73781

Staff Transferring From Non-Shift To Shift Positions

2.3 Where an Administrative Officer Leve! 6, who is subject to the salary adjustment prescribed under clause 2.1, transfers temporarily
to a position requiring the regular performance of shiftwork, eligibility for any additional entitlement to Annual Leave Loading shall be
determined by agreement between the parties.

2.4 Where an Administrative Officer Level B, who is subject to the salary adjustment prescribed under clause 2.1, transfers permanently
to a position requiring the regular performance of shiftwork, their base salary shall be reduced to the same salary step prescribed at
clause 2.2 on a point to point basis and they shall become subject to clause 18.9 of this Agreement.

Staff Transferring From Shift To Non-Shift Positions

25 Where an Administrative Officer Level 6, who is subject to the salary adjustment prescribed under clause 2.2, transfers temporarily to
a position that does not require the regular performance of shiftwork, eligibility for Annual Leave Loading shall be determined in
accordance with clause 18.9 of the Agreement.

2.6 Where an Administrative Officer Level 8, who is subject to the salary adjustment prescribed under clause 2.2, transfers permanently
to a position that does not require the regular performance of shiftwork, their base salary shall be adjusted to the same salary step
prescribed at clause 2.1 on a point to peint basis and they shall cease to be entitled to Annual Leave Loading in accordance with
clause 18.9 of the Agreement.
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4.1

4.2

PERFORMANCE PAY

Administrative Officers Level 8 shall be eligible for performance pay in a manner determined by the parties.
EMPLOYMENT CONDITIONS

Administrative Officer Level 6

In recognition of the salary adjustrnent referred to in clause 5.1 and the eligibility for performance pay referred to in clause 3, the following
employment conditions will no longer apply to Administrative Officer Level 6:

{a} -clause 12.23 : Travelling Allowance
- clause 12.7 : Higher Duties Allowance
b} -clause 14.2.3 : Flexible Hours

{c) Hligibility for the corporate bonus contained in the Australia Post Enterprise Agreement 1996 — 1998 and any subsequent Enterprise
Agreements.

{d) Access to clause 5 (Grievances) of the Australia Post Principal Determination in respect of performance assessment associated with the
application of the Performance Management Agreement {or any subsequent such process], Performance Pay {clause 3}, or Salary Sacrifice
{clause 5}.

Administrative Officers Level 6 — Non Shift Workers

In addition to the non-application of all of the foregoing employment conditions, Administrative Officers Level 8 who occupy positions that do not
require regular shift work will also cease to be covered by clause 18.9 of the Agreement titled Annual Leave Loading.

SALARY SACRIFICE

Employees covered by this Agreement may elect to take an amount of up to 25% of base salary in the form of other benefits approved by
Australia Post and on such terms and conditions as determined by Australia Post.

DISPUTE SETTLEMENT - PERFORMANCE PAY (CLAUSE 3} AND SALARY SACRIFICE {CLAUSE 5)

In the event of any dispute arising from a decision made by Australia Post in relation to Performance Pay or Salary Sacrifice the matter shall be
raised in the first instance, by the individual or their Staff Organisation {where requested by the individual employee) with the Group Manager,
Human Resources (for Headquarters staff] or the relevant Divisional Human Resources Manager (for State based staff). If a disputed matter
cannot be resolved at this level it may be referred to the Managing Director for resclution.
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Attachment | — Sprintpak Division Agreement

1. a} Title: Sprintpak Division Enterprise Agreement 1995

b} Application:

This agreement applies to all employees in the Sprintpak Division employed in classifications specified in Attachment A.

c) Provisions:

The provisions included in the Agreement are;

2, TERMS AND CONDITIONS OF SERVICE
Subject to any separate conditions prescribed in this appendix, employees will be covered by the general terms and conditions of service
specified in this Agreement.

3. HOURS OF DUTY

3.1 The ordinary hours of duty shall be 36.75 per week or an average of 36.75 per week over a cycle of shifts.

3.2 "The daily hours of ordinary duty shall not exceed 7 hours 21 minutes except where work is performed with a reduced number of attendances.

33 By agreement between Australia Post and the employee, rostered days off may be accumulated up to a maximum of 5 days and shall be entitled
to be taken in a manner agreed between the employer and employee.

3.4 Subject to 3.3, and by agreement between Australia Post and the employee, rostered days off may be paid out at ordinary rates.

4, MEAL BREAK

An employee shall not be employed for more than 5 hours continuously without being granted a meal break of not less than 30 minutes nor more
than 75 minutes, provided that by mutual agreement between the majority of employees at a facility and Australia Post, a longer period for the
meal break may be arranged.

5, ALLOWANCES

5.1 An employee classified in Level 1 who is required to drive and operate a fork lift truck for a day or part of a day shall be paid the relevant
allowance as set down in the Australia Post Human Resources Manual Rates of Pay Booklet.

5.2 An employee classified in Level T who is required to adjust machinery on any day shall be paid the relevant allowance as set down in the
Australia Post Human Resources Manual Rates of Pay Booklet.

5.3 Eligibility for these allowances will be subject to agresment between the parties.
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Attachment J — Home Based Work Agreement

3.1

3.2

3.3

3.4

3.5

Title: Australian Postal Corporation Home Based Work Agreement 1995

Application:

This agreement applies to employess employed in classifications appearing in Attachment A:

Provisions:

The provisions included in the Agreement are:

HOME BASED WORK ARRANGEMENT

Where consistent with customer/client service and operational requirements, an employee may request to work from home for a period of time
on a regular or temporary basis with the agreement of their manager.

Australia Post will consider such requests on a case by case basis and approval shall be subject to customer/client service and operational needs
being met after consideration of the effect of the proposal on individual workloads and the work area as a whole.

A Home Based Work {HBW) arrangement may be:

{i} varied or discontinued by agresment at either the manager’s or employee’s request, provided that neither party will unreasonably withhold
agreement to vary or discontinue the arrangement; or

{ii} terminated by the manager after the period of notice agreed upon with the employee in the Letter of Agreement, or where no period of
notice has been agreed upon, 4 weeks natice.

In addition to 3.3 managers can vary or discontinue a HBW arrangement at any time if it is considered that:

{i} the arrangement is having an adverse impact on the operational requirements of the employee’s work area; or
(i) the arrangement is considered to be inefficient and/or ineffective; or

{iii} the employse is failing to comply with any agreed requirements.

A Letter of Agreement must be signed by the manager and the employee before HBW arrangement is put in place.
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Attachment K — Australia Post Redundancy/Redeployment/
Retraining Agreement

1.1

2.2

3.2

INTRODUCTION

This agreement has been negotiated between Australia Post and

the CEPU and CPSU acting as a single bargaining unit on behalf of
award-based members of all Australia Post unions, and will apply
to all such persons from 10 February 1993.

OBJECTIVES

In negotiating this agreement, the parties have sought to achieve:

{il aprocess through which job security can be maintained for as
many Australia Post employees as possible and any necessary
retrenchments will be voluntary, as far as is practicable;

fi

the provision of fair compensation for employees
whose employment with Australia Post ceases through
retrenchment;

{iii) a proper process for the consideration of altemative
employment opportunities for excess employees whose
genuine dasire is for alternative smployment within Australia
Post; and

feosl
=<
=

involuntary retrenchment from Australia Post only for
‘those excess employees for whom reasonable alternative
employment is not available.

The arrangements described in this agreement provide for
voluntary retrenchment in all circumstances other than where an
employee refuses redeployment, retraining, relocation or transfer
to another position, or where, after a comprehensive three month
examination, an alternative placement is not able to be found.

DEFINITION OF REDUNDANCY

Redundancies may arise in a number of circumstances,
including where:

(i) the number of staff exceeds that required for the efficient
and economical operation of the enterprise or parts of the
enterprise; and

{ii} staff cannot be used effectively because of technological
or other changes in work methods, or changes in the
nature, location, extent or organisation of the functions
of Australia Post.

Accordingly, a potential redundancy situation will be deemed

to exist where the operational requirements of Australia Post

for employees to carry out work of a particular kind have ceased,
or significantly diminished, and Australia Post has determined
that the function being undertaken by an employee, will no longer
be undertaken within Australia Post, or at that location

by Australia Post.

4.2

SJT

5.1

5.2

5.3

6.2

6.3

6.4

ENTITLEMENT TO VOLUNTARY RETRENCHMENT

While this agreement provides avenues by which employees may
be selected for voluntary retrenchment or elect to be retrenched
voluntarily, it is noted that there is no automatic right to voluntary
retrenchment.

Australia Post specifically reserves the right to reject applications
for voluntary retrenchment having regard to its overall staffing
requirements and the need to retain necessary, key skills and
expertise, for the ongoing viability of the organisation.

PROCEDURES FOR DEALING WITH SURPLUS STAFF
SITUATIONS

The procedures for dealing with surplus staff situations depend on
whether the surplus positions can be clearly identified.

Section 8 deals with those situations where specific identification
of the position is possible {(which includes circumstances where
all positions, at a particular level, at a single location, are surplus).

Section 7 outlines the arrangements to be followed when a
number of positions at a level are surplus and the individual
positions cannat be identified clearly.

CLEARLY IDENTIFIED SURPLUS POSITIONS

Australia Post will simultaneously advise the National Office

and the relevant State Branch of the appropriate union and

the occupant of the position that the position/s is excess to
requirements. This advice will be provided through Form A
{attached). One copy of Form B shall also be provided in relation
to each surplus position, but only if agreed by the employee
who occupies the position.

All relevant information is to be provided to the union and will
include classification, location, and subject to agreement by

the employee concerned, details of the employes. Where
consequential changes in staffing structures are proposed, the
number and classification of employees in that part of Australia
Post, the number and classification of employees expected to be
required for the performance of any continuing function in the part
of Australia Post affected are also to be provided and subject to
agreement by sach employee concerned, detalls of the emplovees
likely to be affected.

If required, discussions with the relevant union will conclude
within two weeks of the provision of advice in Forms A and B but,
with Australia Post’s agreement, may be extended on a case by
case hasis.

The discussions with the relevant union shall include the
background to the surplus staffing situation, the measures,

if any, which could reduce the incidence of employees becoming
surplus to requirements, and any planned recruitment. '
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Attachment K — Australia Post Redundancy/Redeployment/
Retraining Agreement

6.6

6.8

Once the consultative phase is completed and there is 7.
confirmation that the position is surplus, or where the union has
confirmed that there is no nesd for discussion, Australia Post may
proceed immediately to advise the employee that he/she may
glect to be retrenched voluntarily following a one week cooling

off period from the date of advice. If the employee so elects,
retrenchment will be effected at the conclusion of the formal
notice period {four weeks after the end of the cooling off period},
or at an earlier date by mutual agreement. 7.2

7.1

Where redeployment and/or retraining is the employee’s
preference, Australia Post will take all available steps to secure
such an outcome, The measures to find a suitable position will
include full discussions with the individual on all available options
across the whole Australia Post organisation.

The union will be involved in those discussions except where the
individual indicates that this is not necessary - such involvement
should not delay the process. Where there is a vacancy which
would permit the redeployment and/or retraining of an employee
surplus to requirements, and more than one employee makes
application for the vacancy; the redeployee {or most efficient
redeployee) will be selected, unless he/she is assessed as not
competent for the job.

1.3

74
Where an employee, other than an employse identified for

redeployment, is prepared to accept management initiated
retrenchment, Australia Post shall retrench that employee to

allow redeployment of an employee identified for redeployment

or retraining. This will occur within the restrictions outlined in 15
paragraph 4.2 above. In addition to established redeployment
mechanisms, which will be activated automatically, the
employee will be afforded opportunities to investigate personally
employment options inside Australia Post and, where approved
by management, outside Australia Post. If requested, personal
development training will be made available to the individual to
assist in this process.

~i

.6

After a one month investigation of all available options, or sooner
if agreed, Australia Post may initiate redeployment of an employes
to another position/location, the function of which the employee
is reasonably capable of undertaking, after recsipt of necessary
training and experience.

~3

g

Redeployment involving a change in domicile is to be aveided

wharever possible. Such offers of redeployment are not to

be made with the objective of having an employee refuse an

alternative placement. 78

Where however the only available change in position involves
relocation, and the new work location is of such a distance from
the employee’s residence as to necessitate a change of domicile,
standard relocation arrangements will apply. Employees who do not
wish to be relocated can elect to take a retrenchment package.

SURPLUS POSITIONS WHICH CANNOT BE CLEARLY
IDENTIFIED

Australia Post will advise the State Branch of the appropriate
union that a number of positions are surplus to requirements.
This advice will be provided through Form A (attached) and a
general advice of surplus positions will be provided to employess
in the class or classes of positions at the location/s concerned.

All relevant information is to be provided to the union and will
include classification, location and subject to agreement by
the employee concerned details of the employee and, where
consequential changes in staffing structures are proposed, the
number and classification of employees in that part of Australia
Post, the number and classification of employees expected to
be required for the performance of any continuing function in
the part of Australia Post affected, and subject to agreement
by each employee concerned details of the employees likely to
be affected.

Discussion with the appropriate union shall conclude within three
weeks of advice on Form A, but, with Australia Post’s agreement,
may be extended depending on the numbers of positions and
complexity of the issues to be addressed.

The discussion with the relevant union shall include the
background to the excess staffing situation, the measures, if any,
which could reduce the incidence of employees becoming excess
to requirements and any planned recruitment.

Where the outcome of consultation with the union is confirmation
that the positions are surplus, Australia Post may invite all affected
employees at that level {or levels) to volunteer for retrenchment.

Within the specifically reserved right of Australia Post to refuse
any application for voluntary retrenchment, the ranking of
volunteers will give priority to staff with the longest period of
service. Ranking, howsver, should also have regard to age, job
skills, the practicality of redeployment, relocation, retraining and
personal circumstances on an individual basis.

Once a ranking has been established in accordance with section
7.8, the employee(s) will be advised formally that they may elsct
to be retrenched voluntarily following a one week cooling off
period from the date of the advice. Retrenchment will be effected
at the conclusion of the formal notice period (four weeks after
the end of the one wesk cooling off period), or earlier by mutual
agreement.

If the number of volunteers is less than the number of excess staff
the redeployment and/or retraining measures outlined in section
6.6 apply.
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8.1

8.2

8.3

8.4

8.5

8.6

INVOLUNTARY RETRENCHMENT 8.7

Where an employee refuses a management initiated

redeployment decision made in accordance with this agreement,

the employee may be retrenched involuntarily after a period of 8.8
two weeks from the advice of the management initiated transfer.

Where it has not been possible to identify suitable redeployment

after a three month investigation and no prospect of such

redeployment is identifiable, the employee may be retrenched
involuntarily after a period of two weeks following advice to the 8.9
employee and concurrent advice to the relevant union. Payment

of four weeks wages will be made in fieu of notice plus the other
retrenchment payments provided for in this agreement. 4.

A retrenchment under Clause 8.2 can be effected only where the 8.1
(General Manager, or the Group Manager, Human Resources in
respect of Headquarters staff, certifies that:-

{il a minimum 3 month investigation of suitable redeployment
opportunities has proceeded across all designation categories
of the Corporation;

{i) such investigation has failed to identify suitable opportunity,
including through the voluntary retrenchment of another
employee; and

{iti} Australia Post has concluded that the employee is not capable 9.2
of being redeployed or retrained to any other paosition in the
Corporation.

While all action to identify suitable redeployment

opportunities and to place surplus employses may be

activated at the commencement of this agreement, there 9.3
shall be no involuntary retrenchment under Clauses 8.2 and

8.3 before 10 February 1994.

(a

=

This moratorium on involuntary retrenchment does not apply
to temporary part-time staff unless they have previously been
given no retrenchment assurances.

Where, but for Australia Post's refusal to accept an application
for voluntary retrenchment for another employee engaged in the
same work, at the same level and in the same location, a surplus
employee could have baen placed, that employee will not be
retrenched involuntarily.

Without in any way limiting any rights under the Australian
Industrial Relations Act, an employee affected by a decision that
he/she be involuntarily retrenched will be informed that he/she
has a right to have the decision reviewed by a Board of Reference
established under the Industrial Relations Act, subject to such
application being made within a two week period from the date of
notification of the decision.

The Board of Reference shall seek to resolve any such applications
for review having regard to whether the action was harsh,
unreasonable, unjust or unfair.

Where an employee seeks review of a decision that he/she be
involuntarily retrenched, the Board of Reference will expeditiously
hear the ratter and recommend confirmation, or if it finds that
the management certifications have been inappropriately made,
revocation of the decision.

An involuntary retrenchment will be stayed pending the outcome
of the Board's considerations.

SALARY MAINTENANCE

The salary of an employee who is identified as surplus to
requirements and wha does not elect to accept voluntary
retrenchment shall be maintained at the level prescribed for the
nominal classification of that employee for at least two years
from the date of formal notice that the employee is surplus to
requirements. An individual review will take place of any excess
staff who have been receiving salary maintenance for two years.
No redeployee however, will have his/her salary maintenance
ceased unless he/she has refused a reasonable opportunity for
placement at their nominal level.

For the purposes of 9.1, salary maintenance will include normal
incremental advancement through the former salary range and
future wage adjustments awarded to the classification of the
position the employee was occupying immediately before the
position was declared surplus to requirements.

Maintenance of higher duties for surplus employees will be paid
in accordance with the following:

(i} where, at date of redeployment, the redeployee is employed
on short term higher duties {i.e. up to 6 months} the higher
duties payment is to continue as income maintenance for the
previousty authorised higher duties period; or

(i) where, at the date of redeployment, the redeployes is
employed on long term higher duties the higher duties
payment is to continue as incorne maintenance for 6 months,
Except that where an employse has accrued a minimum of
12 months higher duties service in the previous 14 months,
higher duties payment is to continue as income maintenance
for 12 months.
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Attachment K — Australia Post Redundancy/Redeployment/
Retraining Agreement

10.
10.1

10.2

11.
1.1

1.2

CONSEQUENTIAL CHANGES/STAFFING AGREEMENT

Notwithstanding the finalisation of redeployment or retrenchment
under this agreement, the normal consultative/participative
processes in respect of any consequential changes in staffing
structures and the performancs of any continuing functions in that
part of Australia Post affected by the retrenchment(s) shall apply.

Nothing in this agreement shall be taken to infer that the unions
have given up any rights in respect of consultation/negotiation
concerning staffing and staffing structures. Accordingly, it is
agreed between the parties that they will adhere to all existing
staffing agreements.

BENEFITS

This new benefit framework has been developed
on the basis that:

{i} acomprehensive process for handling situations of
redundancy in Australia Post in the futurs is essential to
achieving the proper restructuring of the postal industry
and to union acceptance of that restructuring; and

{i} Australia Post unions and the ACTU give a firm commitment
not to seek flow-on of the arrangements elsewhere.

The proposed benefit framework is:-

{iy four weeks’ pay for each completed year of continuous
service up o five years plus a pro-rata payment for each
completed month of continuous service since the last
completed year of continuous service;

{i} three weeks' pay for sach completed year of continuous
service thereafter, plus a pro-rata payment for each
completed month of continuous service since the last
completed year of continuous service;

{iii) for employees over fifty years of age, four weeks' pay for each
year of service beyond fifty years of age including pro-rata
adjustment for each complsted month of continuous service
since the last completed year of continuous service:

{iv} the minimum sum payable under these arrangements
including any payment in lieu of notice {four weeks}, is eight
weeks’ salary and the maximum including any payment in lieu
of notice {four weeks), is eighty-four weeks' salary; and

{v) the sum payable to an employee under these arrangements
shall not exceed the salary that would be payable were the
employee to continue in employment until the maximum
retiring age.

1.3

12,
12.1

12.2

13.
13.1

14,
141

15.
15.1

For the purpose of calculating any payment
under Sub-clause 11.2:-

{il where an employee has been acting in a higher position for
a continuous period of at least fwelve months immediately
preceding the date on which the employee receives notice of
retrenchment the salary level shall be the employee’s salary in
such higher position at that dats;

{iit where an employee during fifty percent or more of pay
periods in the twelve months immediately preceding the date
on which the employee receives notice of retrenchment, has
been paid an allowance for shift work, the weekly average
amount {calculated over a year) of shift allowance received
during the twelve month period shall be counted as part of
“weekly salary”.

(i

other allowances, being allowances in the nature of salary,
may be included with the approval of Australia Post.

ANNUAL LEAVE AND LONG SERVICE LEAVE

Recreation leave, leave bonus and long service leave entitlements
will be paid in accordance with the prescribed entitlements.

While normally employees are not entitled to pro-rata long service
leave until they have accrued ten years’ continuous service,
employees retrenched under this agreement shall on termination
receive payment for an amount equivalent to pro-rata long service
after one year's continuous service.

USE OF SICK LEAVE

The formal notice period provided under the arrangements will
be extended by any periods of certificated sick leave taken during
such period.

AGREEMENT NOT TO PREVENT OTHER ACTION

Nething in this agreement may be used to circumvent existing
Australia Post staff mobility agreements or to prevent the
reduction in classification of an employee or the retirement of
an employee as a result of action under discipline, invalidity,
inefficiency or loss of essential qualification provisions.

SUPERANNUATION

All standard superannuation entitlements will apply to employees
retrenched under these arrangements.
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16.
16.1

17.
171

18.
18.1

19.
19.1

19.2

RIGHT OF RETURN 70 APS

The acceptance of voluntary retrenchment automatically severs
any entitiement to return to the Australian Public Service a former
Commonwealth employee may have. Any surplus employee

with such rights contemplating a return to the APS should seek
information from the Public service Commission either direct or
through his/her staff clerk without delay, as time limits apply.

CONTINUQUS SERVICE

For the purposes of this Agreement, “continuous service” includes
service with other Commonwealth Employing Authorities, or
service with the Defence Forces which is recognised for long
service leave purposes by Australia Post provided that:

{ij there has been no break in the successive periods of service:
and

{i) service with a former employer was not terminated because
of retrenchment; retirement on the grounds of invalidity,
inefficiency or loss of essential qualification, forfeiture of
office, dismissal on disciplinary grounds; termination of
probationary appointment because of unsatisfactory service;
or voluntary retirement at or above the minimum retiring
age applicable to the employee. Receipt of retirement
superannuation benefits is a conclusive indication of age
retirement.

CESSATION OF OTHER PROVISIONS

At the date of introduction of this Agreement, entitlements to
other retrenchment benefits will cease and the parties will take
action to have the existing redundancy Awards covering Australia
Post repealed.

DISPUTE SETTLEMENT

During the period of the Agreement any disputes or problems
over the application or interpretation of the Agreement

shall be resolved in accordance with the Joint Statement of
Understanding.

Where the consultative processes contained in the Joint
Statement of Understanding fails to settle a dispute on matters
arising from implementation of this Agreement, the parties
agree to refer the matter to the Australian Industrial Relations
Commissicn {AIRC} and will abide by any recommendation made
by the AIRC in settlement of the dispute.

20.
20.1

21.

PERIOD OF OPERATION

The period of operation of the Agreement shall be from the date of
certification by the Australian Industrial Relations Commission to
20 April 1998,

PARTIES TO THE AGREEMENT

Communications, Electrical, Electronic, Energy, Information, Postal,
Plumbing and Allied Services Union of Australia {CEPU)

Community and Public Sector Union {CPSUJ

Association of Professional Engineers, Scientists and
Managers of Australia (APESMA)

Australian Workers” Union (AWU)
Australian Manufacturing Workers' Union {AMWU]}
Media, Entertainment and Arts Alliance (MEAA)
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Attachment K — Australia Post Redundancy/Redeployment/
Retraining Agreement

FORM A

Situations of Potential Redundancy: General Notification
1. DATE OF ADVICE;

2. AREA/S AFFECTED:

3. PROPOSED COMPLETION DATE:

4. POSITIONS IDENTIFIED AS EXCESS:
{Existing organisation chart/s to be attached)

4.1 LOCATION/S:
4.2 NUMBER OF POSITIONS:
4.3  CLASSIFICATIONS:

44  EXPLANATION OF REASON/CAUSE AND WORKLODAD IMPACT:
{This explanation should address future workload}

5. CONSEQUENTIAL STAFFING STRUCTURE ~ STAFF REQUIRED FOR CONTINUING FUNCTIONS IN AREA AFFECTED:
{Proposed organisation chart/s to be attached)

5.1 NUMBER OF POSITIONS:

52  CLASSIFICATIONS:
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FORM B

Situations of Potential Redundancy Individual Position Surplus to Requirements

1.

2.

5.2

5.3

5.4

5.5

5.8

DATE OF ADVICE:
DESIGNATION:

POSITION NUMBER:
REASONS WHY:

OCCUPANT:

NAME:

SEX:

AGE:

YEARS OF SERVICE:

WORK TELEPHONE NUMBER:

HIGHER DUTIES:
{Past 14 months]

REDEPLOYMENT PROSPECTS:

QUTCOME OF DISCUSSIONS WITH UNION:
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JOINT STATEMENT OF UNDERSTANDING

Australia Post and the APTU agree that the future viability of the enterpriss is critically dependent on it enjoying a reputation for refiability and
efficiency in providing service to custorners.

To enhance its reputation and protect its viability, Australia Post and the APTU have commitment to identifying any areas where interpersonal
relations and industrial refations and their effect on staff morals are unsatisfactory and implementing appropriate remedial action.

The parties agres that pre-emptive industrial action must be avoided in favour of a mechanism which allows local unresolved problems to be
raised to higher levels for resolution.

Similarly, the parties agree that management should not implement contentious decisions without adequate consultation and where necessary
relevant issues should be referred to higher levels for consultation.

Agreements negotiated at the national level are not to be re-negotiated at the State or local level.

To achieve these goals, the parties agree to the following principles and processes of participative management:

1.

8.

Effective local consultative arrangements are to be put in place and middie managers, supervisors and staff are to be assisted and
encouraged to participate more in the problem-solving and decision-making at their own workplace.

Effective, 2-way communication with staff is to take place and first line/middle managers are to be assisted and encouraged to play a
greater role.

Adequate training is to be given to those management, supervisors and staff involved in participative groups to enable them to talk
meaningfully to each other and to identify, analyse and resolve problems.

The reasons for changes affecting the workplace are to be clearly explained to and discussed with all staff prior to implementation.

Contentious decisions or implementation difficulties arising out of National agreements are to be referred to higher levels before
implementation so that consultation can take place at those levels.

The roles and functions of various management levels and union representatives need to be clearly documented and respected.

The parties agree that priority needs to be given to putting the above principles into effect and national and State groups will be established to
lead and monitor resultant action.
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Attachment L — WorkReady Process

Proposed "WorkReady' Program Process Flow - 2010

Employee reports

possible work related A
injury Employee receives treatment |
from own Doctor ’

A

Employee receives treatment
from WorkReady Medical
Practitioner under WorkReady
Program

v

Fitness for duty assessed in
accordance with WorkReady
Repart

Employee chooses
10 receive
treatment from
Medical
Practitioner

Employee accepts NO
WorkReady
Medical
Practitioner’s Emplovee and managemeant
opinion comply with medical advice
provided
YES
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YES

completes

Employee’s own Doctor

the

WorkReady Report

AP may seek clarification of an employee’s
fitness for duty with WorkReady Medical
Practitioner under clause 21.12 of AP's Fair
Work Agreement

Results of medical opinion
applied

Employee receives treatment from
their Doctor who completes the
WorkReady Report

YES

Employee is
deemed fit to
return to work on
suitable duties

A State HR Manager may on occasion
confidentially seek clarification from a
WorkReady Medical Practitioner about the
work capacity that an employee's treating
doctor has detailed on a WorkReady Report.
If necessary the WorkReady Medical
Practitioner may also contact the employee's
doctor to clarify the contents of the
WorkReady Report.
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