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Part 2: Flexible work patterns

12.7 Hand over payment

Where an employee working a continuous shift pattern is required to perform hand over
duties prior to the commencement of their shift or at the completion of their shift this time
will be paid at the appropriate overtime rates.

12.8 Crib time

Where an employee working a shift pattern is required to be on standby during meal
breaks they will be paid crib time of single time for the period they are required to be on
standby.

12.9 Daylight Saving

Where by reason of State legislation daylight saving commences or ends during any shift,
the starting and finishing time of that shift will be deemed to be the time which would have
constituted the starting and finishing time but for the commencement or ending of daylight
saving.

12.10 Change to or introduction of shift patterns

CSL may consider the introduction of, or change to shift patterns to meet operational
requirements. The introduction of, or change to, a shift pattern, will be implemented
providing that:

(a) affected employees are consulted, their views taken into account and the
reason for the change is explained to them;

(b) where required, volunteers with the required knowledge, skills and qualifications
are sought as well as expressions of interest for job swaps;

(c) affected employee(s) who are unable to change their work pattern can apply to
transfer to another department;

(d) the impact of the changes on employees, including but not limited to their family
responsibilities, is taken into account during the consultation period;

(e) information, including roster arrangements, start/finish times and meal breaks is
provided to employees during the consultation period. The finalisation of these
details is determined by consultation between the manager and the affected
employees in order to meet operational requirements;

(f) affected employee(s) will commence the new work/shift pattern by the end of
the consultation and notice period (six weeks).

CSL management will consult with affected employees as the initial step in the change
process. Where agreement cannot be reached CSL will notify affected employees in
writing no less than six (6) weeks in advance of changing to the new shift/work pattern.

This is not applicable when:

• an employee agrees to temporarily transfer to provide coverage for a
project, leave of absence, or during a shut down period; or

the change is at the employee's request.

An adequate review process will be conducted within the first twelve months of operating a
new shift pattern.

12.10.1 Changing from a shift pattern to day work

Where employees are advised that at the end of the consultation and notice period (six
weeks) they will commence a day work pattern the following will apply:

(a) if the employee was contractually entitled to work a nine day work pattern or
nineteen days in four weeks work pattern prior to commencing shift work they
will return to day work on that pattern as per Part 2 clause 11.1;

-------------- -------------------~~-
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(b) if the employee was not contractually entitled to work a nine day work pattern or
nineteen days in four weeks work pattern prior to commencing shift work they
will return to day work on a work pattern determined by operational
requirements.

12.10.2 Income Maintenance

Where an employee's fortnightly income (salary and any associated shift payments) is on
average reduced as a result of changing shift patterns due to operational requirements
income maintenance shall apply. Employees will continue to be paid their pre change
fortnightly income for a period calculated as follows:

(a) three weeks per year of service capped at 24 weeks, inclusive of the notice
period.

12.10.3 Inability to change shift patterns to meet operational requirements

Where an employee demonstrates to CSL's satisfaction that they are unable to work the
shift/work pattern required and resigns, they will receive the following on termination:

(a) three weeks per year of service capped at 24 weeks, inclusive of the notice they
received to change shift patterns; and

(b) where CSL requests that they do not work out their notice of resignation they
will receive payment in lieu of notice.

12.11 Frequency of change

Shift patterns will be established for a minimum of 3 months prior to any change unless
otherwise agreed by the majority of employees affected and the relevant manager, or for
an individual employee by agreement between the employee and the employee's
manager.
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Part 3: Performance Management

1 Performance Management

The performance review and development process at CSL provides a framework for
identifying, evaluating and developing performance. CSL is committed to an effective
performance review and development process, linked to the achievement of individual,
work area and organisational goals. All employees participate in CSL's performance
review and development process that usually runs over a 12-month period commencing
in July and ending in June of the following year.

Performance related remuneration increases are awarded in accordance with the
processes of CSL's performance management system. The remuneration increase will be
expressed as a percentage of base salary with the quantum of any remuneration
increase linked to the assessment of performance made.

Individual performance ratings, for employees whose positions are classified as level 4
and above, are based on the achievement of agreed objectives for the individual, set at
the beginning of the performance management cycle.

1.1 CSL Levels 1-3

Employees whose position is classified as CSL levels 1-3 will receive a percentage
increase of no less than the amount provided under Part 4 clause 2.1 of this Agreement.

1.2 CSL Levels 4 and 5

Employees, whose position is classified as CSL levels 4 or 5, are eligible to receive a
percentage increase of no less than the amount provided under Part 4 clause 2.2 of this
Agreement.

Performance related remuneration increases are effective from 1 July each year except
for employees who commenced or were promoted into a position from January to June.
For employees that commence or are promoted into a position from January to June a full
year performance based remuneration increase will be payable from 1 January of the
following year. Where such an employee's pay falls below the minimum rate, as a
consequence of the minimum rate increase effective from the date detailed in the
Agreement, the employee will also receive back payment equal to a pay increase to the
current minimum rate from the effective date detailed in the Agreement to December 31.

1.2.1 CSL Levels 4 and 5 Strong and Outstanding ratings

For the following performance management cycles:

• 1 July 2008 - 30 June 2009

• 1July 2009 - 30 June 2010

• 1 July 2010 - 30 June 2011

employees whose position is classified as CSL level 4 or 5 are eligible for a pay increase
in excess of the Agreement outcome, where their performance is rated as strong or
outstanding.

A strong rating will result in the employee receiving an additional 2% to the amount
provided under Part 4 clause 2.2 of this Agreement.

An outstanding rating will result in the employee receiving an additional 3% to the amount
provided under Part 4 clause 2.2 of this Agreement.

Individual objectives to achieve a strong or outstanding performance rating should be set
at the outset of the performance management cycle and varied by agreement based on
already achieved objectives or in response to changing operational requirements (eg
changing time frames/projects, account for progress already achieved).
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1.3 CSL Levels 6 and above

Employees whose position is classified as level 6 or above are eligible to receive a
percentage increase based on their TEC of the amount provided under Part 4 clause 2.3
of this Agreement. Employees whose position is classified as level 6 or above are also
eligible to receive a performance related bonus expressed as a percentage of TEC.

Performance related remuneration increases are effective from 1 July each year except
for employees who commenced or were promoted into a position from January to June.
For employees that commence or are promoted into a position from January to June a full
year performance based remuneration increase will be payable from 1 January of the
following year. Where such an employee's pay falls below the minimum rate, as a
consequence of the minimum rate increase effective from the date detailed in the
Agreement, the employee will also receive back payment equal to a pay increase to the
current minimum rate from the effective date detailed in the Agreement to December 31.

2 Less than satisfactory performance at CSL - levels 4-8

Unsatisfactory performance of employees whose position is classified as CSL levels 4-8
will receive 0% salary adjustment and no bonus where applicable. Consequently
employees must be made aware of the potential for a less than satisfactory appraisal at
the first opportunity. In the majority of cases the mid year review would provide an
appropriate opportunity for such feedback.

However, where the awareness of such deficiencies arise after this time, it is incumbent
on the Supervisor/Manager to provide such feedback at the earliest opportunity. Such
feedback must be accompanied by:

• formal documentation of the feedback including an indication of that
such feedback has taken place which will be put onto the employees
personal file;

applOpriaie steps instituted to provide opportunity and resources for
improvement.

Any employee who has not received formal indication of their unsatisfactory performance
prior to their annual review, is entitled to payment of the relevant pay increase.

An employee who has been notified that their performance is less than satisfactory will be
provided with 3 months in which to meet the required standard. If they have met the
required standard at the end of the 3 month period they will be paid the salary increase
back dated to the original effective date.

If they have not met the required satisfactory standard at the end of that 3 month period
they will not receive a salary increase for that year. The 3 month parameter should not
stop the process of the development of objectives that are to be met in the normal 12
month period.

3 Disputation of performance review

If a manager advises an employee that their performance is unsatisfactory and the
employee does not concur with the assessment and wants it reviewed the employee
must:

(a) advise their manager in writing within 5 days of the performance review of the
reasons why they don't agree with the manager's assessment and provide
evidence to support their argument;

(b) schedule a time within 10 days of their initial assessment to meet with their
manager to resolve the issue.

If such discussions do not resolve the issue, the employee must:

(c) advise the next level manager in writing within 5 days of completing step (b) of
the reasons why they don't agree with the manager's assessment and provide
evidence to support their argument;
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(d) schedule a time within 20 days of their initial assessment to meet with their next
level manager to resolve the issue.

If such discussions do not resolve the issue, the employee must:

(e) advise their Human Resources Representative in writing within 5 days of
completing step (d) of the reasons why they don't agree with the manager's
assessment and provide evidence to support their argument;

(f) schedule a time within 30 days of their initial assessment to meet with their
manager, next level manager and Human Resources Representative to resolve
the issue.

If the issue is unable to be resolved and all agreed steps listed above for resolving it have
been taken, the issue may be referred to the Divisional Human Resources Manager for
resolution.

4 Increment system for CSL Levels 1 to 3 not covered by a
competency system

Employees classified as CSL levels 1 to 3 in competency systems that formerly included
STORES and MET are paid according to the competency system. Other CSL levels 1 to
3.3 are paid according to the CSL increment system. Promotion to the next increment
within the classification range for that position occurs on an annual basis subject to
satisfactory performance.

5 Acceptable Workplace Behaviour and Performance

It is the intention of CSL to have fair, equitable and consistent procedures regarding
counselling. CSL applies a 'fair go all round' approach towards working with employees in
circumstance where their behaviour is unsatisfactory, rather than a formulaic 'three
warnings' or similar approach. CSL's approach is designed to ensure and promote
acceptable workplace behaviour and performance. There are four potential stages to
CSL's approach in dealing with unsatisfactory performance or behaviour which are to be
carried out in accordance with CSL policy, they are:

Stage 1

The employee is to be provided with an explanation of the unsatisfactory work
performance or behaviour and be given an opportunity to respond. The employee is to be
advised what must occur to remedy the problem(s) and be given a reasonable period for
improvement.

Stage 2

If the employee's work performance or behaviour does not demonstrate sufficient
improvement within the improvement period, the employee will receive a written warning.
The written warning will indicate what is expected of the employee, when the improvement
is expected and what will occur if there is no improvement.

Stage 3

If the employee's work performance or behaviour does not improve within the
improvement period, and there are no mitigating circumstances that provide a satisfactory
explanation, the employee will receive a final warning.

Stage 4

If the employee's work performance or behaviour still does not improve, CSL will inform
the employee that it has grounds to dismiss and explain why. The employee will be
provided with an opportunity to give any reason why dismissal should not occur. CSL will
take this information into account before finalising a decision.
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At any stage employees will be given an opportunity to respond to the issues at hand and
may access support from a party they nominate, which may include a union party to this
Agreement.

CSL is not obliged to follow each stage of the procedure as there may be some
instances, particularly where misconduct of a serious nature occurs, where CSL may skip
one or all of stages 1-3.

Serious misconduct includes:

(a) wilful, or deliberate, behaviour by an employee that is inconsistent with the
continuation of the contract of employment;

(b) conduct that causes imminent, and serious, risk to:

(1) the health, or safety, of a person; or

(2) the reputation, viability or profitability of CSL's business.

(c) the employee, in the course of the employee's employment, engaging in:

(1) theft; or

(2) fraud; or

(3) assault.

(d) the employee is under the influence of liquor or drugs at work (except a drug
administered by, or taken in accordance with the directions of, a person lawfully
authorised to administer the drug);

(e) the employee refuses to carry out a lawful and reasonable instruction that is
consistent with the employee's contract of employment.

6 Electronic Communication

Employees are able to use CSL's electronic communications for electronic transactions
and banking. This is contingent upon all aspects of the electronic communications policy
(POL - 0074) being adhered to.
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Part 4: CSL salaries and work related allowances

1 Bonus

Full time, part time and short term employees covered by this Agreement will receive a
$1,000 bonus following approval of the Agreement by FWA. The bonus will be paid to
employees within 28 days of the approval of this Agreement.

2 Salary rates

2.1 CSL Levels 1 to 3

The following salary and allowance adjustments and payments shall apply to employees in
CSL Levels 1 to 3 classifications:

an increase of 4.00% effective from 1 July 2009;

• an increase of 3.63% effective from 1 July 2010;

• an increase of 3.63% or annual rolling CPI for the 12 month period 1
April 2010 to 31 March 2011 as published by the Reserve Bank of
Australia, whichever is higher, effective from 1 July 2011.

2.1.1 Back payment of salary and allowances for the 2009 increase to 1 July 2009 will be
made the month following the commencement of this Agreement.

2.2 CSL Levels 4 to 5

The following salary and allowance adjustments and payments shall apply to employees in
CSL Levels 4 and 5 performing to a "Good" standard as measured under the CSL
Performance Management System:

an increase of 4.00% effective from 1 July 2009;

an increase of 3.63% effective from 1 July 2010;

• an increase of 3.63% or annual rolling CPI for the 12 month period 1
April 2010 to 31 March 2011 as published by the Reserve Bank of
Australia, whichever is higher, effective from 1 July 2011.

Back payment of salary and allowances for the 2009 increase to 1 July 2009 will be made
the month following the commencement of this Agreement. Payment of 2010 and 2011
increases will be made following completion of the relevant performance review process.

2.3 CSL Levels 6 to 8

The following salary and allowance adjustments and payments shall apply to employees in
CSL Levels 6 to 8 performing to a "Good" standard as objectively measured under the
CSL Performance Management System:

• a total employment cost increase of 4.00% effective from 1 July 2009;

• a total employment cost increase of 3.63% effective from 1 July 2010;

a total employment cost increase of 3.63% or annual rolling CPI for
the 12 month period 1 April 2010 to 31 March 2011 as published by
the Reserve Bank of Australia, whichever is higher, effective from 1
July 2011.

Back payment of salary and allowances for the 2009 increase to 1 July 2009 will be made
the month following the commencement of this Agreement. Payment of any 2010 and
2011 increases will be made following completion of the relevant performance review
process.

page 29



3647965

Part 4: CSL salaries and work related allowances

2.4 Base salary rates for level 3.4 and levels 6-8

The following details the base salary rates for level 3.4 and 6 - 8 with reference to other
CSL levels.

Level 3.4 - 4.14% above level 3.3

Level 6 - 158% of the level 3.2 pay

Level 7- 210% of the level 3.2 pay

Level 8- 121% of the level 7 minimum

Employees whose position is classified as CSL level 4 or above may receive less than the
base salary when they have been assessed as less than Good under the performance
management system and consequently did not receive a pay increase.

2.5 Base salaries
CSL Base Salary from 1 July Base Salary from 1 Base salary from 1 July Base Salary from 1
Classification 2008 July 2009 2010 July 2011

CSL 1.1 $41,123.82 $42,768.77 $44,321.28 $45,930.14

CSL 1.2 $42,622.68 $44,327.59 $45,936.68 $47,604.18

CSL 1.3 $44,121.54 $45,886.40 $47,552.08 $49,278.22

CSL 2.1 $44,887.16 $46,682.65 $48,377.23 $50,133.32

CSL 2.2 $46,516.71 $48,377.38 $50,133.48 $51,953.32

CSL 2.3 $48,541.79 $50,483.46 $52,316.01 $54,215.08

CSL 3.1 $50,692.93 $52,720.65 $54.634.41 !$56,617.64
- - - - ~.__ . ,'-_.~~

CSL 3.2 $52,532.97 $54,634.29 $56,617.51 $58,672.73

CSL 3.3 $54,368.38 $56,543.12 $58,595.63 $60,722.65

CSL3.4 $56,619.23 $58,884.00 $61,021.49 $63,236.57

CSL4 $59,710.38 $62,098.80 $64,352.98 $66,688.99

CSL5 $71,717.46 $74,586.16 $77,293.64 $80,099.39

CSL6 $83,002.09 $86,322.17 $89,455.67 $92,702.91

CSL 7 $110,319.24 $114,732.01 $118,896.78 $123,212.73

CSL8 $133,486.28 $138,825.73 $143,865.11 $149,087.41

Sales $38,483.86 $40,023.21 $41,476.06 $42,981.64
representative
first year

Sales $42,128.05 $43,813.17 $45,403.59 $47,051.74
representative

Senior $45,452.04 $47,270.12 $48,986.03 $50,764.22
representative

State sales $55,858.53 $58,092.87 $60,201.64 $62,386.96
manager/Product
manager

3 Cold room allowance

Employees called on to work in places where the temperature is reduced by artificial
means below seven degrees Celsius will be paid according to the scale of allowances as
prescribed below:
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Cold room allowance

Cold Room (i) warmer than -2°C & colder than +rc
Cold Room (ii) equal to -2°C & warmer than -18°C

Cold Room (iii) colder than -18°C

$0.80/Hour

$1.23/Hour

$2.06/Hour

No employee is compelled to work in a temperature below 0 degrees Celsius and an
employee who becomes overheated working outside a cold room is allowed time to cool
down before entering the room. This provision will be reasonably interpreted. If there is
any doubt about the temperature of the room, the employees' representative will be given
reasonable access to the temperature readings.

4 Finished Product Stores (FPS)

Warehouse employees required to work in the cold room will be paid a fortnightly
allowance based on inherent and intermittent exposure for short periods. The short
periods are aggregated to a percentage of fortnightly hours for all time worked in the FPS.
Employees transferred within stores for multiskilling purposes from the FPS will maintain
eligibility for payment at rate A. This allowance cannot be claimed concurrently with the
cold room allowance.

The aggregated rates are:

Rate A: Employees who are required to infrequently (Le. on average less than 28 hours
per fortnight) work in the cold room will be paid $33.22 per fortnight.

Rate B: Employees who are required to frequently (Le. on average more than 28 hours
per fortnight) work in the cold room will be paid $66.42 per fortnight.

5 Maintenance Allowance

An allowance will be paid fortnightly to maintenance employees at Parkville and
Broadmeadows for work performed in a confined space, cold room or dirty work.

Maintenance employees at Parkville and Broadmeadows eligible for this payment are to
be identified as either tier 1 (trade/maintenance) or tier 2 (co-ordinator/controller).

The averaged rates are:

Tier 1 - $44.96 per fortnight Tier 2 - $11.23 per fortnight

3647965

Averaged payment is in substitute for individual claims and variations to components of
the averaged payment. Payments averaged are not subject to overtime or shift penalties.
Employees cannot concurrently claim maintenance allowance and confined space/cold
room/dirty work allowance.

6 Confined Space Allowance

For work performed in a confined space, which requires the employee to work in a
cramped position or without proper ventilation. The rate paid is $0.84/HR. Employees
cannot concurrently claim confined space allowance and maintenance allowance.

7 Dirt Money Allowance

For work performed which CSL agrees is unusually dirty or offensive. The rate paid is
$0.70/HR. Employees cannot concurrently claim dirt money allowance and maintenance
allowance.
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8 Toilet Cleaning Allowance

Paid at a rate of $1.89/DAY for work involving lavatory cleaning for the major portion of
the day or shift.

9 MIGITIG Welding Allowance

Is paid at a rate of $0.84/HR for the time taken welding on aluminium or aluminium alloys
or other metals by either the MIG or TIG processes and having to wearing protective
clothing and equipment.

10 On Call Allowance

Applies to employees required to be "on call" at a time when they would normally be off
duty. The rate paid is $2.81/HR for Saturday, Sunday or Public Holiday, and $1.14/HR for
any week day other than a Public Holiday. Employees recalled to work during a period
when on call allowance is being paid to them will be paid only for their actual time worked
plus travel time at the normal overtime rate for that day.

11 Disturbance Allowance

An employee who is contacted to respond to an emergency on site:

• between 10pm and 6.00 am, and

• is not required to attend work as soon as practicable

is entitled to a disturbance payment of one hour's pay at single time.

An employee working night shifts who is likely to be contacted in the above

pattern is disturbed. For the purpose of this payment the disturbance period is 8.00am to
4.00pm on either side of a night shift worked.

12 E Class Electrician Licence

An electrician who holds an "E" class licence and who is required by CSL to act on that
licence for compliance with the Electrical Safety Act, including testing and recording of
electrical installations and maintenance will be paid an all purpose allowance of $42.87
per fortnight.

13 First Aid Allowance

Applies to employees required to possess and provide first aid when needed in the
workplace. The following payment rates depend on the level of qualification.

Levell $23.10/FN

Level II $28.33FN

Level III $34.41/FN

14 Emergency Response Group Allowance

Paid to employees who are members of the Emergency Response Group and are
required to attend to work site emergencies. The rate is $33.92/FN. This allowance will
only be paid where the recipient is qualified in First Aid Level II.
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15 Vehicle Allowance

Employees required to use their personal vehicle for CSL's business purposes will be
reimbursed at the following rates:

Ordinary car Rotary Engine car Rate/km

4 litre and over 2 litre and over $1.22/km

2.0 litre to 3.9 litre 1 litre to 1.9 litre $1.14/km

1.501 litre to 1.9 litre 0.75 litre to 0.9 litre $1.08/km

1.5 litre or less 0.749 litre or less $0.89/km

16 Travel allowance

Employees who are required to travel on CSL's business will be reimbursed for expenses
incurred. To claim employees must:

show the expenses were requirements of their job

• provide receipts for the expenses incurred.

17 Meal Allowance

Employees will be paid a meal allowance of $27.30 when:

Overtime is worked (before or after normal hours for that day) for more than:

2 hours after an unpaid meal break of at least 20 minutes, or

2 hours 20 minutes where no second meal break is taken.

A second meal allowance will be paid with an unpaid meal break of at least a further 30
minutes, when additional overtime of more than 5.5 hours is worked.

Overtime is worked on a Saturday, Sunday or public holiday:

exceeds 5.5 hours with an unpaid meal break of at least 30 minutes.

18 Higher Duties Allowance

An employee who is required to temporarily work in a higher position, will be paid for
doing those duties an allowance equal to the amount of the difference between the
employee's own salary and the minimum salary of the higher position.

19 Reimbursement of Licence Fees

CSL will meet the fee for renewal of licences for employees required to hold such a
licence.

1 Chlorofluorocarbon (CFC) licence.

2 Unrestricted/restricted electrical licence or permit.

20 Tool Allowanca- Tradespersons

In substitute of payment of a tool allowance CSL shall provide, maintain and replace all
tools for the use of tradespeople, trades assistants and apprentices. A tradesperson who
resigns or retires after more than one year of continuous employment with CSL will be
provided with a toolkit for the appropriate trade.
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21 Bioplasma - Planned Overtime Requiring A "Stand By"
Starting Arrangement - Chemistry & Microbiology
Departments

This allowance applies to employees in the Chemistry and Microbiology Department at
CSL Bioplasma who are rostered on for planned overtime with an uncertain starting time.
The uncertain time of start is based on the uncertain timing of work commencing. This
requires employees to be on stand by.

Time worked = actual time worked at Bioplasma plus a minimum of 1 hour travel time

• Not called in - on call allowance.

• Less than 2 hours - 4 hours paid at 150% Monday to Saturday for
first 3 hours and paid at 200% 3 hours plus Monday to Saturday and
all day Sunday.

• 2 hours to 4 hours - on call pager allowance plus 4 hours paid at
150% Monday to Saturday for first 3 hours and paid at 200% 3 hours
plus Monday to Saturday and all day Sunday.

• more than 4 hours - on call pager allowance plus time worked paid at
150% Monday to Saturday for first 3 hours and paid at 200% 3 hours
plus Monday to Saturday and all day Sunday.

22 Regrading through the Mercer job evaluation process

Evaluation of grading under the Mercer evaluation process will take no longer than 12
weeks to be completed. Where the evaluation takes longer than 12 weeks and is
ultimately confirmed that a regrade is appropriate, the employee will receive their revised
salary 12 weAks after the presentation of the completed evaluation. A completed
evaluation expiiciiiy I ileal IS.
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•

•

local management sign off; and

provision of all supporting documentation required for evaluation has
been completed and supplied.
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Part 5: Overtime

1 Overtime: general conditions

Employees may be required to work, with reasonable notice, time in addition to the
normal or rostered hours of work. Reasonable notice will be as agreed between CSL and
the majority of employees in the immediate work area.

Payment for overtime depends on:

(a) The overtime is worked at the direction of CSL.

(b) The employee's salary for calculating overtime will include any higher duties
allowance, but not shift penalty payments.

(c) Overtime will be calculated to the nearest minute of an hour of the total amount
of overtime to be claimed in each fortnightly period.

(d) Employees whose classification equals or exceeds CSL 6 are not entitled to
overtime payment.

2 Overtime: minimum payment

(a) For overtime required by CSL which is not continuous with normal hours, the
minimum payment for each separate unbroken overtime attendance will be four
hours at the prescribed overtime rate.

(b) Work interrupted only by a meal period will be considered an unbroken period of
work.

(c) For a single period of overtime as in 2(a) which covers time before and after
midnight if a higher overtime rate applies on one of the days, the payment for
the period of overtime is paid at the higher overtime rate.

3 Overtime: rates of payment

Monday to Saturday: time and a half for the first three hours and then double time.

Sunday: double time.

Employees who have been asked to work a full day on Sunday in addition to their normal
weekly work hours, are entitled where possible, to a day off during the six days following
that Sunday. In such cases, the payment for Sunday's work will be one day's pay.

Public Holidays: double time and a half inclusive of normal pay for the public holiday.
For Public holiday overtime worked not continuous with normal work, minimum overtime
payments under clause 2 of Part 5 apply.

12 hour shift workers will be paid double time for all overtime worked, except on public
holidays which will be at double time and a half, inclusive of payment for the holiday.

In calculating overtime each day's work stands alone.

4 Time off instead of Overtime payment

An employee can choose to take time off work at the overtime rate, instead of receiving
payment for overtime.

Where overtime has been authorised and time in lieu provisions have been agreed, then
that time in lieu must be provided within a four week period of the date of the overtime
work having occurred. If a period longer than four weeks occurs, then the employee will
be paid out at the overtime rate in the next pay-run. Time off in lieu and any subsequent
payout of time off in lieu will be at overtime rates.
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5 Rest relief after overtime

When overtime work is necessary, it will be arranged so that where possible, employees
have at least ten hours break between successive work days or shifts.

An employee is entitled to have a ten hour break from work without loss of pay if:

(a) they work so much overtime between finishing normal work on one day or shift
and starting normal work on the next day, or

(b) work a shift without having had at least ten hours break between those times.

If on CSL instruction, the employee resumes or continues work without having had ten
hours off work, payment for the hours worked will be at double time until released from
work. The employee is then entitled to have ten hours off work, without loss of pay for
normal work hours occurring while absent.

6 Emergency call back duty

An employee is entitled to be paid at the rate of double time if:

(a) they are asked to work to meet an emergency at a time when they would have
normally been off work any day of the week including public holidays, and

(b) where no notice as defined in clause 1 was given before finishing work. The
time paid includes travelling to and from work.

The minimum payment is four hours at double time for each recall, inclusive of travel
time.

The entitlement does not apply to employees whose work is varied by altering the start of
a scheduled shift to meet an emergency and when notice is given by CSL before the end
of the previous normal shift.

"Where the actual time worked is less than the minimum payment of 4 hours the required
10 hour break as detailed in clause 5 above will begin from the time the work was
completed.

An employee is not entitled to claim emergency call back if they are being paid the on call
allowance.

7 Rest relief after emergency duty

An employee can be relieved from work on their next regular shift if,

(a) the employee is expected to work their usual hours; and

(b) in CSL's opinion, it is essential for health and safety reasons that the employee
takes a break.

Where rest relief is allowed, time off will be without loss of wages for a period up to the
extra hours worked on call back.

Call backs which result in finishing work between midnight and 4.30 a.m, attract an
automatic break of 10 hours before being required for normal work, regardless of the
period of emergency duty.

This also applies to any call back:

(a) occurring after 4.30 a.m.; or

(b) resulting in work after 4.30 a.m.

which is consecutive with normal work with a half hour meal break.
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Part 6: Leave

1 Annual leave • entitlement

An employee other than a casual employee is entitled to up to 147 hours paid annual
leave for a 12 month period.

Annual leave accrues on a pro-rata basis and may be taken by an employee following
such accrual, subject to the agreement of their manager.

1.1 Additional annual leave for shift workers

Shift workers who regularly work on Sundays and public holidays are eligible for
additional annual leave as follows:

Employees other than 12 hour shift workers, who are rostered and
work up to 15 Sundays during the calendar year will accrue additional
leave at 3.675 hours per Sunday worked, up to a maximum of 55.125
hours (i.e. 15 Sundays) of annual leave exclusive of public holidays.
The total annual leave credit is up to 202.125 hrs (27.5 days) per
year of service.

• Employees on 12 hour shifts who are rostered and work up to 15
Sundays during the calendar year will accrue additional leave at 4.2
hours per Sunday worked, up to a maximum of 63.0 hours (i.e. 15
Sundays) of annual leave exclusive of public holidays. The total
annual leave credit is up to 210 hours (20 shifts) per year of service.

1.2 Annual leave payments

If an employee takes annual leave during a period, the annual leave must be paid at a
rate that is no less than the employee's ordinary rate of pay immediately before the period
begins.

If the employment of an employee who has not taken an amount of accrued annual leave
ends at a particular time, the employee's untaken accrued annual leave must be paid at a
rate that is no less than the employee's ordinary rate of pay at that time.

1.3 Annual leave payments for shift workers

Additional penalty payment for normal rostered hours will be for any work that an
employee would have done had they not been on approved paid annual leave.

Penalties will not be paid on annual leave that 12 hour shift workers have accrued prior to
the commencement of the 2006 Agreement.

1.4 Rules about taking annual leave

An employee is entitled to take an amount of annual leave during a particular period if:

(a) at least that amount of annual leave is credited to the employee; and

(b) CSL has authorised the employee to take the annual leave during that period.

There is no maximum or minimum limit on the amount of annual leave that CSL may
authorise an employee to take.

CSL shall not unreasonably refuse a request to take annual leave.

1.5 Annual close down

The following provisions apply to annual leave where CSL closes down all or part of the
workplace:
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(a) CSL must give employees at least four weeks notice and allow employees to
take annual leave and/or long service leave credited to them.

(b) If an employee does not have sufficient annual or long service leave CSL at its
discretion may pay the employee annual leave in advance where requested by
the employee or direct the employee to take unpaid leave. In these
circumstances the period of unpaid leave will count as service, and will be
included in calculating the total period of employment with CSL.

1.6 Shutdowns

An employee must take an amount of annual leave during a particular period if:

(a) the employee is directed to do so by their manager because, during that period,
CSL shuts down the business, or any part of the business, in which the
employee works; and

(b) at least that amount of annual leave is credited to the employee.

If an employee does not have sufficient annual leave CSL at its discretion may pay the
employee annual leave in advance where requested by the employee or direct the
employee to take unpaid leave. In these circumstances the period of unpaid leave will
count as service, and will be included in calculating the total period of employment with
CSL.

1.7 Extensive accumulated annual leave

An employee must take an amount of annual leave during a particular period if:

(a) the employee is directed to do so by their manager; and

(b) at the time that the direction is given, the employee has annual leave credited to
him or her of more than 1/13 of the number of nominal hours worked during the
period of 104 weeks onding at the time that the direction is qiven: and

(c) the amount of annual leave that the employee is directed to take is less than, or
equal to, 1/4 of the amount of credited annual leave of the employee at the time
that the direction is given.

1.7.1 Entitlement to cash out annual leave

An employee may forgo an entitlement to take an amount of annual leave credited to
them. In order to do so an employee must apply in writing to elect to cash out the amount
of annual leave. In authorising such an application the employee's manager must
consider:

• the hours worked by the employee during the previous 12 months;

• the amount of annual leave taken by the employee in the previous 12
months;

• the amount of annual leave credited to the employee;

• the amount of annual leave approved to be taken in the next 12
months;

• the requirement for employees to take at least 14 days annual leave
per calendar year;

• operational requirements; and

future shut downs.

Each cashing out of a particular amount of annual leave must be by a separate
agreement in writing between CSL and the employee.

An employee may not cash out an amount of annual leave that would result in their
remaining accrued annual leave entitlement being less than the equivalent of 4 weeks
(147 hours for full time employees).
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Where an application is approved an employee will receive pay in lieu of the amount of
annual leave that is equivalent to the full amount that would have been payable to the
employee had they taken the amount of annual leave that they have foregone.

Payments can either be:

(a) deposited directly into a nominated superannuation fund; or

(b) credited directly into the employees nominated bank account as a payroll
transaction.

The amount of annual leave that may be cashed out must not be more than 1/26 of the
nominal hours worked by the employee during the previous 12 months.

1.8 Annual leave on higher duties

An employee who goes on approved annual leave and at the time was receiving a higher
duties allowance, will continue to be paid the allowance, if the employee would have
continued on higher duties during the period of annual leave.

2 Paid Special Leave Day

Employees are provided with one "special paid leave" day per annum credited on 1
December each year and paid according to the numbers of hours in the employee's
normal working day.

This entitlement can be accumulated, is subject to the same authorisation process as
annual leave with unused entitlements being paid out on termination.

3 Leave without pay

An employee may be granted leave without pay for any period not normally exceeding one
year. The approval of leave without pay is at the discretion of CSL management and is
subject to operational requirements.

Approved leave without pay does not count as service, and will not be included in
calculating the total period of employment with CSL. It does not break an employee's
continuity of service with CSL.

4 Personal/carer's leave

The provisions of this clause apply to full-time and part time employees (on a pro-rata
basis) but do not apply to casual employees. Casual employees are only entitled to
unpaid carer's leave as detailed.

Personal/carer's leave is:

(a) paid leave (sick leave) taken by an employee because of a personal illness, or
injury, of the employee; or

(b) paid or unpaid leave (carer's leave) taken by an employee to provide care or
support to a member of the employee's immediate family, or a member of the
employee's household, who requires care or support because of:

(1) a personal illness, or injury, of the member; or

(2) an unexpected emergency affecting the member.

4.1 Entitlement to take credited leave

An employee is entitled to take an amount of paid personal/carer's leave if, under this
section, that amount of leave is credited to the employee.
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4.2 Accrual

During the first 12 month period of employment a full time employee works on average
36.75 hours per week so they are entitled to accrue 73.5 hours paid personal/carer's
leave over the period or 5.655 hours for each completed 4 week period of continuous
service.

Each year of employment thereafter a full time employee is entitled to accrue 8.48 hours of
paid personal/carer's leave, for each completed 4 week period of continuous service up to
110.25 hours per 12 month period.

Paid personal/carer's leave accrues on a pro-rata basis and accumulates from year to
year.

4.3 Paid personal/carer's leave payments

If an employee takes paid personal/carer's leave during a period, CSL must pay the
employee for that period the amount the employee would reasonably have expected to
be paid by CSL if the employee had worked during that period.

4.3.1 Paid personal/carer's leave payments for shift workers

Additional penalty payment for normal rostered hours will be made for any work that an
employee would have done had they not been on approved paid personal or carer's
leave.

Penalty rates will be paid on approved leave accrued since the commencement of the
2006 Agreement. Shift workers can access this leave prior to using previous accruals.
Penalties will not be paid on approved personal/carer's leave that shift workers have
accrued prior to the commencement of the 2006 Agreement.

4.4 Paid personal/carer's leave - workers' compensation

An employee is not entitled to take paid personal leave "for a period rl! !rino which thp.
employee is absent from work because of a personal illness, or injury, for which the
employee is receiving compensation payable under a law of the Commonwealth, a State
or a Territory relating to workers' compensation.

4.5 Paid personal/carer's leave

Employees may take up to the full amount of their accrued personal/carer's leave subject
to the conditions set out in this Agreement.

4.6 Leave for personal illness or injury while on annual or long service
leave

Employees who are taking leave for personal illness or injury for at least one day while on
annual leave or long service leave and produce satisfactory medical evidence may be
allowed:

(a) additional leave equivalent to the period of sickness; or

(b) to convert that period to leave for personal illness and injury provided they have
enough leave for personal illness and injury credits.

4.7 Use of annual and long service leave for convalescence

Employees who apply for annual leave or long service leave while they are off work on
leave for personal illness and injury are required to provide a medical certificate either
stating:
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(a)

(b)

fitness for return to work; or

that access to annual or long service leave will assist convalescence.
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4.8 Unpaid carer's leave

An employee is entitled to a period of up to 2 days unpaid carer's leave for each occasion
(a permissible occasion) when a member of the employee's immediate family, or a
member of the employee's household, requires care or support during such a period
because of:

(a) a personal illness, or injury, of the member; or

(b) an unexpected emergency affecting the member.

Note: This entitlement extends to casual employees.

An employee is entitled to unpaid carer's leave only if the employee complies with the
notice and documentation requirements.

4.9 Unpaid carer's leave- how taken

An employee who is entitled to a period of unpaid carer's leave for a particular
permissible occasion is entitled to take the unpaid carer's leave as:

• a single, unbroken, period of up to 2 days; or

• any separate periods to which the employee and his or her employer
agree.

4.10 Unpaid carer's leave - paid personal leave exhausted

An employee is entitled to unpaid carer's leave for a particular permissible occasion
during a particular period only if the employee cannot take an amount of any of the
following types of paid leave during the period:

• paid personal/carer's leave;

• any other authorised leave of the same type as personal/carer's
leave.

4.11 Sick leave· notice
To be entitled to sick leave during a period, an employee must give his or her manager
notice in accordance with this section that the employee is (or will be) absent from his or
her employment during the period because of a personal illness, or injury, of the
employee.

The notice must be given to the employee's manager as soon as reasonably practicable
(which may be at a time before or after the sick leave has started).

The notice must be to the effect that the employee requires (or required) leave during the
period because of a personal illness, or injury, of the employee.

This section does not apply to an employee who could not comply with it because of
circumstances beyond the employee's control.

4.12 Sick leave - documentary evidence

CSL requires an employee to provide documentary evidence in relation to a period of sick
leave taken (or to be taken) by the employee.

Employees are allowed to take up to a total of three single days paid sick/carer's leave
without documentary evidence during each year of employment. Any period of sick leave
taken for more than two consecutive days will not be paid unless the application is
supported by documentary evidence.

To be entitled to sick leave during the period, the employee must, in accordance with this
section, give their manager a document (the required document) of whichever of the
following types applies: .

(a) if it is reasonably practicable to do so - a medical certificate from a registered
medical practitioner;
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(b) if it is not reasonably practicable for the employee to give their manager a
medical certificate - a statutory declaration made by the employee.

The required document must be given to their manager as soon as reasonably
practicable (which may be at a time before or after the sick leave has started).

The required document must include a statement to the effect that:

(a) if the required document is a medical certificate - in the registered medical
practitioner's opinion, the employee was, is, or will be unfit for work during the
period because of a personal illness or injury; or

(b) if the required document is a statutory declaration - the employee was, is, or will
be unfit for work during the period because of a personal illness or injury.

This section does not apply to an employee who could not comply with it because of
circumstances beyond the employee's control.

4.13 Carer's lsave - notice

To be entitled to carer's leave during a period, an employee must give his or her manager
notice in accordance with this section.

The notice must be given to their manager as soon as reasonably practicable (which may
be at a time before or after the carer's leave has started).

The notice must be to the effect that the employee requires (or required) leave during the
period to provide care or support to a member of the employee's immediate family, or a
member of the employee's household, who requires (or required) care or support
because of:

(a) a personal illness, or injury, of the member; or

(b) an unexpected emergency affecting the member.

This section rlORA not 0rr!Y to on employes who couid not comply with it because of
circumstances beyond the employee's control.

4.14 Carer's leave - documentaryevidence

Employees are allowed to take up to a total of three single days paid sick/carer's leave
without documentary evidence during each year of employment.

CSL requires an employee to give their manager documentary evidence in relation to a
period of carer's leave taken (or to be taken) by the employee to provide care or support
to a member of the employee's immediate family or a member of the employee's
household.

To be entitled to carer's leave during the period, the employee must, in accordance with
this section, give their manager a document (the relevant document) that is:

(a) if the care or support is required because of a personal illness, or injury, of the
member - a medical certificate from a registered medical practitioner, or a
statutory declaration made by the employee; or

(b) if the care or support is required because of an unexpected emergency affecting
the member - a statutory declaration made by the employee.

The relevant document must be given to their manager as soon as reasonably
practicable (which may be at a time before or after the carer's leave has started).

If the relevant document is a medical certificate, it must include a statement to the effect
that, in the opinion of the registered medical practitioner, the member had, has, or will
have a personal illness or injury during the period.

If the relevant document is a statutory declaration, it must include a statement to the
effect that the employee requires (or required) leave during the period to provide care or
support to the member because the member requires (or required) care or support during
the period because of:
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(a) a personal illness, or injury, of the member; or

(b) an unexpected emergency affecting the member.

This section does not apply to an employee who could not comply with it because of
circumstances beyond the employee's control.

5 Compassionate leave

Full time and part time employees are entitled to paid compassionate leave in
accordance with this clause.

Casual employees are entitled to unpaid compassionate leave in accordance with this
clause.

Compassionate leave is leave taken by an employee:

(a) for the purposes of spending time with a person who:

(1) is a member of the employee's immediate family or a member of the
employee's household; and

(2) has a personal illness, or injury, that poses a serious threat to his or
her life; or

(b) after the death of a member of the employee's immediate family or a member of
the employee's household.

An employee is entitled to a period of up to 3 days of compassionate leave for each
occasion (a permissible occasion) when a member of the employee's immediate family
or a member of the employee's household:

(a) contracts or develops a personal illness that poses a serious threat to his or her
life; or

(b) sustains a personal injury that poses a serious threat to his or her life; or

(c) dies.

However, the employee is entitled to compassionate leave only if the employee gives his
or her manager evidence that the manger reasonably requires of the illness, injury or
death.

5.1 Taking compassionate leave

An employee who is entitled to a period of compassionate leave for a particular
permissible occasion is entitled to take the compassionate leave as:

(a) a single, unbroken period of up to 3 days; or

(b) 3 separate periods of up to 1 day each; or

(c) any separate periods to which the employee and his or her employer agree.

An employee who is entitled to a period of compassionate leave because a member of
the employee's immediate family or a member of the employee's household has
contracted or developed a personal illness, or sustained a personal injury, is entitled to
start to take the compassionate leave at any time while the illness or injury persists.

5.2 Compassionate leave payments

If an employee who is entitled to paid compassionate leave takes compassionate leave
during a period, CSL must pay the employee for that period the amount the employee
would reasonably have expected to be paid by CSL if the employee had worked during
that period.

5.2.1 Compassionate leave payments for shift workers .
Additional penalty payment for normal rostered hours will be made for any work that an
employee would have done had they not been on approved compassionate leave.
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6 Personal Emergency Leave

An employee may be allowed leave from work on full pay, for up to 1 day in any twelve
months providing it can be justified as a personal emergency.

A personal emergency is defined as responding to a personal or domestic occurrence or
series of circumstances where the employee has little or no control over the timing of the
leave.

7 Long Service Leave

7.1 Eligible employment

Employees who started employment at CSL before June 3 1994 will have long service
leave rights as provided in Division 1 of Part 6 of the CSL Sale Act 1993.

Long service leave rights of all CSL employees on and after June 31994 will otherwise
be covered by the Long Service Leave (Commonwealth Employees) Act 1976 as it
applied immediately before that date.

Previous employment with a CSL subsidiary will be taken into account in calculating long
service leave entitlements.

For employees who started employment on or after June 3 1994, only employment with
CSL or a subsidiary can be included when calculating prior long service leave
entitlements.

7.2 Entitlement

The major long service leave entitlements as under the Long Service Leave
(Commonwealth Employees) Act immediately before June 31994 are summarised, as
follows:

(1) Full time employees: Three months long service leave (477.75
hours) at full pay after 10 years' full-time employment and then three
tenths of a month for every completed year of employment;

(2) Part time employees: Three months long service leave accrues in
proportion to the number of hours worked by the employee at various
stages of their employment compared to the number of hours worked
by a full-time employee, after 10 years' part-time employment and
then for every completed year of employment;

(3) On termination: In the event of the employee's retirement,
retrenchment, death or if the employee justifiably leaves CSL because
of ill health, long service leave entitlement will be pro-rata after one
year's employment.

Entitlement on death: In the case of the employee's death, any accrued long service
leave entitlement will be paid to the employee's dependents or the employee's personal
representative if there are no dependents.

Entitlement on resignation: In the case of the resignation of the employee, the
employee will be paid any accrued long service leave entitlement where the employment
period is at Ieast 10 years.

7.3 Employment excludes unpaid leave taken

Any periods of unpaid leave are deducted from the employee's period of employment for
the purposes of calculating the employee's entitlement to long service leave.

7.4 Long Service taken at half pay

Long service leave can be taken for double the period concerned at half pay if the
employee requests it in writing. The minimum period off work on long service leave at half
pay is half a month, regardless of public holidays during the nominated period.

page 44



Part 6: Leave

7.5 Employees encouraged to take Long Service Leave

Employees will be encouraged to take their long service leave within three years of it
becoming available.

7.6 Minimum period for Long Service Leave

The minimum period off work is one week at full pay regardless of public holidays during
the nominated period.

8 Blood Donation Leave

Where an employee volunteers as a blood donor, the employee may be granted leave of
absence with pay without deduction from personal leave credits for the period necessarily
involved.

Where illness occurs as a result of the donation and further leave is sought, the
provisions of this Agreement relating to the granting of leave of absence due to illness
shall apply.

9 Public Holidays

An employee (other than a casual employee) is entitled without loss of pay to public
holidays. In this section public holiday means:

(a) each of these days:

(1) 1 January (New Year's Day);

(2) 26 January (Australia Day);

(3) Labour Day;

(4) Good Friday;

(5) Easter Saturday;

(6) Easter Monday;

(7) 25 April (Anzac Day);

(8) Queens Birthday;

(9) 25 December (Christmas Day);

(10) 26 December (Boxing Day, Proclamation Day in South Australia); and

(b) any other day declared by or under a law of a State or Territory to be observed
generally within the State or Territory, or a region of that State or Territory, as a
public holiday by people who work in that State, Territory or region. This
includes Melbourne Cup Day (Victoria), Brisbane Royal National Show Day
(Queensland), Adelaide Cup Day (South Australia), Foundation Day (Western
Australia), Canberra Day (ACT).

An employee is entitled to be paid at double time and a half inclusive of normal pay for
anytime worked on a public holiday.

9.1 Additional public holidays

The annual holiday authorised by CSL will be observed on the last working day before
Christmas.

9.2 Entitlement to public holidays

(a) An employee is entitled to a day off on a public holiday, subject to subsections
(b) and (c).
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(b) An employer may request an employee to work on a particular public holiday.
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(c) The employee may refuse the request (and take the day off) if the employee
has reasonable grounds for doing so.

9.3 Reasonableness of refusal

In determining whether an employee has reasonable grounds for refusing a request to
work on a public holiday, regard must be had to:

(a) the nature of CSL's workplace or enterprise (including its operational
requirements), and the nature of the work performed by the employee;

(b) the employee's personal circumstances, including family responsibilities;

(c) whether the employee could reasonably expect that CSL might request work on
the public holiday;

(d) whether the employee is entitled to receive overtime payments, penalty rates or
other compensation for, or a level of remuneration that reflects and expectation
of, work on the public holiday;

(e) the type of employment of the employee (for example, whether full-time, part­
time casual or shiftwork);

(f) the amount of notice in advance of the public holiday given by CSL when
making the request;

(g) in relation to the refusal of a request - the amount of notice in advance of the
public holiday given by the employee when refusing the request; and

(h) any other relevant matter.

9.4 Rostered hours (9 day work pattern employees and shift workers
only)

If an employee is either:

• subject to a 9 day work pattern; or

o a shift worker

and is not rostered/not required to work on a day that is a public holiday, that employee is
entitled to a day's leave instead of that public holiday. If practicable this should be within
one month of the public holiday. Where it is not practicable to give a day's leave within
the month, the employee will instead be paid overtime at the applicable public holiday
rates for that time.

Such employees who are rostered to work a public holiday and apply to take this day off
will be paid for the public holiday at single time for the hours they would have worked if
rostered on.

9.5 Public holidays in relation to leave without pay

An employee who is on approved leave with pay either immediately before or after a
public holiday or two or more consecutive holidays, will receive payment for the public
holiday(s).

An employee who is on approved leave without pay on days both immediately before and
following a public holiday(s),will not be paid for the holiday(s).

In applying the provisions of this sub-clause to a compulsory close down over a holiday
period, the public holidays occurring during a close down will be regarded as consecutive.

If an employee does not have enough annual leave credits solely because of length of
employment, and is required to be off work during the period, the employee will receive
payment for all the public holidays occurring during the compulsory close down.
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9.6 Substitute days

The parties can by agreement for any workplace, substitute a day for any of the days
detailed in Part 6 clause 9 of this Agreement.

10 Purchased leave

Employees may request to work between 48 and 51 weeks per year to gain access to
additional leave. Access to this entitlement may only be granted on application from an
employee and cannot be required as a precondition for employment.

The employee will receive additional leave as follows:

• 48/52 Additional 4 weeks leave (8 weeks in total)

• 49/52 Additional 3 weeks leave (7 weeks in total)

50/52 Additional 2 weeks leave (6 weeks in total)

• 51/52 Additional 1 weeks leave (5 weeks in total)

The employee will receive a salary equal to the period worked which will be spread over a
52 week period. All additional leave must be taken during the 12 month period for which
approval has been given. Approval of these arrangements is to be obtained on an annual
basis in accordance with CSL's policy.

11 Parental leave

This parental leave clause outlines the entitlements that apply to maternity, paternity and
adoption leave and part time work in connection with the birth or adoption of a child by a
full time or part time employee or a long term casual employee as defined by the Act.

11.1 Definitions

In this section:

Adoption agency means an agency, office, court or other entity that is authorised under
a law of the Commonwealth, a State, a Territory or a foreign country to perform functions
in relation to adoption.

Child, means a child of the employee under school age except for:

(a) adoption of a child where child means a person under 16 who is placed with the
employee for the purposes of adoption, other than a child or step-child of the
employee or of the spouse of the employee or a child who has previously lived
continuously with the employee for a period of six months or more.

Expected date of birth, of a child of an employee who is or was pregnant, means:

(a) the employee has given her manager a medical certificate stating the expected
date of birth of the child or a date that would be, or would have been, the
expected date of birth of the child - the stated date; or

(b) if the employee could not comply with a requirement mentioned in paragraph (a)
because of circumstances beyond her control - the date of birth of the child that
could reasonably be expected if the pregnancy were to go to full term.

Medical certificate means a certificate signed by a medical practitioner.

Medical practitioner means a person registered, or licensed, as a medical practitioner
under a law of a State or Territory that provides for the registration or licensing of medical
practitioners.

Placement, of a child, means:
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(a) subject to paragraph (b) - the placement, by an adoption agency, of the child
into the custody of an employee for adoption; or
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(b) if the child's adoption by an employee is authorised by an adoption agency after
the child has started living with the employee - the authorisation of the adoption
by the adoption agency.

Primary care-giver, of a child, means a person who has or will have a responsibility for
the care of the child.

Relative adoption occurs where a child, as defined, is adopted by a parent, a spouse of
a parent or other relative being a grandparent, brother, sister, aunt or uncle (whether of the
whole blood or half blood or by marriage).

11.2 Basic entitlement

After 12 months continuous employment, parents are entitled to a combined total of 52
weeks unpaid parental leave on a shared basis for the birth or adoption of their child. For
the pregnant employee, maternity leave may be taken and for employees whose spouse
is pregnant, paternity leave may be taken. Adoption leave may be taken in the case of
adoption.

Parental leave is to be available to only one parent at a time, except where both parents
may access the leave in the following circumstances:

(a) for maternity and paternity leave, an unbroken period of up to three weeks at
the time of the child's birth.

(b) for adoption leave, an unbroken period of up to three weeks at the time of
placement of the child;

(c) the employee has worked continuously for CSL at least 12 months immediately
before the date leave commences.

11.3 Variation of period of parental leave

An employee m8Y apply to extend the period of parental leave once bv giving their
manager 4 weeks written notice before the end of the period of parental leave stating the
period by which the leave is extended. The period of parental leave may be further
extended or shortened by agreement between the employee and her manager.

Note: To take advantage of the return to work provisions, the employee must also give
their manager at least 4 weeks written notice of the proposed day for their return to work.

11.4 Maternity leave
An employee other than a casual employee is entitled to 12 weeks of paid maternity
leave as part of the entitlement to 52 weeks leave. This 12 weeks is made up of six
weeks before the expected date of childbirth and a compulsory period of six weeks
immediately after the actual childbirth.

An employee must provide written notice to CSL in advance of the expected date of
commencement of parental leave in accordance with the National Employment
Standards. The notice requirements are:

(a) the expected date of confinement (included in a certificate from a registered
medical practitioner stating that the employee is pregnant) - at least 10 weeks;

(b) the date on which the employee proposes to commence maternity leave and
the period of leave to be taken - at least 4 weeks.

11.5 Maternity leave- start of leave

Subject to section 11.4, an employee may start a continuous period of maternity leave
including to which she is entitled at any time within 6 weeks before the expected date of
birth of the child.
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(a) If the employee continues to work, during the period of 6 weeks before the
expected date of birth, CSL may ask the employee to give their manager a
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medical certificate from a medical practitioner containing the following statement
or statements of the medical practitioner's opinion:

(1) a statement of whether the employee is fit to work;

(2) if, in the opinion of the medical practitioner, the employee is fit to work
- a statement of whether it is inadvisable for the employee to continue
in her present position for a stated period because of:

• illness, or risks, arising out of the pregnancy; or

• hazards connected with the position.

(b) CSL may require the employee to start a continuous period of leave including
(or constituted by) maternity leave as soon as reasonably practicable, if the
employee:

(1) does not give their manager the requested certificate within 7 days
after the request; or

(2) within 7 days after the request for the certificate, gives their manager
a medical certificate stating that the employee is unfit to work.

Where leave is granted under clause 11.5(b) during the period of leave an employee may
return to work at any time, as agreed between CSL and the employee. This is provided
the time does not exceed four weeks from the recommencement date requested by the
employee.

11.6 End of pregnancy- effect on maternity leave

Where the pregnancy of an employee terminates within 28 weeks of the expected date of
confinement and the employee has not commenced maternity leave, the employee may
take unpaid maternity leave for a period as certified by a registered medical practitioner.

11.7 Sick leave prior to maternity leave

If an employee, not yet on maternity leave, suffers an illness related to her pregnancy,
she can take paid sick leave to which she is entitled and further unpaid leave as certified
necessary by a registered medical practitioner before her return to work.

If the employee is suffering from an illness not related to the direct consequences of the
pregnancy, she can take paid sick leave to which she is entitled and further unpaid leave
as certified necessary by a registered medical practitioner before her return to work. The
total of paid sick leave, unpaid maternity leave and maternity leave entitlement must not
exceed 52 weeks.

An employee's entitlement to salary continuance is detailed in Part 9 of this Agreement.

11.8 Transfer to a safe job

(a) This section applies to pregnant employees who, having complied with
documentation requirements, gives her manager a registered medical certificate
from a registered medical practitioner containing a statement to the effect that,
in the medical practitioner's opinion, the employee is fit to work, but that it is
inadvisable for her to continue in her present position for a stated period
because of:

(1) illness, or risks, arising out of her pregnancy; or

(2) hazards connected with that position.

If this section applies to an employee and CSL thinks it to be reasonably
practicable to transfer the employee to a safe job - CSL must transfer the
employee to the safe job, with no other change to the employee's terms and
conditions of employment. If CSL does not think it to be reasonably practicable
to transfer the employee to a safe job:

(1) the employee may take paid leave immediately for a period ending at
the time mentioned in paragraph 11.8(d)(2); or
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(2) CSL may require the employee to take paid leave immediately for a
period ending at the time mentioned in paragraph 11.8(d)(2).

(c) If the employee takes paid leave under subparagraph 11.8(b)(1) or (2) during a
period, CSL must pay the employee for that period the amount the employee
would reasonably have expected to be paid by CSL if the employee had worked
during that period.

(d) If the employee takes paid leave under subparagraph 11.8(b)(1) or (2):

(1) the entitlement to leave is in addition to any other leave entitlement
she has; and

(2) the period of leave ends at the earliest of whichever of the following
times is applicable:

• the end of the period stated in the medical certificate;

• if the employee's pregnancy results in the birth of a living child - the
end of the day before the date of birth;

• if the employee's pregnancy ends otherwise than with the birth of a
living child -the end of the day before the end of the pregnancy.

11.9 Paternity leave

An employee is entitled to 5 days (or 36.75 hours) paid paternity leave as part of the
entitlement to 52 weeks parental leave (including short paternity leave and long paternity
leave).

When applying for paternity leave the employee should provide CSL 10 weeks written
notice before each proposed period of paternity leave in accordance with the National
Employment Standards.

The employee will not be breaching this clause by not notifying their manager, if the
faih..H\3 is due 'La:

(a) the birth occurring earlier than the expected date; or

(b) the death of the mother of the child; or

(c) other compelling circumstances.

The employee will immediately notify CSL of any change in the information provided.

11.10 Adoption leave

An employee is entitled to 3 days (or 22.05 hours) paid adoption leave as part of the
entitlement to 52 weeks parental leave (including short adoption leave and long adoption
leave).

When applying for adoption leave the employee should notify CSL 10 weeks notice
before the proposed period of leave. An employee may commence adoption leave prior
to providing such notice where through circumstances beyond the employee's control, the
adoption of the child takes place earlier.

Before commencing adoption leave, where required an employee will provide CSL with
written notice in accordance with the National Employment Standards.

An employee seeking to adopt a child is entitled to up to two days unpaid leave, if
required to attend any compulsory interviews or examinations as part of the adoption
procedure. Where paid leave is available to the employee they should take such leave
instead.

Where the placement of the child for adoption with an employee, does not proceed or
continue, the employee will notify CSL immediately in writing. CSL will nominate a time for
the employee's return to work, to occur within four weeks of the notification date.

page 50



Part 6: Leave

11.11 Parental leave and other entitlements

An employee may access other paid leave entitlements which have accrued, such as
annual or long service leave, instead of or together with parental leave, as long as the
total amount of leave taken does not exceed 52 weeks or longer as agreed.

Paid sick leave or other paid authorised absences (excluding annual leave or long service
leave) is not available to an employee while on parental leave.

11.12 Parental leave and service

A period of paid or unpaid parental leave does not break an employee's continuity of
service. Unpaid parental leave will not be included in calculating the total period of
employment with CSL

11.13 Return to work after parental leave

(a) This section applies to an employee who returns to work after a period of
approved parental leave if the employee gives their manager written notice of
the proposed day of their return to work no later than 4 weeks before that day;
or

(b) Subject to subsections 11.13(c) and 11.13(d), the employee is entitled to return:

(1) unless paragraph (2) or (3) applies - to the position he/she held
immediately before the start of the parental leave period; or

(2) if he/she was promoted or voluntarily transferred to a new position
(other than to a safe job under paragraph 11.8(b) during the parental­
related leave period - to the new position; or

(3) if paragraph (b) does not apply, and he/she began working part-time
because of her pregnancy or his spouse's pregnancy- to the position
he/she held immediately before starting to work part-time.

(c) If subsection 11.13(b) would, apart from this subsection, entitle the employee to
return to a position that the employee had been transferred to under paragraph
11.8(b), the employee is instead entitled to return to the position she held
immediately before the transfer.

(d) If the position (the former position) no longer exists, and the employee is
qualified and able to work for his or her manager in another position, the
employee is entitled to return to:

(1) that position; or

(2) if there are 2 or more such positions - whichever position is nearest in
status and remuneration to the former position.

11.14 Replacement employees- parental leave
Before CSL engages an employee (a primary replacement) to do the work of another
employee because the other employee is taking a period of parental leave, CSL must tell
the primary replacement:

(a) that the engagement to do that work is temporary; and

(b) what the rights of the employee taking parental leave are when they return to
work after the period of parental leave.

Before CSL engages an employee (a secondary replacement) to do the work of another
employee (the primary replacement) because the primary replacement has been
temporarily promoted or transferred to do the work of a third employee while the third
employee is taking a continuous period of leave including (or constituted by) parental
leave, the manager must tell the secondary replacement:

(a) that the engagement to do that work is temporary; and
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(b) what the rights of the employee taking parental leave are when they return to
work after the period of parental leave.

11.15 Right to request

An employee entitled to parental leave may request CSL to allow the employee:

(a) to extend the period of simultaneous unpaid parental leave provided for in
clauses 11.2(a) and 11.2(b) up to a maximum of eight weeks;

(b) to extend the period of unpaid maternity, paternity or adoption leave provided by
a further continuous period of leave not exceeding 12 months;

(c) to return from a period of parental leave on a part-time basis until the child
reaches school age;

(d) to assist the employee in reconciling work and parental responsibilities.

Their manager shall consider the request having regard to the employee's circumstances
and, provided the request is genuinely based on the employee's parental responsibilities,
may only refuse the request on reasonable grounds related to the effect on the workplace
or the business. Such grounds might include cost, lack of adequate replacement staff,
loss of efficiency and the impact on customer service.

11.15.1 Employee's request and the manager's decision to be in writing

The employee's request and the manager's decision must be recorded in writing.

11.15.2 Request to return to work part-time

Where an employee wishes to make a request under clause 11.15(c), such a request
must be made as soon as possible but no less than seven weeks prior to the date upon
which the employee is due to return to work from parental leave.

Employees responsible for the care of their children, or pregnant women may work part­
time until the child reaches school age. The part time work does not have to be the same
as the work done by the employee in his or her former position but will be work covered
by this Agreement.

Commencement of part-time work, and return from part-time to full-time work under this
clause will not break the continuity of employment.

Before commencing a period of part-time work under this clause, the employee and CSL
must first agree on the following:

(a) that the employee may work part-time;

(b) the days and hours to be worked by the employee and the commencing times
for work;

(c) the classification applying to the work performed; and

(d) the period of part-time employment.

The terms of the agreement or any variation to it will be in writing and kept by CSL, with a
copy given to the employee.

Any termination entitlements payable to an employee who has employment terminated
while working part-time under this clause, or while working full-time after transferring from
part-time will be calculated based on the full-time rate of pay. This is calculated by
including all periods of employment worked full-time as well as those periods of
employment worked part-time are on a pro rata basis.

11.17 Communication during parental leave

Where an employee is on parental leave and a definite decision has been made to
introduce significant change at the workplace, their manager shall take reasonable steps
to:
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(a) make information available in relation to any significant effect the change will
have on the status or responsibility level of the position the employee held
before commencing parental leave; and

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

The employee shall take reasonable steps to inform their manager about any significant
matter that will affect the employee's decision regarding the duration of parental leave to
be taken, whether the employee intends to return to work and whether the employee
intends to request to return to work on a part-time basis.

The employee shall also notify their manager of changes of address or other contact
details which might affect their manager's capacity to comply with this clause.

12 Jury leave

An employee who is required to be a juror, will be allowed paid leave, less any money
they receive as compensation for their attendance, excluding reimbursement for fares.
The employee must notify CSL immediately.

13 Community Service Leave

Employees are entitled to Community Service Leave in accordance with the National
Employment Standards.
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1 Work related training

Work-related training continues to be supported by CSL through the provision of a range
of educational processes that include both internal and external training programs,
conferences, job swaps and developmental assignments. Where outside studies and
training are required CSL will continue with its commitment to support employees within
the parameters of the external studies assistance policy, as varied from time to time. This
policy continues to be in place, is available to all employees and is recognised as the
basic guidelines for identifying the approval processes for support to be provided to CSL
employees.

2 Competency systems

CSL is committed to sustaining and enhancing its competency-based systems to,

(a) provide career development opportunities for employees;

(b) recognise and reward employee skills within a structured framework; and

(c) develop a flexible, productive and skilled workforce that meets CSL's business
and operational needs.

CSL employees, classified as Level 1 to 3 who work in departments covered by agreed
competency systems are paid according to the competency system.

Agreed competency systems currently operate in the following departments:

Broadmeadows - Warehouse, Manufacturing, Research and Development, Engineering
Services, Quality Control, and Administration capabilities.

Parkville - Warehouse, Pharmaceutical Division, Engineering Services, Administration
and IT capabilities.

A capability system for Security employees at Parkville and Broadmeadows is being
developed.

2.1 Implementing a Competency System

The implementation of a competency system within any Division will require prior
agreement between employee's and management of that Division. Any Divisional
agreement will be consistent with and incorporate the principles outlined below.

(a) Each area, in which a competency system operates, will establish a Steering
Committee to facilitate and manage the implementation and ongoing running of
the competency system.

(b) Employees are expected to participate in acquiring the skills needed to progress
through the salary grade range. Where training involves departmental transfers,
this will be on the basis of agreed training plans. In all cases the agreed training
plans will be based on business requirements. Training plans will be based on
business requirements and individual development needs. Movement of
employees within areas covered by competencies will be required to facilitate
multiskilling.

(c) Employees will have access to all relevant tasks to gain the required skills. Skill
pathways consistent with CSL's business needs will be developed to enable
broad banding.

(d) Accredited workplace assessors will conduct formal assessment of
competency.
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2.2 Manufacturing Competency Based Development System

The Manufacturing competency system guideline details the operation of the competency
system. Any changes are subject to Steering Committee approval.

2.3 Quality Control Competency Based Development System

The Quality competency system guideline details the operation of the competency system.
Any changes are subject to Steering Committee approval.

2.4 Administration capabilities

The Administration capabilities system form details the operation of the system.

2.5 IT capabilities
The IT capabilities system form details the operation of the system.

2.6 Ongoing Commitment to Competency Systems

A number of other areas within CSL have the potential to also implement a competency
system. The principles outlined above reflect the ongoing commitment by the parties to
competency systems at CSL. Further extension of competency systems will be based on
the operational requirements of each Division. Ongoing development of competency
systems requires cooperation and shared responsibility by all involved to ensure its
successful implementation.
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Salary packaging
CSL is committed to investigating further salary sacrificing opportunities in line with
Australian Tax Office rulings.

1 Salary Sacrifice

CSL will provide the capability of contributing into a Superannuation fund on a salary
sacrifice basis.

2 Novated Lease

CSL will continue to facilitate employee's acquisition of a vehicle through novated leasing
arrangements. Employees are responsible for any liabilities associated with this
arrangement, including tax, which is subject to Australian tax rulings as varied from time to
time.
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Salary continuance
Salary continuance is the provision of income maintenance by CSL for employees
(subject to the terms detailed below) who are off work as a result of injury and/or sickness
and have no entitlement to workers compensation and have exhausted their personal
leave entitlements.

1 Scope

Salary continuance applies to all eligible employees at Australian locations of CSL
Limited.

2 Eligibility

Salary continuance is available to short term, full time and regular part time employees of
CSL Limited for the period of their employment only. Casual employees are excluded.

Short term employees will receive salary continuance only for the period of their
contracted period of employment, ceasing when their current contract was due to expire.

Employees who are on probation (full time and part time) will receive salary continuance
only for the period of their probation. Salary continuance will cease automatically if their
probation is not satisfactorily completed, and their employment is terminated. If probation
is satisfactorily completed - then salary continuance will continue on the conditions set
out above.

3 Commencement of cover

Cover starts from 1 July 1999 for employees who were already employees of CSL Limited
as at this date, and for employees who joined after this date, from the date their
employment commenced.

Salary continuance was agreed as part of the 1999 CSL Enterprise Agreement at the
approximate cost of a 1 % salary increase.

4 Definitions

Injury means a physical injury caused by a violent, external and visible means which
occurs fortuitously when covered by this Agreement and which results in temporary total
disablement or temporary partial disablement within six (6) calendar months from the date
of its occurrence, but does not include any pre-existing condition.

Sickness means sickness or disease which solely and independently of any other cause
is first contracted or which the employee first becomes aware of when covered by this
Agreement and which continues for a period of a minimum of seven consecutive days
from the date of commencement of medical treatment by a legally qualified medical
practitioner and excludes any pre-existing condition.

Temporary Total Disablement means that as a result of injury or sickness, the employee
is wholly and continuously prevented from engaging in his or her usual occupation in
Australia.

Temporary Partial Disablement means disablement, which prevents the employee from
carrying out a substantial part of the normal duties of his or her usual business or
occupation in Australia.

Average Weekly Earnings (AWE) means an employees average weekly earnings in the
previous year (12 months) immediately preceding injury or sickness including overtime,
shift penalties and allowances.

Base Rate means an employees normal salary plus shift penalties in the case of shift
employees.
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Income means ninety (90%) percent of an employees Average Weekly Earnings (AWE)
for up to 104 weeks. Income shall not be payable for more than 90% of the employees
AWE and in any event not more than an amount equal to the annual salary of the CSL
level 7 minimum rate (excluding employer superannuation) in anyone year.
Superannuation contributions (employer and employee) will be calculated on 90% of
base rate.

Waiting Period means the period for which no entitlement to compensation exists - it
starts on the first day of total or partial disablement for which medical treatment was
sought in respect of injury or sickness. The waiting period in the case of injury and
sickness is 7 consecutive calendar days. The waiting period for all claims resulting from
an employee practicing or playing any physical contact sport is twenty-eight (28) calendar
days.

Pre-Existing Conditions means any pre-existing condition that an employee is having or
has had treatment for or advice for treatment or is on medication for, in the six (6)
calendar months prior to 27 October 1999.

Compensation means accrued sick leave, Worker's Compensation benefits, Transport
Accident or other statutory compensation schemes.

Alternate Duties means a range of different duties within an employees department,
which may be provided during the salary continuance period. These duties are temporary
in nature and take into account medical constraints. At no stage are these duties to be
regarded as permanent.

Rehabilitation Provider means a person who has gained qualifications in rehabilitation
or related fields and can demonstrate appropriate experience to provide or co-ordinate
occupational rehabilitation services.

Rehabilitation is a restorative process which seeks to return an injured or sick person to
their pre - injury/sickness status as soon as is medically possible.

Please note that these are subject to the exclusion and limitation of benefits clauses set
out below.

The Events

Injury and sickness (as each are defined)
that result in:

1 Temporary Total Disablement

2 Temporary partial Disablement

6 Exclusions

What Benefit Will Be Received?

1 The amount per week as defined under
"income" in the Definition section i.e.: 90% of
an employee's AWE.

2 During such disablement the employee is
able to return to work in a reduced capacity.
The benefit payable is 100% of their weekly
wage whilst at work and 90% of AWE whilst
on salary continuance.
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Salary Continuance shall not apply to Temporary Total Disablement or Temporary Partial
Disablement caused by or resulting from:

(a) Any consequence of war, invasion or civil war.

(b) An employee being a pilot or crewmember of any aircraft; or engaging in any
aerial activity except as a passenger in a properly licensed aircraft.

(c) Intentional self-inflicted Injury or attempted suicide.
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(d) Pregnancy, childbirth or miscarriage other than a complication arising from any
of those conditions which requires hospitalisation in the first thirty-three (33)
weeks of pregnancy. No benefit shall be payable during any period of maternity
leave or for any complications arising after the thirty third week of pregnancy.

(e) Any professional sporting activities where income is received.

(f) A criminal or illegal act committed by an employee.

(g) An employee being under the influence of intoxicating liquor, having a blood
alcohol content over the prescribed legal limit or being under the influence of
any other drug unless the drug was prescribed by a legally qualified medical
practitioner.

(h) Any pre-existing condition (see definitions).

7 Limitations on benefits

(a)

(b)

(c)

(d)

(e)
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Salary continuance shall not be payable:

(1) Under more than one injury or sickness in respect of the same period
of time.

(2) Under any injury or sickness in excess of the benefit period.

(3) For the waiting period where applicable.

(4) For more than ninety (90%) percent of an employees Average Weekly
Earnings (AWE) for up to 104 weeks. Compensation shall not be
payable for more than 90 percent of the employee's AWE and in any
event not more than an amount equal to the annual salary of the CSL
level 7 minimum rate (excluding employer superannuation) in anyone
year.

(5) Beyond the date of the employees death.

(6) In respect of any disablement which entitles the employee to benefits
under any other insurances or Workers' Compensation, Transport
Accident Legislation or other statutory Compensation Schemes
(statutory benefits).

(7) For any time during which the employee is entitled to sick leave
payments.

Compensation for a period of less than one week will be paid pro rata of the
weekly benefit for each day during which disability continues.

If an employee suffers a recurrence of Temporary Total or Temporary Partial
Disablement from the same or related cause or causes, the subsequent period
of disablement will be deemed a continuation of the prior period unless between
such period the employee has worked on a full-time basis for at least six (6)
consecutive months, in which case the subsequent period of disablement shall
be deemed to have resulted from a new injury or sickness and a new waiting
period shall apply.

The Benefit Period in the case of Temporary Total or Temporary Partial
Disablement is as follows:

(1) Disablement occurs under the age of 60: Up to 104 weeks.

(2) Disablement occurs at age 60 or over the age of 60: Up to 52 weeks.

For stress, anxiety, psychosomatic, psychological, mental or any nervous
disorder: Up to 26 weeks from the date of disablement.

Benefits will be paid to short term employees only for the period of their short
term contract, ceasing on the date when their current contract expires.

Cover will cease on the date the employee is terminated.
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(f) Aggregate Limit of Liability:

CSL's total liability for all claims during any 12 month period shall not
exceed $2,000,000.00.

8 Conditions to be complied with

(a) In order for a claim to be accepted and paid an employee is required to abide
with all the terms of this Agreement, to co-operate with CSL's Health and Injury
Management Specialist (HIMS) as is required, to submit all necessary
information, and to answer truthfully all questions relating to their claim ­
including the application form, medical statements and medical evidence.

(b) Fraud: Any fraud, mis-statement or concealment by an employee in relation to
any matter affecting their claim will give CSL Limited the right, where
appropriate to reduce or refuse payment.

9 Claims procedure

(a) Claims will be managed by CSL's HIMS, who will be the primary contact person,
and authorised officer for all administrative matters relating to salary
continuance. In the absence of the HIMS a delegated authority will take
responsibility.

(b) Written notice must be given to the HIMS within thirty (30) days of the
occurrence of an illness or sickness in respect of which a claim has arisen or
may arise. Failure to provide such proof within the required time shall not
invalidate or reduce any claim if it was not reasonably possible to do so,
provided that the proof is provided as soon as is reasonably possible. Notice
should never be given later than (12) calendar months from the time it would
normally be required (the only exception being where an employee lacks legal
capacity).

(c) The HIMS will upon receipt of notice provide the necessary application forms
required. It is the responsibility of the employee to apply for salary continuance
before sick leave entitlements have expired in order to ensure continuity of
payment.

(d) The employee is responsible for completing all relevant sections of the
application form, including the authority for release of medical information, and
will assist and co-operate with the HIMS in every way possible in providing all
necessary information, evidence and documentation as is required. Where an
employee lacks capacity, the HIMS will make every effort to obtain this
information from an appropriately authorised person.

(e) All certificates and evidence required by CSL Limited shall be furnished as
required at the employees expense.

(f) Where further clarification is sought regarding the initial claim determination or
ongoing eligibility an employee shall submit to medical examinations by a
doctor/s nominated by the HIMS at CSL's expense.

10 Payment of salary continuance
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(a)

(b)

Where the application for salary continuance is successful, the HIMS will liaise
with Payroll to ensure that salary continuance payment is made, and will also
advise the employee, his/her Supervisor and Human Resources (HR) on the
outcome of the application.

Benefits become payable at the conclusion of the waiting period after receipt of
due written proof of the claim.
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(c) During periods of approved salary continuance employees will continue to
accrue all benefits (long service leave, annual leave and sick leave) as
continuity of employment is not broken.

11 Company property

(a) CSL Limited may, in its discretion, require the return of relevant CSL property
during thesalary continuance period.

(b) Personal novated vehicle lease payments will continue to be deducted during a
period of salary continuance.

12 Waiting period

Salary continuance injury and sickness benefits will be paid commencing from the day
following cessation of eligibility for any and all compensation benefits to which the insured
person is entitled, except that:

The waiting period for injury and sickness is seven (7) consecutive calendar days.

The waiting period for claims resulting from practicing or playing any physical contact
sport is twenty eight (28) calendar days.

13 Review of claims

Where a claim is rejected and a review of that decision is sought by the applicant, the
review will be processed:

(a) If applied for in writing to the Director, Human Resources within 14 days of the
written rejection advice.

(b) The Director, Human Resources will convene a review panel as soon as is
reasonably practicable. The review panel will be made up of an independent
Chairperson, a CSL representative and a relevant employee representative.
The Independent Chairperson will be agreed to by the parties to this
Agreement.

(c) All relevant information will be submitted to the review panel to enable them to
review the initial determination. Where deemed necessary by the panel further
medical reviews may be sought.

(d) While the review process is being undertaken, an employee will have access to
other types of leave to which they are entitled. Arrangements can be put in
place where these entitlements are reinstated if the employee is subsequently
successful in being granted salary continuance.

14 Rehabilitation

When an employee is on salary continuance, he/she may be offered the opportunity to
participate in an appropriate rehabilitation programme, when the employees treating
doctor recommends it is appropriate to do so. In establishing a suitable return to work
programme the services of an external rehabilitation provider may be sought by the
HIMS. This will be funded by CSL.

Where an employee who is on salary continuance is unable to perform their normal
duties but has a capacity to perform alternate duties, this may be explored, and if
possible, suitable alternative duties may be provided during the salary continuance
period. These alternative duties are not to be interpreted as a variation of the employees'
contract of employment and are provided to assist with a return to normal duties. In all
instances the employees treating doctor will be consulted to establish any necessary
restrictions, and to check the suitability and safety of the duties being offered. Suitable
alternative duties:
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• Should be selected to suit employees physical, vocational, and
psychological capacity.

• Are temporary, prior to the employees return to normal duties.

• Must be approved by the treating doctor.

• May be offered at the discretion of CSL.

Where possible, an employee on salary continuance participating in a graduated return to
work programme, will schedule medical and associated appointments outside of their
current work hours. Where this is not possible the employee will complete the work hours
on an alternate agreed time/day.

15 Salary continuance records

All documents associated with an application for salary continuance will be treated
confidentially. Documentation will be managed by the HIMS and maintained in
accordance with the Commonwealth Privacy Legislation. When the salary continuance
period ceases, documentation will be stored in the employees individual Health Records
located in the Occupational Health and Safety centres.
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This clause applies only in the circumstances of resignation or termination of
employment. Employees and CSL are required to give each other at least the minimum
notice of resignation or termination of employment as shown below.

Length of continuous employment with CSL Period of notice

Not more than 1 year At least 1 week

More than 1 year but not more than 3 years At least 2 weeks

More than 3 years but not more than 5 years At least 3 weeks

More than 5 years At least 4 weeks

In addition to the above, employees over the age of 45 years with a minimum of 2 years
continuous employment are entitled to an extra one week of notice if terminated by CSL.

These notice requirements do not apply in the case of probation/qualifying period, casual
employment, abandonment of employment, summary dismissal and redundancy.

1.1 Payment instead of notice

Payment instead of notice will be based on what the employee would have received for
normal time he or she would have worked during the period of unserved notice.

That total must be worked out on the basis of:

(a) the employee's ordinary hours of work;

(b) the amounts ordinarily payable to the employee in respect of those hours,
including (for example) allowances, casual loading and penalties; and

(c) any other amounts payable under the employee's contract of employment.

1.2 Dismissal

CSL has the right to dismiss any employee without notice for serious and wilful misconduct
that justifies instant dismissal. In these cases the wages will be paid only up to the time of
dismissal.

2 Redundancy

This clause outlines the process for managing excess or potentially excess positions
including:

• consultation and redeployment;

• voluntary redundancy;

• redundancy entitlements;

• outplacement assistance;

• future employment; and

• grievances.

This clause applies only in the circumstances where an employee's role may become
redundant. The redundancy process is used to manage employees where CSL has made
a decision that the position held by the employee is excess to CSL's requirements. As
part of the redundancy process CSL aims to maximise the scope for redeployment of

page 63



3647965

Part 10: Leaving CSL

employees and where operationally practicable redundancy of employees is on a
voluntary basis. Redundancies may arise in a number of circumstances including where:

(a) the number of employees exceeds that required for the efficient, economical
and profitable operation of CSL;

(b) employees cannot be used effectively because of technological, structural or
other changes in work methods, or changes in the nature, extent or organisation
of the functions of a particular organisational unit;

(c) an employee is not coping fully with the changed demands of his/her job as a
result of technological or operational change; or

(d) the geographic relocation of the function performed by an employee occurs and
the employee is not willing to relocate to the new locality.

This clause does not apply:

(1) where employment is terminated due to conduct that justifies instant
dismissal;

(2) to casual employees;

(3) to employees engaged for a specific period of time;

(4) where there is a transfer of business and an employee of CSL is
offered employment by the Successor to CSL's business before or at
the time of transfer.

Salary for the purposes of redeployment and severance payments means the total of
salary and other allowances in the nature of salary normally paid to the employee.

Where an employee has, during 50% or more of pay periods in the 12 months
immediately preceding the date on which he or she receives notice of termination, been
paid an allowance for shift work the weekly average amount of shift allowance received
during the 12 month period shall be counted as part 01' "salary".

Where an employee has been acting in a higher position for a continuous period of at
least 12 months immediately proceeding the date on which he or she receives notice of
termination the salary level shall be the employee's salary in such a higher position at that
date.

For senior managers, the annual package value of a vehicle or any other benefit provided
as part of their annual remuneration package excluding the component representing
CSL's contribution to the employee superannuation benefit.

2.1 Continuous service

In calculating redundancy and other entitlements for persons employed by CSL on 30 May
1994 the definition of "continuous service" includes service with Commonwealth
employing authorities, or service with the Defence forces which is recognised for long
service leave purposes by the employing authority provided that:

• there has been no break in the successive periods of service; and

• service with a former employer was not terminated because of
redundancy, 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.

2.2 Consultation & redeployment

CSL will notify the affected employee(s) in order to consult for a minimum of two weeks
then provide a minimum redeployment period of four weeks. Where CSL advises
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employees will be able to seek redeployment from the commencement of the two week
consultation period.

. Employees and employee representatives shall be advised of:

(a) the reason(s) for the proposed redundancies;

(b) the measures to avoid or minimise the redundancies;

(c) the period over which the redundancies are likely to be carried out;

(d) redeployment opportunities;

(e) opportunities for voluntary departures and whether expressions of interest will
be sought from other areas;

(f) the number of employees and the areas potentially affected;

(g) proposed arrangements for outplacement services.

Once employees are formally advised that their position is excess to requirements they
will be provided with details of their entitlements and have 4 weeks to seek redeployment.
During this period employees may indicate their intention to accept redundancy. Once this
decision is made by an employee no action will be taken to find alternative employment
for them within CSL.

Where employees elect to be redeployed Human Resources (HR) will advise the
employee(s) of vacant or emerging positions throughout CSL that they can apply for.
CSL's recruitment and selection guidelines will be applied.

Where appropriate CSL will provide reasonable training to facilitate redeployment.
Retraining encompasses a reasonable period of on the job training or inclusion in a
training course where this is practicable and consistent with the needs of CSL and the
employee. Where operationally practicable, redeployment to vacant fixed term positions or
positions filled by contractors will be considered. Redeployment will only occur with the
employees consent.

Where CSL decides to terminate the employment relationship and an employee is not
provided with a combined 6 week consultation and redeployment period CSL will payout
that period short of 6 weeks not provided. Payment instead of the
consultation/redeployment period will be based on what the employee would have
received had they worked during that period.

If an employee accepts redundancy and requests to leave CSL during the consultation
and redeployment period, no entitlement exists to payment during that period.

2.3 Redeployment to lower paid duties

Where an employee and CSL agree to redeployment to a lower level position income
maintenance will apply:

(a) In the case of an employee who has 10 or more years of continuous service or
is over 45 years of age - 12 months salary.

(b) In the case of an employee with greater than one year of continuous service
and less than 10 years - 6 months salary.

(c) In the case of an employee with less than one year of continuous service - 0
months.

Where an executive level employee's (CSL level 7 & 8) position is downgraded, without
any alternate positions being available at the executive level, the employee may choose to
accept a redundancy package. If CSL requires that the employee must be retained for a
period for the purpose of effective skill transfer, CSL may delay the package for up to 6
months. During this period the employee will remain an employee of CSL. This provision
will not lead to the employee being disadvantaged in her/his final entitlements.
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2.4 Voluntary Redundancy

Where the number of employees working in a particular area exceeds the number of
potential redundancies CSL may seek applications for voluntary redundancy from the
employees within the area. Employees expressing interest in voluntary redundancy will
be provided with information about their entitlements. CSL will consider an employee's
application for voluntary redundancy based on the following criteria:

(a) operational requirements;

(b) individual employee's skills and technical knowledge;

(c) job performance based on skills, knowledge and experience still required by
CSL;

(d) the extent to which tasks they perform are no longer required.

Other areas within CSL may be invited to apply for voluntary redundancy. Employees
expressing such interest will be provided with information about their entitlements. In this
instance CSL will consider an employee's application for voluntary redundancy based on
the following criteria:

(a) operational requirements;

(b) individual employee's skills and technical knowledge;

(c) job performance based on skills, knowledge and experience still required by
CSL;

(d) the extent to which tasks are no longer required; and

(e) that the transfer will result in little or no loss of operational efficiency.

CSL is not required to accept any application for voluntary redundancy.

Employees will receive redundancy benefits on the basis of full pay for period(s) of full­
time service and pro-rata pay for periods of part-time service.

An employee whose employment is terminated for reasons set out in clause 2 of Part 10
shall be entitled to the following.

2.5.1 Notice

Following the six week consultation/redeployment period the employee shall be given
notice:

Period of Continuous Service Period of Notice
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Less than 10 years 6 weeks

10 years but less than 25 years 8 weeks

25 years and over 10 weeks

Employees aged 45 years or more having less than 10 years of service will be entitled to
a notice period of eight weeks.

Where CSL directs or the employee requests, the employee shall be terminated at any
time within the notice period and the employee shall be entitled to receive payment in lieu
of the unexpired portion of the notice period. Payment instead of notice will be based on
what the employee would have received had they been on annual leave during that
period.

Where the expected termination date of an employee is delayed for operational reasons a
new date of departure will be set and all entitlements recalculated accordingly.

These periods of notice are in place of any notice that the employee is entitled under
clause 1 of Part 10. Where an employee has an entitlement to notice of termination under
his or her contract of employment, that notice runs concurrently with (and not in addition
to) the period of notice under this clause.
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2.5.2 Severance

(a) Five (5) weeks salary for each completed year of continuous service, plus a pro
rata payment for each complete month of continuous service since the last
completed year of continuous service up to and including five (5) years of
service.

(b) Three (3) weeks salary for each 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.

(c) The minimum sum payable for severance is four (4) weeks salary.

(d) The maximum sum payable for severance is eighty (80) weeks salary, not
including the notice period.

2.5.3 Long Service Leave

Pro rata long service leave.

2.5.4 Annual leave

All annual leave entitlements.

2.5.5 Superannuation

Employees will be entitled to superannuation benefits in accordance with the rules of the
relevant Superannuation plan.

2.6 Outplacement Assistance

CSL will provide outplacement assistance to redundant employees so they can find
alternative employment. This assistance may include but is not limited to networking, job
search and resume preparation and may occur onsite or offsite. Employees may elect to
participate in the program immediately after they are advised that their positions are
redundant, or wait until they have left the employment of CSL. Employees who elect to
participate will be entitled to reasonable leave with full pay within the four week
consultation/redeployment period, or the notice period to undertake outplacement
sessions and any employment interviews.

2.7 Future Employment

Subject to considerations associated with the taxation treatment of eligible termination
payment, retrenched employees will be considered for casual or seasonal employment
with CSL. Employees who meet all the criteria for the job to be filled and who performed
satisfactorily during their period of employment with CSL will be given first preference for
appointment to the vacancy on receipt of their application.

2.8 Individual Grievances

An employee may request a review of the redundancy process that resulted in their
position being made redundant, if they believe the process has not been followed. An
employee must provide the Divisional HR Manager detailed reasons in writing in support
of their grievance within 10 days of being notified that their position is redundant. On
receipt of the grievance a panel of employee and CSL representatives will be established
within five working days to consider and respond to the individual's grievance. The notice
period in clause 2.5.1 of Part 10 will not be extended while the panel undertakes its
deliberations. The panel may recommend appropriate actions once determining that:

• the provisions of this clause have not been satisfied; or

there are no grounds for the panel to intervene in the redundancy
process.

If a grievance is not resolved the individual may invoke the Dispute Settling Procedure.

page 67



Part 11:

Part 11: Occupational health and safety

Occupational health and safety

1 Abbreviations

CSL:

DWG:

HSE:

HSEAC:

HSEMS:

HSR:

OH&S:

PIN:

SOP:

CSL Limited (Australia)

Designated Work Group

Health, Safety and Environment

Health, Safety and Environmental Advisory Committee

Health Safety and Environment Management System

Health and Safety Representative (CSL employees only)

Occupational Health and Safety

Provisional Improvement Notice

Standard Operating Procedure

2 Purpose

To formally establish the intent of the parties to collaborate, co-operate, and use their
best endeavours to maintain safe and healthy workplaces in all the Australian operations
of CSL. The parties will maintain effective communication with each other on health and
safety issues.

3 Statutes, regulations, policies and procedures

applicable statutes, regulations, codes and standards.

Adherence to the HSEMS and applicable CSL Policies, Procedures, and Guidelines
covering Health and Safety is mandatory.

The parties acknowledge that the provision of safe systems of work, safe plant, safe
premises and proper risk assessments are key elements to the management of OH&S at
CSL.

CSL is bound by the terms and conditions of the Safety Rehabilitation and Compensation
Act 1988.

4 CSL

This Agreement shall not restrict or limit the capacity of CSL to take any reasonable
action it considers appropriate to ensure it meets its duty of care in providing and
maintaining a safe and healthy environment for all people on its Australian premises.

5 Responsibilities of the parties

Each of the parties acknowledges that they have both specific and general
responsibilities for OH&S at CSL Australian sites. Their commitment to pursue those
responsibilities is integral to this Agreement. The Attachments to this Agreement outline
the responsibilities of the parties and related groups:

• Attachment A: CSL
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•

•

•

Attachment B: Unions

Attachment C: Employees

Attachment D: HSRs
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• Attachment E: Health and Safety Committees

Any of the Attachments may be amended at any time provided there is mutual agreement
between the parties on the need for the amendment. An agreed amendment to any of the
Attachments will not compromise, or necessitate a change to the formal Agreement.

6 Workers compensation

CSL agrees to document and inform employees of the process and the roles and
responsibilities of all parties in CSL's application of the workers' compensation system.
This will be achieved in consultation with the parties to the Agreement.

The following documents, available on the HSEMS, can be used as guidelines to workers
compensation and rehabilitation:

• Rehabilitation for Work Related Injuries (Workers Compensation) ­
POL - 0345

• Rehabilitation for Work Related Injuries (Workers Compensation) ­
PDL - 10944

• Rehabilitation, Reconsideration, Suspension and Appeals - POL­
0346

• Rehabilitation, Reconsideration, Suspension and Appeals - PDL­
10945

• Claims Management - POL 0003

7 Ambulance transport

CSL will cover the costs associated with ambulance transport from CSL sites at
Broadmeadows, Parkville, the Woodend farm and State Branches for an employee at
work who is injured or ill.

Coverage is available for CSL representatives working on the road (eg. Sales
representatives) and those visiting other established CSL sites. Coverage is included for
employees visiting external sites on work related business ego Conferences, seminars
and training workshops.

8 Medical examination and immunisation

Where medical examinations/immunisations are required by CSL to ensure that
prescribed medical standards are complied with current and/or prospective employees
may be required to:

• be screened against disease or infection and/or to undergo a medical
examination prior to acceptance as employees,

undergo a medical examination if CSL Occupational Health Centre
considers this to be necessary

• be screened and/or immunised/vaccinated against disease or
infection.

In such cases CSL will reimburse the employee the medical cost of
examination/immunisation, if it has not already been paid for by CSL.

9 Smoke free site

CSL will continue to examine the legal and operational issues associated with banning
smoking on the Parkville and Broadmeadows sites. In the meantime employees will be
permitted to leave the workplace to smoke only during their authorised work breaks ego
morning and afternoon tea and lunchtime at designated smoking sites. Employees will
also be provided with financial assistance of up to $100 to undertake QUIT programs.
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10 Attachment A: CSL

CSL recognises it has responsibility to provide a safe and healthy workplace for
employees, and to provide easy access to employees for relevant information on OH&S
matters. Amongst other things CSL will:

(a) Communicate, implement and regularly review the appropriate OH&S Policies
via HSEAC.
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(b)

(c)

(d)

(e)

(f)

(g)

(h)

(i)

(j)

(k)

(I)

(m)

(n)

(0)

(p)

(q)

(r)

Develop, communicate, implement and regularly review relevant OH&S
Policies, Guidelines and Procedures.

Communicate, implement and regularly review the HSEMS

Deliver necessary OH&S training to employees, including induction for new
employees, managers and contractors.

Pursue compliance with relevant statutory, regulatory and code requirements.

Provide access to competent first aid, medical, rehabilitation and counselling
services for occupational issues.

Take all reasonably practicable steps to protect the health and safety of
employees, contractors and visitors entering CSL premises.

Display in workplaces the names and contact details of HSRs, First Aid
Attendants, and Area Wardens.

Empower the HSE Department manager to order cessation of work if in their
judgement there is a real and urgent risk to employees, contractors, or visitors.

Support the emergency response function, with the aim of ensuring capability to
mount an effective first response in an emergency.

Specify that OH&S issues must be considered for inclusion as appropriate in all
SOP's.

Ensure effective consultation between management, employees and the
unions.

Actively support the use of the HSEMS.

Establish Health and Safety Committees.

Promptly inform employees, unions, HSRs and other parties involved of any
issue that is considered likely to have an adverse impact on the health and
safety of people and the environment as a result of CSL's operations.

Ensure that any disagreements between HSRs and CSL Management are
handled through relevant legislative processes.

Establish DWG's, HSRs, Wardens and First Aiders in accordance with statutory
requirements.

Keep updated records of HSRs, First Aid Attendants, Area Wardens including
their training records.
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11 Attachment B: Representative Unions

Unions that are covered by this agreement recognise they have a responsibility to
collaborate and co-operate with CSL and employees, to support the maintenance of a
healthy and safe workplace. Amongst other things the Unions will:

(a) Actively participate in, and promote the consultative process on OH&S with CSL
and employees.

(b) Co-operate with CSL in the development, implementation, and maintenance of
effective OH&S systems.

(c) Develop and submit proposals to CSL for OH&S improvements.

(d) Actively participate in the CSL HSEAC.

(e) Seek candidates and conduct elections for HSRs.

(f) Work within the established statutes, regulations, codes and the CSL HSEMS.

(g) Actively encourage HSRs and Union representatives to comply with all statutes,
regulations, codes and CSL policies/guidelines/procedures.

(h) Inform CSL Management immediately of any issues, or potential problems
regarding the health and safety of employees.

(i) Assist CSL and employees in finding solutions to anyOH&S issues or
concerns.
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(j)

(k)

(I)

Actively encourage Union members to follow safe work practices.

Ensure that any disagreements between HSRs and CSL Management are
handled through relevant legislative processes.

Assist CSL to establish DWGs
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12 Attachment C: Employees

Employees recognise they have a responsibility for following safe work practices and in
assisting to maintain healthy and safe workplaces. Amongst other things employees will:

(a) Take reasonable care of their own safety, and the health and safety of other
people who may be present in their working environment, or who may be
affected by their activities.

(b) Not allow the health and safety of other employees, contractors, or visitors to be
compromised, or put at risk by their acts or omissions.

(c) Follow all HSE Policies, Guidelines, and Procedures issued by CSL.

(d) Promptly report all hazardous occurrences, and incidents.

(e) Use all equipment provided for HSE protection and risk control in the manner
intended and without interfering with its operation, performance, design, or
physical nature.

(f) Consult immediately with their Supervisor, HSR or the HSE Manager if they
believe that an activity or process is presenting, or is likely to present an
emergency, immediate threat to the health or safety of themselves or another
person, or produce some other serious adverse outcome.

Undertake OH&S training provided by CSL.
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13 Attachment D: HSRs

In accordance with regulatory obligations, the following arrangements are agreed to for
HSRs. HSRs have the power to:

(a) Inspect the whole or any part of the workplace within the DWG to which they
are assigned, after giving CSL Management reasonable notice, or immediately
in the event of an accident, hazardous situation, or dangerous occurrence.

(b) Investigate reports of potential HSE related hazards, accidents, or dangerous
occurrences made by an employee within their assigned DWG.

(c) Voluntarily accompany any inspector during an inspection of the designated
workplace and/or be present at any related interview between an inspector and
an employee.

(d) Request the establishment of a health and safety committee

(e) Issue to CSL Management a PIN following proper consultation with the person to
whom the PIN will be issued. In the event the PIN is required the HSR will follow
the applicable guidelines and procedures.

(f) Represent employees within a DWG in consultations concerning HSE policies,
systems, and workplace issues.

Without limiting any of the foregoing, HSRs will co-operate and collaborate with
CSL Management, and employees, in pursuing the established OH&S objectives.

14 Attachment E: Health and Safety Committees

The parties recognise that effective communication and information sharing are critical
steps in managing workplace health and safety. A number of important consultative
mechanisms have been established. They include the following -

~ HSEAC

• HSEAC is the peak body for consultation and consideration of HSE
issues.

•

•

•

The role of the HSEAC is set out in the formal Terms of Reference.

The Committee is consultative and advisory and will be structured to
draw representation from across CSL.

Provision will be made for Unions, employees, HSRs, and CSL
Management to be represented on the Committee.

HSEAC will act as the primary consultative mechanism for the review
of applicable policies, guidelines, procedures, practices and
performance.

HSE Committees
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•

•

•

Individual divisions, departments or work groups may establish HSE
Committees.

Committees will allow for appropriate representation from all the
parties, including Unions and CSL Management, although as many
employees as is practicable should be encouraged to become
involved in the activities of the Committee.

If for some special reason Committees are not established,
departments and/or local work groups will be required to demonstrate
that HSE issues are a standing agenda item, and given due attention
at other regular operational review/departmental meetings.
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Committees may be formed from departments and/or work groups
from different Divisions, where that seems to be appropriate, and in
the best interests of the people.

Divisional committees ego Broadmeadows, should be represented at
HSEAC by both management and employee representatives.
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Union dues, training leave and role of delegates

1 Purpose

The purpose of this Part is to outline the process for union dues, training leave and the
role of delegates at CSL.

2 Scope

This Part applies to all employees covered by this Agreement at Australian locations of
CSL.

3 Detail

3.1 Union dues

Payroll will deduct union dues contingent on individual employees advising them that they
wish union dues to be deducted from their pay.

3.2 Training leave

Leave of absence will be granted by CSL to union delegates and other employee
representatives to attend short training courses or seminars conducted by a recognised
training provider providing:

(a) the specific training courts is agreed between CSL and the employee;

(b) the training course is specifically directed towards effective dispute resolution;

(c) leave of absence granted will be with full pay, not including shift and penalty
payments or overtime; and

(d) leave of absence granted will count as service for all purposes.

An employee who is a member of a union shall be allowed reasonable leave to attend
trade union training course or seminars on the following conditions:

(a) CSL's operating requirements allow the time to be taken;

(b) the scope, content and level of a short course will contribute to a better
understanding of industrial relations. Any short course conducted by or with
support of a union should be considered as meeting this condition;

(c) leave allowed will be on full pay, excluding shift, penalty payments and
overtime;

(d) leave counts as employment for all purposes.

3.3 Role of delegates

An employee appointed as a union delegate shall, upon notification in writing to CSL, be
recognised as an accredited representative of the union. He/she shall be allowed
reasonable time during working hours to interview CSL or its representative on matters
affecting employees whom she/he represents or accredited officials of the union to who
the delegate belongs on legitimate union business.

The Delegates shall have reasonable time during working hours to consult with individual
members regarding matters affecting them or to consult with other Shop Stewards or
Delegates on legitimate union business.

The Delegate shall advise their immediate supervisor of their intention to consult with
other Delegates or members, including the location and general nature of the issue. In
exceptional circumstances and subject to normal operating requirements, the supervisor
may seek to have the matter deferred for a short time. This request will be discussed
between the immediate parties.
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3.4 Notice boards

CSL will allow notice boards in the plant or separate buildings within the plant to facilitate
communications between employees and their appointed representatives. CSL has the
right to refuse any offensive or improper notice or have it removed.

3.5 Facilities

Accredited union delegates can access facilities for the purpose of undertaking
authorised union activities, provided that service delivery and work requirements are not
affected. Facilities include: telephone, computer, e-mail, photocopier, facsimile, meeting
rooms and notice boards. Delegates are accountable for use of these facilities and time
spent on union activities. The content of any communication transmitted by an accredited
trade union delegate using CSL's communication devices should be consistent with CSL
policy.

Delegates will be entitled to attend regular, onsite paid time delegate meetings and at
which a Union Official may be present. CSL will not unreasonably refuse paid time
members meetings on an irregular basis at which Delegates and Officials may be
present. The scheduling of such meetings will be discussed and agreed prior to their
occurrence.
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