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PART 1: APPLICATION AND OPERATION OF AGREEMENT 
 
1.1 TITLE 
This Enterprise Agreement shall be known as the Lerwin Nursing Home and ANMF Enterprise Agreement 
2021. 
 
1.2 PARTIES BOUND 
This Agreement shall be binding on: 

 
 Lerwin Nursing Home; 
 Australian Nursing and Midwifery Federation South Australian Branch; and 
 All employees who are employed pursuant to 4.1 – Classifications of this Agreement and the 

Award. 
 
1.3 PERIOD OF OPERATION 
This Agreement comes into operation following certification from the South Australian Employment 
Tribunal.  The period of operation will be from that date to 30 June 2024.  This does not impact on the 
operation of clause 4.5 which provides for salary increases to apply from 1 July 2021. 

 
1.4 EXTRA CLAIMS 
The parties note the ANMF application to the Fair Work Commission to increase the Nurses Award 2010 
rates of pay. Should that application lead to increased rates of pay and additional funding is made available 
from the Federal Government to pay them, the parties will convene as soon as possible to identify a course 
of action to access that additional funding. Except in the circumstances as outlined in this clause, no further 
wage increases or changes in conditions of employment will be sought before the date prescribed in clause 
1.3. 
 
1.5  RELATIONSHIP TO PARENT AWARD 
This Agreement shall be read and interpreted wholly in conjunction with Nurses (South Australia Local 
Government Sector) Award (‘the Award’) as it applies at the time of signing of this Agreement, provided that 
where there is any inconsistency, this Agreement shall take precedence to the extent of the inconsistency.   
 
1.6 DEFINITIONS 
 
1.6 1 ‘Agreement’ means the Lerwin Nursing Home and ANMF Enterprise Agreement 2021. 
 
1.6.2 ‘Association’ means the Australian Nursing and Midwifery Federation South Australian Branch 
 
1.6.3 ‘Act’ means the Fair Work Act 1994. 
 
1.6.4 ‘Award’ means the Nurses (South Australian Local Government Sector) Award. 
 
1.6.5 ‘Tribunal’ means the South Australian Employment Tribunal. 
 
1.6.6 ‘Consultation’ means the process that will have regard to employee’s interests in the formulation of 
plans that may have an impact upon them.  It provides the opportunity to have their viewpoints heard, 
acknowledged and considered prior to decisions being implemented.  
 
1.6.7 ‘Employee’ means an employee engaged as a nurse as defined in the Award whose employment is 

subject to this Agreement. 
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1.6.8 ‘Employer’ means Lerwin Nursing Home, a wholly owned and operated entity of the Rural City of 
Murray Bridge, located at Murray Bridge. 

 
1.6.9 ‘Grossed Up’ means as identified by the Australian Tax Office Rulings in relation to Fringe Benefits 

Tax Legislation and Salary Packaging Arrangements.  
 
1.6.10 ‘Mutual Agreement’ means an agreement between the Employer and an employee as provided for 

in this Agreement. 
 
1.6.11 ‘Programmed day off’ means the accrued entitlement to a paid day off duty. 

 
1.6.12 ‘Rostered day off’ means the normal unpaid days off duty provided for in accordance with a roster. 
 
1.6.13 ‘Union’ means the Australian Nursing and Midwifery Federation South Australian Branch known as 

the ANMF, an organisation of employees registered pursuant to the Act. 
 
1.6.14 ‘ANMF Representative’ means a Worksite Representative and/or ANMF Official. 
 
1.7 OBJECTIVES 
The objectives of the parties to this Agreement are: 
 

1.7.1 Commitment to the provision of Quality Service Care to residents in accord with 
provisions of the Aged Care Act 1997 as amended from time to time and the Charter of 
Residents Rights. 

 
1.7.2 The Agreement commits the Employer and its employees to achieve best practice 

standards in all aspects of the operations of the business, in meeting the Requirements 
of the Aged Care Act 1997, as amended in particular the Accreditation process and Care 
Standards. 

 
1.7.3 The Agreement aims at continually improving communication, consultation in relation to 

major change and cooperation at the workplace level between management and staff.  
The agreement recognises the important contribution of staff members to ensuring the 
Employer’s future. 

 
1.7.4 The Agreement will enable the parties to develop and implement strategies that are 

designed to recognise and achieve productivity improvements at the workplace, 
without impairing quality of service, to further improve productivity and enhance job 
satisfaction, security and remuneration in a stable employee relations environment. 
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1.8 ENTERPRISE AGREEMENT CONSULTATIVE COMMITTEE  
 
1.8.1 The Enterprise Agreement Consultative Committee (EACC) comprises:  

(i)    up to four Employer representatives nominated by the Employer;  
(ii) up to four Employee representatives elected by Employees by ballot with the 

majority deciding the outcome; and  
(iii) external parties, as applicable or invited from time to time.  
 

1.8.2 EACC shall have the responsibility to:  
(i)  reach decisions through consensus that shall operate as recommendations to the 

parties they represent;  
(ii) meet at least six monthly, or earlier as required, to formally review and monitor the 

outcomes of the initiatives and changes arising from this Agreement; 
(iii) assist with the resolution of disputes arising out of the operation of this Agreement; 

and  
(iv) initiate negotiations for a subsequent Enterprise Agreement within three months 

prior to the expiry of this Agreement;  
 
1.9 ACCESS TO AGREEMENT 
 
The Employer shall provide a copy of this Agreement in the Lerwin Nursing Home staff room which is 
accessible to all employees. 
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PART 2:  - CONSULTATION AND DISPUTE RESOLUTION 
 

2.1  CONSULTATION AND COMMUNICATION 
 
2.1.1 It is an accepted principle that effective workplace relationships can only be achieved if 

appropriate consultation between the parties occurs on a regular basis. 
 
2.1.2  The Employer recognises the Union as the representative of its members in the consultation 

process. It is acknowledged that Employee involvement in any decision making process that 
may impact on their employment is critical to the success of the organisation. The Employer 
is therefore committed to engage in timely and constructive consultative practices with all 
employees and the Union in accordance with the following guiding principles. 

 
Consultation shall occur with Employees in a variety of ways which may include: 

1) Workplace meetings; 
2) Direct discussion with the relevant Manager. 

  
Information will be distributed to Employees in a variety of ways which may include:  

1) Staff newsletters; 
2) Memos ; 
3) Electronic communication; 
4) Noticeboards; 
5) Presentations and handouts from meetings and focus groups. 

                
                       Should agreement around change about which there has been consultation not be         
reached, the parties agree that it may then be appropriate to utilise Clause 2.2 – Dispute Settlement 
Procedure of this agreement. 

 
2.2 DISPUTE SETTLEMENT PROCEDURE 
 

2.2.1 In the event of a dispute in relation to a matter arising under this Agreement, in the first 
instance the parties will attempt to resolve the matter at the workplace by discussions 
between the employee or employees concerned and the relevant supervisor and, if such 
discussions do not resolve the dispute, by discussions between the employee or 
employees concerned and more senior levels of management as appropriate. 

 
2.2.2 A party to the dispute may appoint another person, organisation or Association to 

accompany or represent them in relation to the dispute. 
 

2.2.3 If a dispute in relation to a matter arising under this Agreement is unable to be resolved 
at the workplace, and all agreed steps for resolving it have been taken, the dispute may 
be referred to the South Australian Employment Tribunal (the Tribunal ) for resolution by 
mediation and/or conciliation and, where the matter in dispute remains unresolved, 
arbitration. If arbitration is necessary the Tribunal may exercise the procedural powers in 
relation to hearings, witnesses, evidence and submissions which are necessary to make 
the arbitration effective. 

 
2.2.4  It is a term of this Agreement that while the dispute resolution procedure is being 

conducted work shall continue normally unless an employee has a reasonable concern 
about an imminent risk to his or her health or safety. 
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2.2.5 The Decision of the Tribunal will bind the parties, subject to either party exercising a right 
of appeal against the Decision. 

 
2.3 EMPLOYEE REPRESENTATION  
 

2.3.1 Each employee shall be accorded by the Employer with a right to the representation of 
their choice in connection with performance and disciplinary procedures, resolution of 
workplace disputes and grievances and under the Dispute Settlement Procedure 
provided in this Agreement. 

 
2.3.2 Representation by the ANMF on behalf of a relevant employee is not limited to 

representation by an elected Worksite Representative. 
 
2.3.3 The Employer will make provision for elected Worksite Representatives to devote 

reasonable working time for: 
 
2.3.3.1 involvement in the representation at the workplace level of relevant 

employees in respect of performance and disciplinary procedures, workplace 
disputes and grievances; and 

 
2.3.3.2 participation in external dispute settlement procedures on behalf of relevant 

employees.   
 

2.3.4 For the purpose of this clause ‘relevant employees’ means those employees who have 
chosen the ANMF or an elected Worksite Representative to represent them.   

 
2.4 NOTICE BOARD 
 

2.4.1 The employer shall provide room on a notice board for the purpose of the Union to 
post formal notices about matters pertaining to the employment relationship, 
including incidental, ancillary or machinery provisions and matters in connection with 
the operation and application of this Agreement.  

 
2.4.2 All such notices shall be authorised by the ANMF. 
 
2.4.3 Any notice deemed offensive by the employer may be removed.  
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PART 3:   EMPLOYMENT RELATIONSHIP 
 
3.1 EMPLOYMENT CATEGORIES 
 
The following definitions refer to the employment categories to apply at Lerwin Nursing Home.  

 
3.1.1 ‘Full-time employee’ is an employee who works an average of 38 hours per week and has 

an agreed roster pertaining to those hours. 
 
3.1.2 ‘Part-time employee’ is an employee who works an agreed regular roster which averages 

less than 38 hours per week. 
 

3.1.3 ‘Casual employee’ is an employee who is not a ‘full-time’ or ‘part-time’ employee (as 
defined herein) who is engaged on an irregular basis.  

 
 
3.1.4 ‘Replacement employee’ means one engaged on a written appointment for a specific 

period of time to replace a designated person. 
 

3.2 CASUAL EMPLOYEES 
 

3.2.1 Casual employees will be employed as required for supplementary labour force needs. 
 

3.2.2 A casual employee will be paid the hourly rate as defined for the work performed plus a 
casual loading of 25% for each ordinary hour worked.   

 
3.2.3 Casual employees are not entitled to payment for public holidays not worked. 
 
3.2.4 Casual employees will not, unless temporarily replacing a full-time employee, work more 

than 76 hours in any one fortnight. 
 

3.2.5             A casual employee will be paid the shift allowances identified at 5.3.2(a) and 5.3.2(b) calculated 
on the ordinary rate of pay excluding the casual loading with the casual loading component then added to 
the penalty rate of pay. For all other purposes of calculating penalty rates in this agreement, a casual 
employees “ordinary rate” is to be inclusive of the casual loading i.e., 125%.  

 
 
3.3 CASUAL CONVERSION 
 

3.3.1 Where a casual employee who is regularly rostered, and would otherwise be regarded 
under Clause 3.4 as a permanent part time employee, Lerwin will request the Employee 
consider conversion to permanent part time.  

 
3.3.2 In providing this offer in writing, Lerwin will detail the entitlements that apply to being a 

permanent part time employee, which will include the rate of pay to apply (minus the 
casual loading), annual and personal leave entitlements, and any other relevant 
information.  Information will also be provided about conditions that will not apply if they 
remain a Casual employee (e.g. non retention of regular rostered hours, redundancy 
payments etc).  The casual employee has up to 4 weeks to make a decision to accept the 
permanent part time employment status from the date of receiving the written offer of 
permanent part time status by responding to the employer in writing.  There will be a 
‘grace’ period of a further 2 months (up to 3 months in total from the original date of 
receiving the written offer) for the casual employee to maintain their current rostered 
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hours.  Should the casual employee not accept permanent part time status, the employee 
is required to reject the offer in writing. 

 
3.3.3 The parties agree that as a condition of this Agreement, an existing casual employee may 

elect not to be appointed as a permanent part time employee and may retain their 
existing casual arrangements in terms of rate of pay and regularity of actual rostered 
hours for a minimum of 3 months from the date of offer as per sub clause 3.3.2 above.  It 
is acknowledged these employees will have access to notice of termination as provided 
by Termination clause 19 but not to redundancy (severance) benefits under Redundancy 
clause 20. However, post 3 months all parties agree that Lerwin may reduce or change 
the employee’s rostered hours by providing 4 weeks written notice. 

 
3.3.4 Should an employee choose to retain their casual employment status (as per sub clause 

3.3.2 above), Lerwin will formally advise them of their conditions, e.g.; retain regular 
rostered hours for a minimum of 3 months, retain the casual loading, continuity of service 
and Long Service Leave, no ‘paid’ annual or personal leave entitlements and the 
difference between that of a casual and a part-time employee. 

 
 
 
3.4 PART-TIME EMPLOYEES 
 

3.4.1 Part-time employees are employees who work a regular pattern of hours which average 
less than 76 hours per fortnight. 

 
3.4.2 Before commencing part-time employment, the employee and the Employer must 

agree upon the hours to be worked by the employee and the rostering arrangements 
which will apply to those hours. 
 

3.4.3 Any hours worked by an employee to replace another employee on a temporary basis 
and such hours are in addition to those for which the employee is normally rostered will 
not be taken into account. 

 
3.4.4 Employees may work additional hours in excess to their minimum contracted hours by 

mutual agreement with the Employer, however, these additional hours will not be 
considered as a permanent allocation. 

 
3.4.5 Calculation of wage related entitlements such as annual leave, sick leave, carers leave, 

redundancy, etc. will be based on the part time employee’s actual hours worked over 
the previous 12 months, or from commencement of employment for those employees 
that have worked less than twelve (12) months. 

 
3.4.6  All authorised additional time worked in excess of fixed part time hours will accrue 

additional leave entitlements for those hours. 
 
3.5 SECONDARY EMPLOYMENT 
 

3.5.1 At any time where an employee wishes to engage in alternative or supplementary 
employment, they must complete an Application to Engage in Secondary Employment 
Form and gain approval from the Employer to undertake such engagements. 
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3.5.2 New employees are required to notify the Employer of their work commitments to an 
alternative employer at the time of an offer of employment with the Employer.  The 
provisions of 3.5.1 herein shall apply.  

 
3.5.3  Employees are responsible to keep the Employer informed of any changes to their 

secondary employment arrangements.  
 
3.6 ADDITIONAL SHIFTS/RECRUITMENT 
 

3.6.1 Where permanent or relief shifts become available expressions of interest will be called 
for in the first instance to provide an opportunity for existing employees to apply.  

 
3.6.2 This clause does not restrict the Employer from employing a new employee or allocating 

an available shift to any employee, if in the opinion of the Employer, the decision is in the 
best interests of Lerwin Nursing Home. 

 
3.7 REDUNDANCY 
 

3.7.1 In the event of a redundancy payment being required a Separation Package will comprise of 
the following: 

 
3.7.2 8 weeks’ notice of termination or payment of salary in lieu thereof. 
 
3.7.3 Severance payment of 3 weeks for every year of continuous service with the Employer to a 
maximum payment of 104 weeks which includes the period of notice payment pursuant to 3.1.3.1 
herein. 
 
3.7.4 An amount of up to 10% of the employee’s annual salary may be reimbursed by the Employer, 
on the production of a receipt, for expenses incurred by the Employee for professional services to 
assist an employee who is genuinely seeking other employment.  
 
3.7.5 All of the above VSP components, together with any other accrued entitlements, will be made 
by the one overall payment upon the employee leaving the employ of the Council and be taxed in 
accordance with the Australian Taxation Office requirements. 

 
 

.  
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PART 4 – CLASSIFICATIONS, RATES OF PAY AND RELATED MATTERS 
 
4.1 CLASSIFICATIONS 
 

4.1.1 The following classifications are as defined in the Award. 
 

1) Enrolled Nurse (EN) 
2) Registered Nurse (RN) 
3) Registered Nurse level 1 (RN1) 
4) Registered Nurse level 2 (RN2) 
5) Registered Nurse level 3 (RN3) 
6) Registered Nurse level 4 (RN4) 
7) Registered Nurse level 5 (RN5) 

 
4.1.2 Additional classifications as set out below relate to the achievement of further formal 

qualifications as approved and required by the Employer.  
 

                     4.1.2.2 Enrolled Nurse (Diploma) (END) 
An Enrolled Nurse whose training or education is deemed satisfactory for the purposes 
of enrolment on a register or roll as a nurse other than as a RN, as regulated by the 
Australian Health Practitioners Regulation Authority (or successor registration authority) 
and holds a current Diploma will be paid at the relevant pay point as prescribed in the 
seven (7) pay points for Enrolled Nurse (Diploma) shown at Appendix 1 herein. 

 
   4.1.2.3 The pay points that apply to an END shall be based on the pay points that apply 
to an EN in accordance with the classification criteria prescribed in the Award and 
includes holding a Diploma qualification.  

 
 
 
 
4.2 ALLOWANCES FOR ADDITIONAL QUALIFICATIONS/NURSE IN CHARGE  
 

4.2.1 Allowances for Additional Qualifications 
4.2.1.1 An allowance shall be paid at the rate of 3.5% calculated on Registered Nurse 
Level 1 Year 10 and Enrolled Nurse with Diploma Year 7 on the achievement of specific 
qualifications.  Specific rates and eligibility criteria are set out in Appendix 2.  

 
4.2.1.2 An Enrolled Nurse (Advanced Diploma) (ENAD) is an employee whose training or 
education is deemed satisfactory for the purposes of enrolment on a register or roll as a 
nurse other than as a RN, as regulated by the Australian Health Practitioners Regulation 
Authority (or successor registration authority) and holds a current Advanced Diploma.  An 
allowance shall be paid to an ENAD in accordance with the relevant qualification achieved 
as specified at Appendix 2.  

 
4.2.2 Nurse In Charge 

  
A Registered Nurse Level 1 or Level 2 directed by the employer to take charge of a 
health unit will be paid an allowance to bring the employee’s substantive rate of pay per 
hour to that of a Registered Nurse Level 2, fourth year of service.  
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Should the nurse be an Enrolled Nurse due to no Registered Nurse being available, an 
allowance of $50 per shift shall be paid.  
 

 
4.3 TRANSITION FROM PERSONAL CARE ASSISTANT (PCA) 
 

4.3.1 A PCA who has attained registration with AHPRA will be granted a period of not more 
than three months from the time they attain their registration as EN or RN to remain on 
the PCA roster.  During this time, they may apply for a position as an Enrolled Nurse or 
Registered Nurse however such placement shall be entirely at the discretion of the 
Employer in accordance with operational needs.  

 
4.3.2 All Award conditions specifically related to employment as a PCA shall cease from the 

date of registration as an END with AHPRA.  
 

4.4 PAYMENT OF SALARIES 
 

4.4.1 Salaries will be paid fortnightly. 
 

4.42 Upon termination of the employment, salaries due to an employee will be paid to the 
employee in the next payroll cycle.  
 

4.4.3 The Employer will provide each employee in a written form at the time when salaries are 
paid, particulars as required by legislation.   

 
4.5 SALARY INCREASES 

 
4.5.1 Upon approval of the Agreement by the Tribunal, the Employer agrees to award the 

following salary increases: 
  (a) First Pay Increase 

   3.5% effective from the first full pay period after 1 July 2021. 
 

(b) Second Pay Increase  
3.5% effective from the first full pay period after 1 July 2022 

  
(c) Third Pay Increase  

3.5% effective from the first full pay period after 1 July 2023 
 
4.5.2 The Employer agrees to pursue Public Beneficiary Institute (PBI) status during the term of 

this agreement.   
 (a)  If PBI status is not implemented by 30 June 2022, a further salary increase of 

0.5% will be paid effective from the first full pay period after 1 July 2022. 
 (b)  If PBI status is not implemented by 30 June 2023, a further salary increase of 

1.0% will be paid effective from the first full pay period after 1 July 2023. 
 
A salary schedule containing the rates of pay that apply under this Agreement is attached at Schedule 

1.  
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4.6 INCOME PROTECTION 
 

4.6.1 The Employer provides and will continue to hold for the term of this Agreement a policy of 
insurance to cover employees covered by this Agreement for personal accident and illness.   

 
4.6.2 The cover will be for 24 hours a day and will cover illnesses and accidents that occur outside 

working hours, including travel to and from work. 
 

4.6.3 The benefits relate only to weekly earnings in accordance with the insurer’s Income 
Protection Insurance Policy. 

 
4.6.4 The employer will continue to make Superannuation contributions on behalf of an employee 

who is accessing Income Protection for the period that they are absent. Contributions will be 
made at the same rate as the last pay period prior to the employee entering Income 
Protection. 

 
4.6.5 Accruals of leave entitlements shall not apply to Employees who are absent from work and 

receive payments via income protection insurance. The period of time absent on Income 
protection will not break service, but shall not count towards service. 

 
4.6.6 The Employer shall provide employees with an insurance policy to top up salaries when a 

decrease is experienced under the workers compensation scheme. This will ensure all 
employees injured at work receive full pay for the duration of the injury. 

 
4.7 SUPERANNUATION 
 

4.7.1 Occupational Superannuation contributions will be paid by the Employer on behalf of the 
employee into a fund nominated by the employee.  If the employee does not nominate their 
choice, the default fund shall be HESTA (Health Employees Superannuation Trust Australia) 
which complies with the Australian Government’s Operational Standards for Occupational 
Superannuation Funds. 

 
4.8 SALARY PACKAGING – PBI STATUS 
 

4.8.1 The Employer agrees to pursue Public Beneficiary Institute (PBI) status during the term of 
this agreement.   

 
By agreement between the Employer and the employee, the employee can elect to package 

his/her gross salary. 
 

4.8.2 The parties agree that packaging arrangements will be implemented on the following basis. 
 
4.8.2.1 The parties shall agree to the items capable of being including in the salary package 

in accordance with the Australian Taxation Rules and the Employer’s Policy. 
 
4.8.2.2 The employee’s substantive gross salary for all purposes including, but not limited 

to, Employer contribution superannuation, annual leave, annual leave loading, 
enterprise bargaining payments and increases, and long service leave, shall be the 
pre-sacrificing salary. 
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4.8.2.3 The parties shall agree that the introduction of salary packaging will not result in 
additional cost to the Employer, including Fringe Benefits Tax. 

 
4.9 INCREMENTAL PROGRESSION 

 
The parties to the Agreement agree that the provisions for Incremental   progression for employees 
who work less than full-time are set out below: 

 
4.9.1 Employees shall be entitled to increments for service in their respective Classification Level 

following the completion of 1820 actual ordinary hours of work. 
 
4.9.2 Progression to the next applicable increment cannot occur earlier than twelve (12) months 

at the previous or existing increment. 
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PART 5 - HOURS OF WORK, SHIFT WORK, MEAL BREAKS AND OVERTIME 
 
5.1 ORDINARY HOURS OF WORK 
 

5.1.1 The maximum ordinary hours of work will be 8 hours per day (10 hours by agreement) 
and an average of 38 per week, to be worked according to a roster. 

 
5.2 HOURS OF WORK AND SHIFT PROVISIONS 
 

5.2.1 The parties accept that critical requirements for effective service provision by the 
organisation are flexible work conditions and hours of work to meet its needs, particularly 
considering resident care levels and funding which is commensurate with the level of 
resident care to be provided. 

 
5.2.2 The maximum daily ordinary rostered 8 hours may, by mutual agreement between the 

Employer and an employee be up to a total of 10 hours per shift at the ordinary rate of 
pay.  

 
5.2.3 The minimum engagement for employees working a rostered shift will be three (3) hours. 
 
5.2.4 The minimum engagement for employees attending compulsory meetings and 

compulsory education meetings will be a minimum of two (2) hours paid at the ordinary 
rate except where a period of training is continuous with a rostered shift.   

 
5.2.5 Payment to attend non-compulsory meetings and education activities shall be paid for 

the period of attendance, ie no minimum payment shall apply.  
 
5.2.6 Payment to attend meetings and education activities as prescribed herein shall not 

include payment for travel time.  
 
5.3 SHIFT WORK 
 

5.3.1 Definitions 
 

In this Agreement: 
 

5.3.1(a) Afternoon shift means a complete rostered shift commencing not earlier than 
12.00 noon and finishing after 6.00 p.m. on the day of the shift. 

 
5.3.1(b) Night shift means a complete rostered shift worked between the hours of 6.00 

p.m. and 7.30 a.m. 
 
5.3.2 Penalty rates 
All employees, with the exception of RN4 and RN5, are to be paid the following penalty rates when 
working on shifts: 

 
5.3.2(a) For all ordinary time worked on an afternoon shift Monday to Friday inclusive: 

12.5%. 
5.3.2(b) For all ordinary time worked on night shift Monday to Friday inclusive: 20%:  
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5.3.2(c) For all ordinary time worked between midnight Friday and midnight Saturday: 
50%. 

5.3.2(d) For all ordinary time worked between midnight Saturday and midnight Sunday: 
75%. 

 
5.3.3 The additional payments specified above will not form part of an employee’s ordinary pay 

for the purposes of this Agreement. The rates in 5.3.2 (c) and 5.3.2 (d) are in substitution of 
and not cumulative upon the rates prescribed in 5.3.2 (a) and 5.3.2 (b) 

 
 

5.3.4 Transport 
If an employee is required to work overtime and finishes work at a time when normal means 
of transport are not available, the Employer will provide such employee with the cost of a 
conveyance to the employee’s home. This will not apply where a conveyance is provided by 
the Employer at the Employer’s cost. 

 
5.3.5 Daylight saving 
 

5.3.5.1 Despite anything contained elsewhere in this Agreement, in any area whereby 
reason of the Daylight Saving Act, 1971, South Australian Summer Time is prescribed as 
being in advance of South Australian Standard Time, the length of any shift: 

 
5.3.5.1 (a) commencing before the time prescribed by the said Act for the 

commencement of a South Australian Summer Time period; and 
 

5.3.5.1 (b) commencing on or before the time prescribed by the said Act for the 
termination of a South Australian Summer Time period: 

 
will be deemed to be the number of hours represented by the difference between the 
time recorded by the clock at the beginning of the shift and the time so recorded at the 
end thereof, the time of the clock in each case to be set to the time fixed pursuant to the 
said Act. 
 
5.3.5.2 The expression South Australian Summer Time and South Australian Standard 

Time will bear the same meaning as are prescribed by the said Act. 
 
5.4  RECALLS AND CALLOUTS  
 

5.4.1 Recalls/Extension to shift 
 
5.4.1 (a) An employee who is recalled to work after leaving the place of employment 

will be paid for a minimum of three hours work at the applicable overtime rate, 
provided that an employee is not required to work the full three hours if the 
work is completed in a shorter period. 

 
5.4.1 (b) Clause 5.4.1 (a) does not apply when a shift is extended and is continuous 

(subject to a reasonable meal break) with either commencement or 
completion of ordinary working time, ie called into work earlier than the 
rostered shift or requested to extend the shift to a maximum of ten hours. 

 
5.4.1 (c)  Time worked in the circumstances of this sub-clause is not regarded as 

overtime for the purpose of the eight hour break provisions in the Award 
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unless the actual time worked is more than the minimum of three hours on 
such recall or extended shift.  

 
5.4.2 Callouts 

 
5.4.2 (a) An employee called to work without notice on the employees programmed 

day off will be paid overtime in accordance with this clause and is not entitled 
to substitute another day for the programmed day off. 

 
5.4.2 (b) Where a full-time employee has been given prior notice (such notice to be 

given as soon as practicable) that the employee will be required to work on a 
programmed day off due to an emergency, the employee will be paid at 
ordinary time for that day and a substitute day off will be granted. 

 
5.4.2 (c) Time worked in the circumstances of this sub-clause is not regarded as 

overtime for the purpose of the eight hour break provisions in the Award 
unless the actual time worked is more than a minimum of three hours on such 
callouts. 

 
5.4.3 On-Call Allowance 

 
5.4.3(a) This clause applies to any employee who is rostered to be available for recall 

to work outside of their normal working hours.  
 
5.4.3(b) Employees may be directed to be included on the roster and employees, 

whilst members of this roster, will be paid in accordance with the terms and 
conditions contained in this Clause.  

 
5.4.3(c) For the purpose of this Clause, On-Call Allowance will refer to a situation 

where an employee is rostered to hold themselves on immediate standby to 
attend work during prescribed times outside their normal working hours.  

 
5.4.3(d) On-Call is taken to mean the ability to commence the journey to the site of a 

callout within a suitable timeframe of receipt of advice of the need to respond 
to an after-hours callout. The rostered employee would be expected to be 
able to respond within such a time frame and comply with all the relevant SA 
laws particularly with respect to ensuring that they are not under the 
influence of alcohol or drugs.  

 
5.4.3(e) Staff members who are on-call will be paid a fixed amount based on a Standard 

Rate (that of an RN1.1 in the second year of this agreement) 
 
The Standard Rate therefore equates to: 

• Monday to Friday, 2.35% = $26.64 per day 
• Saturday, 3.54% = $40.13 per day 
• Sunday and Public Holidays, 4.13% = $46.82 per day 

 
For a full 7 day period, this equates to $220.15.  

 
5.4.3(g) Calculation of call-out hours worked shall commence from time of notification 

of the call-out. 
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5.4.3(h) In certain urgent situations, call-outs may be referred to a staff member who 

can attend the incident in the quickest time, irrespective of whether they are 
on the On-Call Roster. 

 
5.4.3(i)Responding to after hour’s telephone enquiries which do not require attendance 

on-site will not qualify employees on standby to receive the minimum 
payment.  

 
5.4.3(j)The employee rostered for On-Call when responding to the following events not 

requiring attendance on-site to a callout will be paid the appropriate penalty 
loading for the time actually taken in dealing with each particular matter. 

• Work related phone calls or messages. 
• Monitoring and/or addressing work related issues by telephone 

and/or computer access. 
 
5.4.3(k)When responding remotely, the employee rostered for On-Call will be required 

to maintain and provide a time sheet of the length of time taken in dealing 
with each matter for each day commencing from the first remote response. 
The total overtime paid to an employee for all time worked remotely will be 
rounded up to the nearest 15 minutes. 

5.5 OVERTIME 
 

5.5.1 All employees, with the exception of RN4 and RN5, are paid at overtime rates for any 
authorised work in excess of eight (or ten by agreement) ordinary working hours of a full-
time employee or rostered hours set out in clause 5.1 - Ordinary hours of work. The 
overtime rates are as follows: 

 
5.5.1(a) Monday to Friday inclusive, is paid at the rate of 150% for the first two (2) hours, 

and 200% thereafter until the completion of the overtime worked. 
 
5.5.1(b) Saturday and Sunday is paid at the rate of 200% for all time worked. Public holiday 

overtime will be paid at 250%. 
 
5.5.2 Each day shall stand alone when calculating overtime.  

 
5.6 MEAL BREAKS 
 

5.6.1 On a shift of 5 hours or more, employees will have an unpaid meal break of not less than 30 
minutes, free of all duty.  Meal breaks are not regarded as working time. 

 
5.6.2 One tea break of not less than ten minutes per four hour shift which will be counted as time 

worked. For shifts of 8 hours or more, two ten minute tea breaks shall be taken. By 
agreement, the two ten minute tea breaks may be taken as 1 twenty minute tea break. 

 
5.6.3 When an employee is interrupted during a meal break by a call to duty, the extent of the 

interruption will be counted as time worked and the employee will be allowed to continue 
such meal break as soon as practicable. Should it be impracticable for the employee to 
complete such meal break during the remainder of the ordinary working hours, the employee 
will receive the appropriate overtime pay for the time so worked. 
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5.6.4  If an employee is not able to leave the premises during an unpaid meal break as prescribed 
in Clause 5.6.1 or is otherwise unable to take an unpaid meal break free of all duty, they will 
receive allowance as follows:  

5.6.4.1 Monday to Friday:- $13.29 per half hour of the meal break; or  
5.6.4.2 Saturdays, Sundays and Public Holidays: - $17.28 per half hour of the meal 

break.  
5.6.4.3 Should an employee in receipt of such an allowance be recalled to work the 

provisions of 5.6.3 will apply  
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PART 6:   LEAVE AND PUBLIC HOLIDAYS 
 
6.1 ANNUAL LEAVE 
 

6.1.1 Entitlement to annual leave 
 

Annual leave as a minimum shall accrue at the rate of five weeks per year. Shift-workers 
shall accrue annual leave at the rate of six weeks per year. A shift-worker is defined as 
being regularly rostered over seven days of the week and regularly works on weekends. 
The entitlement will apply subject to the following provisions: 

 
6.1.1 (a) No variations to existing shifts will occur unless a vacancy becomes available; 
 
6.1.1 (b) The current practice of the Employer regarding a Nurse working no more than 

six (6) straight days (shifts) will continue; and 
 
6.1.1 (c) The current practice of the Employer of only rostering Nurses over six (6) days 

of the week with one identified day accepted as never to be worked, will 
continue. 

 
6.1.2 No more than 1.5 years (7.5 weeks) Annual Leave should be accrued at any time.  Variations 

may occur by mutual agreement between the Employer and the employee where special 
circumstances exist. 

 
6.1.3 Up to five single days of leave may be taken in a year of service. The balance of accrued leave 

is to be taken in blocks of at least of one week duration unless there is mutual agreement 
between the Employer and the employee and special circumstances exist. 

 
6.1.4 Payment for annual leave 
 

6.1.4 (a) Before going on annual leave an employee may request to be paid in advance 
the amount of wages they would have received in respect of ordinary time 
worked had they not been on leave during that period. 

 
6.1.4 (b) Annual Leave will be paid at the relevant rate of pay provided by this 

Agreement. 
 

6.1.5 Public Holidays on annual leave 
 

6.1.5.1  Where a public holiday falls during an employee’s period of annual leave, the 
period of leave will be increased by one day for each public holiday, if: 

 
(a) the holiday is observed on a day which the employee would have normally 

been working; and 
 
(b) the employee commences work at the employee’s ordinary starting time 

on the employee’s working day immediately following the last day of the 
employee’s annual leave or provides proof of reasonable cause for 
absence on that day. 

6.1.5.2  Annual Leave shall not be approved for a single day on a Public Holiday.  
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6.1.6 Annual leave Loading 
 

       An employee is entitled to payment of a loading as follows: 
A loading of 17.5% computed on the normal rate of pay for the classification 
of the employee at the commencement of such leave; or the weekend and 
shift penalties the employee would have received had the employee not been 
on leave during the relevant period; whichever is the greater.  

 
Annual leave loading payment is payable on leave accrued in accordance with this clause. 

 
6.2 PERSONAL LEAVE (SICK LEAVE AND CARERS LEAVE) 
 

6.2.1 The provisions of this clause apply to full-time and regular part-time employees (on a pro 
rata basis) but do not apply to casual employees.  Leave entitlements of casual employees 
are as provided for in the Award. 

 
6.2.2  For the purposes of this Agreement, the following definitions shall apply: 
 

6.2.2.1  ‘Immediate family’ means the following: 
(a) a spouse or domestic partner; 
(b) a child; 
(c) a parent; 
(d) any other member of the person’s household; 
(e) any other person who is dependent on the person’s care; 

 
6.2.2.2 ‘Domestic partner’ means a person who is a domestic partner within the 

meaning of the Family Relationships Act 1975, whether declared as such 
under that Act or not. 

 
6.2.3 An employee must as soon as is reasonably practicable, inform the Employer of their inability 

to attend for duty.   
 
6.2.4 When taking leave for personal illness or injury, the employee must, if required by the 

Employer, establish by production of a medical certificate, statutory declaration or other 
reasonable evidence, that the employee was unable to work because of injury or personal 
illness.  

 
6.2.5 However, unless required by the Employer, up to two days of sick leave absence may be 

allowed without the production of a medical certificate, or other reasonable evidence; 
 

6.3 PARENTAL LEAVE 
 

6.3.1 Twelve weeks paid parental leave shall be available to eligible employees. This leave may be 
taken at half pay for 24 weeks.  All other provisions shall be in accordance with the Award. 

 
6.3.2 The Employer shall administer parental leave payments made to employees in accordance 

with federal legislation. 
 
6.4 OTHER LEAVE 

 
6.4.1 Managers may authorise any reasonable request for paid or unpaid leave including maternity, 
special leave and other leave in addition to personal leave allocations, subject to being satisfied that 
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any request is legitimate prior to granting approval and any potential impact on the activities of the 
Employer. 

 
6.4.2 In particular, staff members are eligible for up to 2 days per incident of paid Bereavement 
Leave on the occasion of the loss of a family member.  For the purposes of this clause, a Family 
Member is defined as being a spouse/partner, child or step-child, brother/sister, parent or step-
parent. 

 
6.5 FAMILY VIOLENCE LEAVE 
 

6.5.1 General Principle 
This employer recognizes that employees sometimes face situations of violence or abuse 
in their personal life that may affect their attendance or performance at work. Therefore, 
the Employer is committed to providing support to staff that experience family violence. 

6.5.2 Definition of Family Violence 
Family violence includes physical, sexual, financial, verbal or emotional abuse by a family 
member. 

 
6.5.3 General Matters 

6.5.3.1 Proof of family violence may be required and can be in the form an agreed 
document issued by the Police Service, a Court, a Doctor, District Nurse, Maternal 
Health Care Nurse and a Family Violence Support Service or Lawyer. 

6.5.3.2 All personal information concerning family violence will be kept confidential in 
line with Employer Policy and relevant legislation. No information will be kept on 
an employee’s personnel file without their express written permission. 

6.5.3.3 No adverse action will be taken against an employee if their attendance or 
performance at work suffers as a result of being a victim of family violence. 

6.5.3.4 The employer will identify contact/s in Human Resources and across the 
organisation who will be trained in family violence and privacy issues, for example 
training in family violence risk assessment and risk management. 

6.5.3.5 The employer will advertise the name of the contact within the organization. 
6.5.3.6 An employee experiencing family violence may raise the issue with their 

immediate supervisor or the Human Resources contact. The supervisor may seek 
advice from Human Resources if the employee chooses not to see the Human 
Resources contact. 
Where requested by an employee, the Human Resources contact will liaise with the 
employee’s supervisor on the employee’s behalf and will make a 
recommendation on the most appropriate form of support to provide in 
accordance with sub clauses 4 and 5. 

6.5.3.7 The Employer will develop guidelines to supplement this clause and which details 
the appropriate action to be taken in the event that an employee reports family 
violence. 

 
6.5.4 Leave 

6.5.4.1 An employee experiencing family violence will have access to their bereavement leave 
entitlement (up to 2 days paid leave per incident) for medical appointments, legal 
proceedings and other activities related to family violence.   

6.5.4.2 This leave may be taken as consecutive or single days or as a fraction of a day. 
6.5.4.3 Under this clause, an incident includes but is not necessarily limited to time required for: 

1. Seeking emergency shelter or alternative housing 
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2. Attending court, legal or police proceedings 
3. Seeking or accessing support for affected children 
4. Counselling or accessing associated support services 

6.5.4.4 An employee who supports another staff member experiencing family violence may take 
carer’s leave to accompany them to court, to hospital, or to mind children. 

 
6.5.5 Individual Support 

6.5.5.1 In order to provide support to an employee experiencing family violence and to 
provide a safe work environment to all employees, the Employer may approve 
any reasonable request from an employee experiencing family violence for: 

1. changes to their span of hours or pattern or hours and/or shift patterns; 
2. job redesign or changes to duties; 
3. relocation to suitable employment within the Employer; 
4. a change to their telephone number or email address to avoid harassing 

contact; 
5. any other appropriate measure including those available under existing 

provisions for family friendly and flexible work arrangements. 
6.5.5.2 An employee experiencing family violence will be offered a referral to the Employee 

Assistance Program (EAP) and/or other local resources. The EAP shall include 
professionals trained specifically in family violence. 

6.5.5.3 An employee that discloses to HR or their supervisor that they are experiencing 
family violence will be given a resource pack of information regarding support 
services. 

 
6.6 PUBLIC HOLIDAYS 
 

6.6.1  Public holidays shall be as prescribed by the Public Holidays Act and any other day which by 
proclamation or Act of Parliament may be declared a public holiday or any other day which 
may be substituted for any such day. 

 
6.6.2 Payment and entitlements 

 
6.6.2(a) Employees (other than casual employees) are entitled to public holidays as provided for 

in 6.6.1 without loss of pay. 
 
6.6.2(b) Employees (other than casual employees) who would normally work on the day of the 

public holiday and are not required to work on such day will be paid at ordinary rates of 
pay as if they had worked their normal number of hours on that day. 

 
6.6.2(c) Employees (other than casual employees) will be paid an additional 150% of the 

appropriate rate based on the ordinary hourly rate as defined, for actual hours worked 
on the public holidays as prescribed in 6.6.1.  
 

6.6.2(d) Casual employees 
 

6.6.2(d) (i) Ordinary time worked on any public holiday will be paid at the rate of 250% 
of their ordinary hourly rate of pay 

 
6.6.2(d)(ii) All time worked on any public holiday in excess of the ordinary daily hours 

as prescribed in Clause 5.1 - Ordinary hours will be paid at the rate of 275% 
of their ordinary hourly rate of pay.  
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6.6.2(e) Payment for work performed by  employees on 25 December when Christmas Day falls on 

a Saturday or Sunday. 
 

6.6.2(e) (i) This clause applies when Christmas Day falls on a Saturday or Sunday and a 
substitute public holiday has been proclaimed. 

6.6.2(e) (ii) An employee who works on 25 December shall be paid an additional 150% of 
the ordinary rate for the actual hours worked on that date. This payment is in 
substitution of other penalties that would usually apply to Saturday or Sunday 
work. 

 
6.6.2(e) (iii) The provisions of clause 6.6.2 - Payment and entitlements - will apply in 

relation to a substitute public holiday. 
 

6.6.2(e) (iv) An employee who is rostered to work on both 25 December and the substitute 
public holiday shall be paid in accordance with sub-clause (ii) and (iii) of this 
clause provided that such an employee may elect to be paid at ordinary time 
rates for work on that substitute public holiday and take an additional day off 
work at a time convenient to the Employer. 
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PART 7 – MISCELLANEOUS 
 
7.1 WORK HEALTH & SAFETY 
The parties agree that adherence to work health and safety legislation, aged care legislation and standards, 
work health and safety policies, guidelines and procedures is critical for the Employer, all employees and 
the residents of the Lerwin Nursing Home.  The following principles shall apply:  
 

• The Employer is committed to ensuring that the workplace protects employees and other persons 
against harm to their health, safety and welfare through the elimination or minimisation of risks 
arising from work; and   

 
• Employees are committed to working safely and to share the responsibility of maintaining a safe 

working environment that protects themselves and others in the workplace. 
 
7.2 SAFE STAFFING LEVELS & SKILL MIX 

 
7.2.1 Staffing levels and skills mix should be driven primarily by the need to achieve optimal 

health and quality of life outcomes for, and meet the needs of, people requiring or in 
receipt of aged care services. 

 
7.2.2  In determining staffing levels and skills mix, the following variables need to be taken into 

consideration: 
 

• the resident or client profile and their nursing/health care needs; 
• palliative care; 
• the complexity of care required, including factors such as: frailty or dementia; 
• the location of the facility or service, whether metropolitan rural or remote; and 
• the nature of the care provided, whether short or long term, rehabilitative or the 

type and design of the facility or the focus of the service. 
 

7.2.3 The level of staffing and the skills mix of staff must enable Lerwin Nursing Home and 
staff to meet their duty of care responsibilities in providing quality care to people 
requiring or in receipt of aged care services, especially special needs groups such as those 
requiring dementia care, palliative care or complex nursing care. 

 
7.2.4 The level of staffing and the skills mix of staff must also enable Lerwin Nursing Home to 

meet their responsibilities under occupational health and safety legislation and must aim 
for the promotion of a safe and healthy workplace. 

 
7.2.5 To meet optimal health and quality of life outcomes at an individual and service level, 

Lerwin Nursing Home will establish a process for determining staffing levels and skills 
mix, which provides flexibility at the local level to respond in a timely manner to changes 
in the care needs of residents in the facilities and clients in the community; and which 
also takes into consideration work and life balance for staff and gives priority to 
permanent employment. 

 
7.2.6 The level of staffing and the skills mix of staff should be regularly reviewed and adjusted 

at the local level with staff allocated/rostered according to the resident or client profile 
and any other changing service variable. Consultation with staff and the Unions must 
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occur when changes to the level of staffing and the skills mix of staff have an impact on 
staff working conditions or to their work and family balance. 

 
7.2.7 Lerwin Nursing Home will ensure that all staff have the necessary skills for them to be 

able to perform the role required of them or facilitate access to suitable training for the 
acquisition of such skills. All staff should have, or undertake, a basic qualification or 
equivalent experience for entry to work in the sector and be provided with opportunities 
for further education and professional development. This is an essential component of 
continuous quality improvement and the provision of quality care. 1 

 
7.3 WORKLOAD MANAGEMENT 
 

7.3.1 The parties to this agreement acknowledge that employees and management have a 
responsibility to maintain a balanced workload and 27recognize the adverse effects that excessive 
workloads may have on employee/s and the quality of resident/client care. 
 
7.3.2 To ensure that employee concerns involving excessive workloads are effectively dealt with 
by Management the following procedures should be applied: 
 

(a) In the first instance, employee/s should discuss the issue with their immediate supervisor 
and where appropriate, explore solutions. 

(b) If a solution cannot be identified and implemented, the matter should be referred to an 
appropriate senior manager for further discussion. 

(c) If a solution still cannot be identified and implemented, the matter should be referred to 
the Facility Manager for further discussion. 

(d) The outcome of the discussions at each level and any proposed solutions should be 
recorded in writing and fed back to the effected employees. 

 
7.3.3 Workload management must be an agenda item at staff meetings on at least a quarterly 
basis.  Items in relation to workloads must be recorded in the minutes of the staff meeting, as well as 
actions to be taken to resolve the workloads issue/s.   Resolution of workload issues should be based 
on the following criteria including but not limited to: 
 

(a) Clinical assessment of residents' needs; 
(b) The demand of the environment, such as facility layout; 
(c) Statutory obligation, including but not limited to, workplace health and safety legislation; 
(d) The requirements of nurse regulatory legislation; 
(e) Reasonable workloads; 
(f) Accreditation standards; and 
(g) Budgetary considerations. 

 
7.3.4 If the issue is still unresolved, the employee/s may advance the matter through Dispute 
Resolution.  

  

 
1 Certain work systems require RN’s and EN’s to delegate work eg. PCA’s 
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7.4 PERFORMANCE MANAGEMENT 
The Employer shall follow the principles and process of managing employee performance and disciplinary 
matters as outlined in the Employer’s Performance Management Policy and Procedure and Code of Conduct 
for Employees.  
 
7.5 STAFF DEVELOPMENT 
 

7.5.1 Full time RNs and ENs will be able to seek approval for three  (3)  days paid leave to 
complete Education / Development relevant to the nature of their role and activities of 
The Rural City of Murray Bridge. 

 
7.5.2 Part time RNs and ENs working an average of greater than twenty (20) hours per week 

will be able to seek approval of leave pro rata, paid to complete Education / Development 
relevant to the nature of their role and activities of The Rural City of Murray Bridge. 

 
7.5.3 Professional Education leave is non-cumulative. 
 
7.5.4       For staff required to attend the worksite for compulsory training or staff meetings, a 

minimum engagement of two hours shall apply. Staff undertaking “on-line” training will 
be paid a minimum of one hour (or the time actually taken, whichever is greater) for 
completion of each unit/module required. 
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PART 8 – WORKSITE REPRESENTATIVES RECOGNITION AND TRAINING 
 
8.1  RECOGNITION OF WORKSITE REPRESENTATIVES 
 

8.1.1 An employee elected as an ANMF Worksite Representative will, upon notification to the 
employer, be recognised as an accredited representative of the Union.  An accredited 
Worksite Representative is allowed reasonable time during working hours to interview 
and/or meet with the employer or the employers’ representative on industrial matters 
affecting employees whom they represent. 

 
8.1.2 Subject to the prior approval of the employer, a worksite representative shall be allowed 

at a place designated by the employer a reasonable period of time during working hours 
to interview a duly accredited official from the ANMF. 

 
8.2 TRADE UNION TRAINING LEAVE  

 
8.2.1 A maximum of five full days per year shall be allowed for employees who are members of 

the Australian Nursing and Midwifery Federation (SA Branch) and elected as a Worksite 
Representative to attend Trade Union Training. A minimum of fourteen (14) days notice 
will be given to the employer. 

 
8.2.2 All applications for leave must be made in writing detailing: 
  - the name of the employee seeking leave 
  - period of time for which leave is sought 
  - title and description 
  - the place or places where the said course will be held 
 
8.2.3 Should a programmed day off fall during an employee’s attendance at a course, a day off 

in lieu of that day will be granted. 
 
8.2.4 Leave of Absence granted pursuant to this clause, shall count as service for all purposes of 

this Agreement. 
 
8.2.5 Each employee on leave approved in accordance with this clause, shall be paid the rate 

they would otherwise have received in attendance at work. 
 
8.2.6 All expenses (such as travel, accommodation and meals) associated with or incurred by the 

employee attending a training course as provided in this clause shall be the responsibility 
of the employee or the Union. 

 
8.2.7 An employee may be required to satisfy the employer of attendance at the course to 

qualify for payment of leave. 
 
8.2.8 In the event of a disagreement arising from the outcome of this clause, the matter may be 

settled using the Dispute Settlement Procedures of the Agreement. 
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Appendix 1 
LERWIN NURSING HOME  

SALARY SCHEDULE 
2018-2020 

 
  2021 Salary Increase   2022 Salary Increase   2023 Salary Increase   

Classification 
3.50% 

Hourly Rate 
  3.50% 

Hourly Rate 
  3.50% 

Hourly Rate 
  

FFPP after 1 July 
2021   FFPP after 1 

July 2022   FFPP after 1 
July 2023   

RN LEVEL 1             

Year 1  $      56,963.44   $      28.84     $  58,957.16   $         29.84     $  61,020.66   $         30.89    

Year 2  $      59,702.49   $      30.21     $  61,792.08   $         31.27     $  63,954.81   $         32.36    

Year 3  $      62,539.51   $      31.65     $  64,728.40   $         32.76     $  66,993.89   $         33.90    

Year 4  $      65,354.63   $      33.07     $  67,642.04   $         34.23     $  70,009.51   $         35.42    

Year 5  $      68,151.69   $      34.49     $  70,537.00   $         35.69     $  73,005.79   $         36.94    

Year 6  $      70,950.04   $      35.90     $  73,433.29   $         37.16     $  76,003.45   $         38.46    

Year 7  $      73,749.69   $      37.33     $  76,330.93   $         38.64     $  79,002.51   $         39.99    

Year 8  $      76,542.88   $      38.74     $  79,221.88   $         40.10     $  81,994.64   $         41.50    

Year 9   $      78,085.78   $      39.52     $  80,818.78   $         40.90     $  83,647.44   $         42.33    

Year 10  $      79,647.49   $      40.30     $  82,435.16   $         41.71     $  85,320.39   $         43.17    

RN  LEVEL 2             

Year 1  $      79,341.24   $      40.16     $  82,118.18   $         41.56     $  84,992.32   $         43.02    

Year 2  $      81,207.67   $      41.10     $  84,049.94   $         42.54     $  86,991.69   $         44.03    

Year 3  $      83,072.81   $      42.04     $  85,980.35   $         43.51     $  88,989.67   $         45.04    

Year 4  $      84,939.24   $      42.98     $  87,912.11   $         44.49     $  90,989.04   $         46.05    

RN  LEVEL 3             

Year 1  $      88,436.20   $      44.75     $  91,531.46   $         46.32     $  94,735.06   $         47.94    

Year 2  $      90,530.78   $      45.81     $  93,699.35   $         47.41     $  96,978.83   $         49.07    

Year 3  $      92,631.81   $      46.88     $  95,873.92   $         48.52     $  99,229.51   $         50.21    

Year 4+  $      94,731.53   $      47.95     $  98,047.14   $         49.63     $101,478.79   $         51.37    

  2021 Salary Increase   2022 Salary Increase   2023 Salary Increase   

Classification 
3.50% 

Hourly Rate 
  3.50% 

Hourly Rate 
  3.50% 

Hourly Rate 
  

FFPP after 1 July 
2021   FFPP after 1 

July 2022   FFPP after 1 
July 2023   

RN  LEVEL 4             

Grade 1  $    100,094.94   $      50.66     $103,598.27   $         52.44     $107,224.21   $         54.27    

Grade 2  $    104,758.43   $      53.01     $108,424.97   $         54.87     $112,219.84   $         56.79    

Grade 3+  $    114,081.54   $      57.73     $118,074.39   $         59.75     $122,207.00   $         61.84    

RN LEVEL 5             

Grade 1  $    105,919.79   $      53.60     $109,626.98   $         55.48     $113,463.93   $         57.42    

Grade 2  $    112,913.74   $      57.14     $116,865.72   $         59.14     $120,956.02   $         61.21    

Grade 3  $    122,242.00   $      61.87     $126,520.47   $         64.04     $130,948.68   $         66.28    

Grade 4  $    131,566.42   $      66.59     $136,171.24   $         68.92     $140,937.23   $         71.33    

Grade 5  $    147,884.77   $      74.84     $153,060.74   $         77.46     $158,417.87   $         80.17    

Grade 6+  $    164,206.99   $      83.11     $169,954.24   $         86.02     $175,902.64   $         89.03    
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  2021 Salary Increase   2022 Salary Increase   2023 Salary Increase   

Classification 
3.50% 

Hourly Rate 
  3.50% 

Hourly Rate 
  3.50% 

Hourly Rate 
  

FFPP after 1 July 
2021   FFPP after 1 

July 2022   FFPP after 1 
July 2023   

STUDENT NURSE                    

Student <21  $      34,537.94   $      17.48     $  35,746.77   $         18.09     $  36,997.90   $         18.73    

Student >21  $      40,297.05   $      20.39     $  41,707.45   $         21.10     $  43,167.21   $         21.84    

              

              

              

              

              

              

              

EN (INC WITH 
DIPLOMA)    

  
  

  
  

  

Y1  $      53,744.88   $      27.20     $  55,625.95   $         28.15     $  57,572.86   $         29.14    

Y2  $      54,902.38   $      27.79     $  56,823.97   $         28.76     $  58,812.80   $         29.77    

Y3  $      56,059.86   $      28.37     $  58,021.96   $         29.36     $  60,052.73   $         30.39    

Y4  $      57,216.07   $      28.96     $  59,218.64   $         29.97     $  61,291.29   $         31.02    

Y5  $      58,374.86   $      29.54     $  60,417.98   $         30.57     $  62,532.61   $         31.64    

Y6  $      59,532.35   $      30.13     $  61,615.98   $         31.18     $  63,772.54   $         32.27    

Y7+  $      60,688.56   $      30.71     $  62,812.66   $         31.78     $  65,011.10   $         32.90    

 
 
Note:  The hourly rate is calculated by dividing the annual salary by 26 (fortnights) and then by 76 (hours per fortnight).
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Appendix 2 

 
QUALIFICATION ALLOWANCES AND CONDITIONS OF ELIGIBILITY 

 
1. ALLOWANCES 
 

1.1 Registered Nurses Levels 1, 2 and 3  
 Enrolled Nurses  
 

  2020 2021 2022 2023 

  3.0% 
increase 

3.5% 
increase 

3.5% 
increase 

3.5% 
increase 

Hospital 
or 
Graduate 
Certificate 

$2,692.35 $2,786.58 $2,884.11 $2,985.06 

Graduate 
Diploma  $3,144.88 $3,254.95 $3,368.87 $3,486.78 

Second 
Degree, 
Masters 
or PhD  

$3,843.75 $3,978.28 $4,117.52 $4,261.63 

          

Enrolled 
Nurse 
with 
Approved 
Certificate 

$2,002.16 $2,072.24 $2,144.76 $2,219.83 

 
 
The following Hospital Certificates or equivalent qualification such as a Diploma issued by a University or College of 
Advanced Education prior to the implementation of Graduate Certificates or Graduate Diplomas in relevant nursing 
practice areas are recognised for the purpose of entitlement to the qualification allowance: 
 

 Gerontic 
 Stomal Therapy 
 Palliative Care 
 Diabetes 
 Dementia 
 Psychological training 
 Wound care 
 Other qualification authorised by the Employer. 
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2. ELIGIBILITY CONDITIONS 
 

2.1.   Any additional qualification must be in addition to the basic qualification(s) required for an 
employee’s position and must be directly relevant, ie it must apply to the employee’s 
classification, position description requirements and the employee’s current area of practice, 
position or role.     

 
(i) A qualification allowance cannot be claimed in respect of an employee’s base 

qualification leading to registration or enrolment; 
 
(ii) the approved qualification pertains to a course of a minimum of six months 

duration; 
 
(iii) only one allowance is payable.  Where more than one additional, relevant 

qualification (as determined by the Employer pursuant to 2.1 herein) is held by 
an employee, only the higher or highest qualification allowance applicable will 
be paid; 

 
(iv) the allowance is available on a pro rata basis for part time employees; 
 
(v) the allowance is payable on a fortnightly basis; 
 
(vi) the allowance is payable during paid leave; and 
 
(vii) an employee claiming entitlement to a qualification allowance must provide 

the Employer with written evidence of having satisfactorily completed the 
requirements for the qualification for which the entitlement is claimed. 
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HUMAN RESOURSES POLICY 
Reference Number 1056574 
Responsible Business Unit Organisational Development 
Responsible Officer General Manager Corporate Services 
Legislation Local Government Act 1999 

ICAC Act 2012 
WHS Act 2012 

Relevant Delegations Chief Executive Officer 
General Manager Assets & Infrastructure 
General Manager Corporate Services 
General Manager Community Development 
Manager Organisational Development 

Related Policies 
Management Guidelines 
Frameworks 

Rural City of Murray Bridge Code of Conduct for 
Council Employees 
HR – Delegations 
HR Guideline – Employee Behaviour 
HR Guideline – Employee Performance  
HR Guideline – Employee Discipline  
HR Framework – Employee Conduct, Behaviour & 
Performance 
HR Toolkit – Employee Conduct, Behaviour and 
Performance 
HR Policy – Development of a Constructive Workplace 
Culture 
HR Guideline - Redeployment and Retraining 
HR Policy – Termination of Employment 
HR Guideline – Termination of Employment 

Link to Strategic Plan Objective 5.1 - Ensuring Delivery 

Date Adopted by ELT 24 March 2020 
Review Date Every four (4) years 
Previous Revisions NIL 
PURPOSE 

The Employee Conduct, Behaviour and Performance Policy clarifies the standards expected of 
Council employees in the carrying out of their duties and their functions as public officials.  

The purpose of this Policy is to ensure a high level of integrity in the conduct of business, of Council 
and to contribute to good organisational culture.  

OBJECTIVES 

The Policy identifies principles that are fundamental to integrity in public administration and the good 
functioning of local government.  Appropriate conduct and behaviours are derived from these 
principles: 

• Integrity, impartiality and good decision making 

• Promotion of the aims and objectives of local government 

• Accountability and transparency  

• Commitment to the system of local government 
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The alignment of these principles contributes to good organisational culture.  

SCOPE 

This policy applies to all employees of the Rural City of Murray Bridge. 

POLICY STATEMENT 

All employees of the Rural City of Murray Bridge are expected to: 

• comply with all relevant procedures and delegations of authority for the procurement of goods 
and services by: 
- ensuring confidential information which is marked, or reasonably known to be confidential, 

is kept in the strictest of confidence 
- not disclosing confidential or sensitive information to gain a direct or indirect advantage for 

any other person, or cause detriment to Council 
• adhere to standards of professionalism and customer service that provide excellent 

community and customer outcomes by: 
- engaging responsively with the community 
- communicating decisions and policy information with the community that is accurate and 

timely 
• remain accountable and responsible for the use and collection of public funds 
• use their best endeavors to provide accurate information at all times 
• base decisions or actions on information that is factually correct, and after obtaining and 

considering all relevant information 
• comply with all lawful and reasonable directions 
• only make public comment when specifically authorised to do so, and restrict such comment 

to factual information and professional advice 
• take responsibility for the health and safety of themselves and others when carrying out their 

duties and activities, which includes general wellbeing and physical injury 
• maintain adequate documentation to support important decisions and actions 

• use Council resources responsibly and for legitimate and authorised purposes only, and in a 
manner that does not cause harm to the community or environment.   

ACCOUNTABILITY AND TRANSPARENCY 

The principle supporting accountability and transparency contributes to community trust and 
confidence and ensures a high level of integrity in the conduct of business of or for Council.  

Council employees will:  

1. Deal with information (other than that lawfully in the public domain) received in 
employment in a responsible manner (including after employment with Council) by: 
• using it for the purpose for which it was collected 
• storing and allowing access to it in accordance with the law 
• not using information improperly for gain, or to the detriment of Council.  

2. Act with reasonable care and diligence in the performance of duty by: 
• complying with contractual obligations, instructions, policies and procedures of 

Council and the expectations of the position reasonably made known to Council 
employees 

• respecting, complying with and carrying out the statutory requirements, lawful 
policies, resolutions and decisions of Council. 
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3. Ensure proper and responsible use of resources of Council including: 
• public property and facilities 
• intellectual property, corporate knowledge, confidential and sensitive information. 

RESPONSIBILITY 
 

Responsibility of: Responsible for: 

CEO Ensuring the policy is in place and up to date. 

Manager Organisational 
Development 

Operational responsibility of the policy and ensuring training and 
awareness. 

All Staff Familiarising themselves with the policy and abiding by it. 
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COUNCIL POLICY 
Reference Number 679144 
Responsible Business Unit Office of the CEO 
Responsible Officer Chief Executive Officer 
Legislation Local Government Act 1999 
Relevant Delegations Click here to enter text. 
Related Policies 
Management Guidelines 
Frameworks 

HR Policy – Employee Conduct, Behaviour and 
Performance 
HR Guideline – Employee Behaviour 
HR Guideline – Employee Performance  
HR Guideline – Employee Discipline  
HR Framework – Employee Conduct, Behaviour & 
Performance 
HR Toolkit – Employee Conduct, Behaviour and 
Performance 

Link to Strategic Plan Objective 4.2 - Acknowledge the importance of our 
staff and volunteers 

Government Gazettal 13 February 2018 
Page 782 
Review Date As determined by Parliament 
Previous Revisions GG 13 February 2018, page 833 

25 October 2012 
13 March 2007 – item 81.1.3b 
 

  
GAZETTAL 
IN Government Gazette No. 48, dated 13 February 2018, page 782 the Code of Conduct for 
Council Employees was amended to come into operation from the 2 April 2018 as set out in 
Schedule 2A is prescribed. 

The gift amount or benefit amount referred to in the Code, has subsequently been gazetted as 
$50. 
 

 
Code of Conduct for Council Employees 
Published by the Minister for Planning for the purposes of Section 110(1) of the Local Government 
Act 1999. 

This Code of Conduct is to be observed by all Council employees. 

Council employees must comply with the provisions of this Code in carrying out their functions as 
public officials.  It is the personal responsibility of Council employees to ensure that they are 
familiar with, and comply with, the standards in the Code at all times.  All Councils are expected 
to provide training and education opportunities that will assist their employees to meet their 
responsibilities under the Local Government Act 1999. 

This Code does not exclude the operation of the Fair Work Act 1994, the rights of employees and 
their Unions to pursue industrial claims, or any relevant Awards or Enterprise Agreements made 
under the Fair Work Act 1994.  This Code does not affect the jurisdiction of the Industrial Relations 
Commission. 
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PART 1 - PRINCIPLES 

1. Principles - Overarching Statement 

This part does not constitute separate enforceable standards of conduct.   

Council employees in South Australia have a commitment to serve the best interests of the people 
within the community their Council represents and to discharge their duties conscientiously and 
to the best of their ability.   

Council employees will act honestly in every aspect of their work and be open and transparent 
when making decisions or providing advice to their Council. 

Council employees will respect the law, and the resolutions made by the elected member body 
of the Council.   

The Council’s Chief Executive Officer will make reasonable endeavours to ensure that employees 
have current knowledge of both statutory requirements and best practices relevant to their 
position.  

Council employees will make reasonable endeavours to ensure that they have such current 
knowledge of both statutory requirements and best practices relevant to their position as is drawn 
to their attention by Council. 

PART 2 - CONDUCT 

2 Conduct required of Council employees 

In line with ‘PART 1 - Principles’ of this Code, the following behaviour is considered essential to 
upholding the principles of good governance in Councils.   

A failure to comply with any of these behaviours can constitute a ground for disciplinary action 
against the employee, including dismissal, under Section 110(5) of the Local Government Act 
1999. 

Council employees must also comply with all relevant statutory requirements within the Local 
Government Act 1999, the Work Health and Safety Act 2012 and other Acts.  A failure to comply 
with these statutes, as identified within this Part, can also constitute a ground for disciplinary action 
against the employee, including dismissal, under Section 110(5) of the Local Government Act 
1999. 

Requirements under ICAC Directions & Guidelines for Public Officers 

A public officer must report to the OPI any matter that the public officer reasonably suspects 
involves corruption in public administration unless the public officer knows that the conduct has 
already been reported to the OPI. 

A public officer must also report to the OPI any matter that the public officer reasonably 
suspects involves serious or systemic misconduct or maladministration in public administration 
unless the public officer knows that the conduct has already been reported to the Ombudsman 
or the OPI. 

A public officer must report to the OPI as soon as practicable after the public officer forms a 
reasonable suspicion as to the matter.  
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APPENDIX - CRIMINAL MATTERS 
 
The matters within this appendix are matters for which a criminal penalty attaches.  As separate 
legislation operates to cover such conduct, this part does not form part of the Code of Conduct 
for Council Employees. 
 
Allegations of conduct breaching these matters will be investigated in accordance with the 
legislation governing that conduct and they are included within this document only in order to 
provide a complete overview of the standards of conduct and behaviour expected of Council 
employees. 
 
Alleged breaches of matters outlined in this appendix should be reported to the Office for Public 
Integrity in the first instance.  
 
Breaches of the Local Government Act 1999 
 
Provision of false information 
A Council employee who submits a return under Chapter 7 Part 4 Division 2 (Register of Interests) 
and that is to the knowledge of the employee false or misleading in a material particular (whether 
by reason of information included in or omitted from the return) is guilty of an offence (Section 
117). 
 
Restrictions on disclosure 
A Council employee must not disclose to any other person any information furnished pursuant to 
Chapter 7 Part 4 Division 2 (Register of Interests) unless the disclosure is necessary for the purposes 
of the preparation or use of the Register by the Chief Executive Officer or is made at a meeting 
of the Council, a Council committee or a subsidiary of the Council (Section 119(1)). 
 
Conflict of Interest 
The Chief Executive Officer of a Council who has an interest in a matter in relation to which he or 
she is required or authorised to act in the course of official duties must disclose the interest to the 
Council and must not, unless the Council otherwise determines during a Council meeting that is 
open to the public, act in relation to the matter (Section 120(1)). 
 
An employee of the Council (other than the Chief Executive Officer) who has an interest in a 
matter in relation to which he or she is required or authorised to act in the course of official duties 
must disclose the interest to the Chief Executive Officer and must not, unless the Chief Executive 
Officer otherwise determines, act in relation to the matter (Section 120(2)). 
 
If an employee is entitled to act in relation to a matter and the employee is providing advice or 
making recommendations to the Council or a Council committee on the matter, the employee 
must also disclose the relevant interest to the Council or Council committee (Section 120(4)). 
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Breaches of other Acts  
Acting in his or her capacity as a public officer, a Council employee shall not engage in conduct, 
whether within, or outside the state, that constitutes corruption in public administration as defined 
by Section 5 of the Independent Commissioner Against Corruption Act 2012, including: 
 
An offence against Part 7 Division 4 (Offences relating to public officers) of the Criminal Law 
Consolidation Act 1935, which includes the following offences: 
 
• bribery or corruption of public officers; 
• threats or reprisals against public officers; 
• abuse of public office; 
• demanding or requiring benefit on basis of public office; and 
• offences relating to appointment to public office. 
 
Any other offence, including an offence against Part 5 (Offences of dishonesty) of the Criminal 
Law Consolidation Act 1935, committed by a public officer while acting in his or her capacity as 
a public officer, or by a former public officer and related to his or her former capacity as a public 
officer, or by a person before becoming a public officer and related to his or her capacity as a 
public officer, or to an attempt to commit such an offence. 
 
Any of the following in relation to an offence referred to in a preceding paragraph: 
 
• aiding, abetting, counselling or procuring the commission of the offence; 
 
• inducing, whether by threats or promises or otherwise, the commission of the offence; 
 
• being in any way, directly or indirectly, knowingly concerned in, or party to, the commission 

of the offence; and 
 

• conspiring with others to effect the commission of the offence. 
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HUMAN RESOURCES GUIDELINE 
Reference Number 1056560 
Responsible Business Unit Organisational Development 
Responsible Officer General Manager Corporate Services 
Legislation Local Government Act 1999 
Relevant Delegations  

Related Policies 
Management Guidelines 
Frameworks 

Rural City of Murray Bridge Code of Conduct for 
Council Employees 
Work Health and Safety Act 2012 
Fair Work Act 1994 
HR Policy – Employee Conduct, Behaviour & 
Performance 
HR Guideline – Employee Behaviour  
HR Guideline – Employee Discipline 
HR Framework – Employee Conduct, Behaviour & 
Performance 
HR Toolkit – Employee Conduct, Behaviour and 
Performance 

 

Link to Strategic Plan Objective 5.1 - Ensuring Delivery 

Date Adopted by ELT 24 March 2020 
Review Date Every 4 years 
Previous Revisions NIL 

  

PURPOSE 

The Employee Performance Guideline clarifies the performance standards expected of Council 
employees in carrying out their duties and functions as public officials. The purpose of this Guideline 
is to ensure a high level of accountability in the conduct of business of Council and to contribute to 
good organisational performance and culture.   

OBJECTIVES 

This guideline aims to ensure that all performance matters involving staff employed by the Rural City 
of Murray Bridge are handled in a just, fair and reasonable manner and that:  

• All employees are aware of expectations regarding their performance and that these are fully 
documented 

• There is regular, transparent review of employee performance which provides opportunity for 
input by employees 

• All employees are encouraged to develop their skills and knowledge in order to support their 
performance 

• Poor performance is identified, articulated and addressed in a transparent manner. 

This guideline aims to ensure performance issues are dealt with in a confidential manner within 
agreed timeframes to achieve the best possible outcome for the employee and the Council, both 
in a current and future context.  

SCOPE 

This Guideline applies to all employees of the Rural City of Murray Bridge.  Volunteer performance is 
addressed through the relevant Volunteer Policy and related guidelines. 
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IMPLEMENTATION 

Performance Expectations 

The expectations of all roles at the Rural City of Murray Bridge are contained in the Position 
Description (PD).  The PD’s include elements describing Key Responsibilities in each of several, role-
specific Key Result Areas (KRA’s).  In addition, from August 2019, all PD’s will include articulation of 
expectations regarding the Leadership Contribution of each role. 

The PD for a particular position will be reviewed and updated prior to a position being filled to ensure 
that the performance expectations (and other elements) remain relevant. Position Descriptions will 
then be made available during the recruitment process and will be the basis of all recruitment 
assessment and interviews. 

Employees will be made aware of the contents of the PD relevant to their position prior to their 
accepting employment and the PD will be provided to them for accepting and signing at the time 
they are offered an employment contract.   

Performance Monitoring and Development 

All employment contracts specify a Probationary Period, usually of 3 months, during which time 
performance of the new employee against the KRA’s will be monitored.   

A Probationary Period may be extended due to unsatisfactory performance in one of more of the 
KRAs.  At the time of extending a Probationary Period, clear expectations must be provided to the 
employee regarding performance improvements that are required and these must be monitored on 
a regular basis (usually weekly or fortnightly) during the remainder of the Period.  The Performance 
Improvement Planning template should be used for this purpose. 

All employees of the Rural City of Murray Bridge should participate in an annual Performance 
Development Planning (PDP) process undertaken between an employee and their direct supervisor 
or Manager and using the current PDP template.  The PDP process involves consideration of an 
employee’s performance during the past 12 months against the KRA’s and Leadership Contribution 
contained in the relevant PD. 

Employees are provided opportunity to discuss their performance with their supervisor or manager 
and for agreement to be reached on areas of strength or any areas that require development.   

The PDP process then enables an employee and their direct supervisor / manager to establish 
agreed key performance indicators for the up-coming 12 months.  The process also provides 
opportunity to identify and agree on training requirements to support employee development. 

All employees are expected to have at least one formal review against their agreed PDP during 
each 12 month period, usually after 6 months. 

Poor Performance 

Poor Performance in the context of this Guideline is defined as the; 

• “Repeated or continued non-delivery of agreed performance outcomes or 
outputs related to the employee’s position”  

or 

• ”A significant failure in delivery of an outcome or output related to the 
employee’s position”  

Poor performance is most usually identified either during a Probationary Period or as a result of 
monitoring a Performance Development Plan. 

Where poor performance is identified, a Performance Improvement Plan (PIP) shall be established 
using the Performance Improvement Planning template.  The PIP shall contain clear performance 
and delivery expectations of the employee with agreed timeframes covering a period of at least 3 
months.  Progress against a PIP should be monitored at least fortnightly. 



HR GUIDELINE – EMPLOYEE  PERFORMANCE  
 

 

The electronic version accessible on Council’s website and Council’s electronic record system is the controlled 
version. Printed copies are considered uncontrolled – before using a printed copy verify that is the current version.
  P a g e  | 47 

RESPONSIBILITIES 

Employees 
• Understand and formally accept a position description (PD) related to their role 
• Ensure their best efforts in performing in accordance with their PD 
• Actively participate in probationary period and PDP meetings. 

Managers / Team Leaders / Supervisors 
• Review position descriptions for roles under their supervision on an annual basis and prior to 

any recruitment process related to the position 
• Ensure all employees under their supervision are aware of performance and delivery 

expectations related to their role 
• Ensure all employees under their supervision participate in an annual PDP process 
• Monitor and address poor performance through the Probationary Period, PDP and PIP 

processes. 

Manager Organisational Development  
• Maintain all records relating to this guideline 
• Conduct or coordinate investigations into complaints of unfair treatment under this guideline 
• Monitor the PDP process and report annually on the number of plans developed 
• Provide a report to the Chief Executive Officer on any matters as required. 

Chief Executive Officer 
• Review and respond to any reports resulting from this guideline. 
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  PURPOSE  

This guideline is to ensure that all discipline matters involving staff employed by the Rural City of 
Murray Bridge are handled in a fair, just and reasonable manner. 

• The Council will provide staff with clear expectations on the standards of behaviour expected 
of them in the workplace and as set down in Council’s “Employee Code of Conduct” and 
associated policies and guidelines. 

• The information will be provided to employees upon commencement with the Council as part 
of their organisational and unit induction. These standards and requirements will be further 
reinforced as part of the Probationary and Annual Performance Review Process. 

• The decision to initiate disciplinary action will only be made subject to: 
- an investigation being completed to determine the facts; 
- the presenting of these facts to the employee concerned; 
- exploring other potential avenues for dealing with the matter and fully exhausting these; 
- consultation occurring between the immediate Supervisor/Team Leader, Unit Manager, 

Manager Organisational Development and the Chief Executive Officer. 

Once a decision has been made to initiate the discipline process it will commence as soon as 
practicable in accordance with this guideline. 

• The purpose of this guideline is to provide a basis for resolving issues associated with 
inappropriate employee conduct and/or behaviour which breaches Council policies and 
guidelines, legislative provisions, and/or the “Employee Code of Conduct” as applicable within 
the workplace. 

OBJECTIVES 
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• The guideline also provides employees with the opportunity to modify their conduct and/or 
behaviour to align with expected standards. 

• The guideline applies to all Council employees. It ensures all employees understand their rights 
and responsibilities with respect to workplace conduct and behaviour and the standards 
which are expected of them. 

• The guideline is designed to support the development of mutual trust and respect between 
managers / supervisors / team leaders and employees whilst enabling managers / supervisors 
/ team leaders to take constructive and required action as necessary. 

• Council expects managers and supervisors to exercise discretion and sound judgement when 
dealing with minor issues, treating employees with dignity and respect and as responsible 
individuals. 

Where management considers a serious breach has occurred investigative action will be initiated 
immediately in accordance with this guideline so as to minimise any unnecessary impact to the 
operation of the Council as well as protecting the rights of the individual concerned. 

In addition, this guideline is aimed at ensuring such issues are dealt with in a fair, consistent and 
confidential manner within agreed timeframes to achieve the best possible outcome for the 
employee and the Council, both in a current and future context. 

  IMPLEMENTATION  

Minor and Serious Misdemeanours 
For the purpose of this guideline, a misdemeanour relates to both poor work performance and 
inappropriate behaviour. A single misdemeanour can be categorised as either a minor 
misdemeanour or a serious misdemeanour. A number of minor acts of misdemeanour may be 
categorised as a serious misdemeanour, for example continual lateness in attendance, 
inappropriate attire (not Personal Protective Equipment). 

Minor Misdemeanour 
A minor misdemeanour need not be dealt with on the basis of a formal disciplinary action but may 
be dealt with informally by the supervisor/manager, for example lateness in returning from an unpaid 
lunch break. 

Where an employee repeats unacceptable behaviour and/or performance or commits further acts 
of minor misdemeanour, the supervisor/manager will exercise discretion as to the appropriate course 
of action. Each situation will be considered on its merits. The supervisor/manager may decide: 

• To initiate further counselling and/or guidance; 

• That the situation justifies a verbal warning. Where a verbal warning is given in response to a 
misdemeanour, it shall be given in the presence of a third party and shall be appropriately 
diarised by the manager/supervisor. No record on the personnel file will be kept of these 
instances unless escalated to a formal disciplinary process at a later date. 

• The situation is to be regarded as a serious misdemeanour and the formal disciplinary process 
needs to be implemented. 

Serious Misdemeanour 
A serious misdemeanour could be an act of harassment, bullying, petty theft or refusal to carry out 
a legal and reasonable instruction from the employer. 

An act of “serious and wilful misconduct” can result in the summary (instant) dismissal of an 
employee. The serious misdemeanour referred to in this paragraph is not an act of serious and 
wilful misconduct. Serious and wilful misconduct resulting in instant dismissal is outlined at point 4 
below. Summary dismissal is not an appropriate response to poor performance. Poor performance 
should be dealt with by an appropriate Performance Management Program. 

A performance matter and/or behaviour matter may be immediately determined as serious in 
nature, in which case the formal disciplinary process commences. 
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1. Formal Disciplinary Process (Serious Misdemeanour) 
The formal disciplinary process involves three stages. 

1.1 Stage 1. 
Once a disciplinary matter has been brought to the attention of the supervisor/manager, 
the supervisor/manager must conduct an investigation into the matter. Following the 
investigation, should there be sufficient evidence to suggest a misdemeanour or 
inappropriate behaviour/performance, the supervisor will inform the employee of: 

• The “alleged misdemeanour” against the employee and that if proven, disciplinary 
action could result. 

• The time and place for the employee to provide an explanation and their right to 
representation 

1.1.1 The Meeting [Refer 6.1 Give Notice] 
At the meeting the employee should be given the opportunity to explain his/her side of the story, 
“what happened and why” together with any mitigating circumstances. 

The supervisor shall record details of what was said and after having collected all the relevant 
information shall adjourn the meeting to consider the facts of the case. This would usually involve 
consultation with the Manager in charge of the work area and may involve consultation with the 
CEO depending upon the nature of the misdemeanour. 

1.1.2 The Decision 
After considering all the evidence, should it be established “beyond reasonable doubt” that the 
employee committed a misdemeanour, (short of serious misconduct justifying summary dismissal), a 
formal warning shall be given together with any other form of corrective action deemed 
appropriate, for example, counselling, training, transfer, removal of a privilege. The employee should 
be informed of this decision as soon as is reasonable given the circumstances. An employee 
aggrieved by the decision may take the matter before the next level of management providing the 
manager / supervisor is informed of the employee’s concerns and that they wish to pursue this to the 
next level of authority. 

1.1.3 The Warning 
A letter of formal warning is to be drafted to the employee detailing the exact nature of the 
allegations and the findings regarding the investigation. A copy of the letter is to be given to the 
employee for the employee to sign (if they wish) as an acknowledgment that they have received 
the warning and understand the ramification of any further acts of misconduct. The employee is also 
to be given the right of response which will be attached to the letter and placed on the employee’s 
Personnel File, together with any other supporting documentation. If there are no further disciplinary 
matters, letters of warning can be removed after 12 months on the employee’s Personnel File. 

1.2 Stage 2 
In the event of the serious misdemeanour being repeated or further acts of 
misdemeanour being committed, the supervisor/manager may implement a counselling 
or guidance session(s) or may decide a second and final warning is necessary. The 
procedure to be followed is as per 3.1 with the exception that the Manager 
Organisational Development will be involved in the investigation: 

1.2.1 Monitoring Performance 
Where deficiencies in performance have been identified and actions agreed for improvement, it is 
essential that the action is implemented and performance monitored on a regular basis. Similarly 
detailed records of any counselling or guidance sessions are to be kept with copies provided to the 
employee and Manager Organisational Development. 
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1.2.2 Second Warning 
If the employee’s performance does not improve, or there is another occurrence of misdemeanour, 
then a final written warning may be given to the employee. The process outlined in the first written 
warning would apply. The final warning should state clearly that this is the final warning and that if 
the employee’s performance or conduct does not improve then the employee will be dismissed. 
Once again a meeting should be held to allow the employee a chance to respond with any written 
submission placed on the employee’s Personnel File. 

1.3 Stage 3 
The validity of the allegation needs to be established via an investigation undertaken by 
the supervisor and a Senior Executive Officer (Departmental Manager and / or Chief 
Executive Officer) and involving the Manager Organisational Development as required. 
Steps to be taken once all witnesses and facts have been concluded include: 

1.3.1 The Meeting [Refer 4.1 Give Notice] 
Inform the employee of the alleged misdemeanour/ performance deficiency, the time, place, and 
purpose of the meeting and their right to representation. At the meeting advise the employee of the 
facts and seek an explanation. Details of the allegation or performance deficiencies need to be 
specific with the employee given ample opportunity to respond. Responses should include any 
mitigating circumstances together with any reasons why the employee feels that he/she should not 
be dismissed if the allegation(s) / performance deficiency is proven. Again detailed notes should be 
taken prior to the meeting being terminated. 

1.3.2 The Decision 
All the facts, including the employee’s explanation and reasons why dismissal should be carried out 
are to be brought to the CEO for consideration. Where termination of employment or other formal 
disciplinary action is decided, the employee will be advised that a further meeting is to be held. 

1.3.3 Final Meeting 
Where termination of employment has been decided as being appropriate, the employee will be 
advised and given pay in lieu of notice, (generally 2 weeks). A formal letter of termination to the 
employee will detail the reasons for termination of employment. Similarly, if any other action had 
been decided upon, (for example transfer, demotion or loss of some privilege), details of the 
arrangement will be detailed in a formal letter written to the employee. 

2. Criminal Conduct 
The situation sometimes occurs where an employee is guilty of misconduct which also amounts 
to criminal conduct. Such misconduct can occur either during the employee’s employment 
or completely outside of the workplace. Both should be treated separately. 

2.1 Criminal Conduct in the Workplace 
Should the misconduct occur in the workplace it may also require police investigation 
particularly when the criminal offence is directed against the employer, (for example, 
stealing from the employer or acts of fraud). Depending on the severity and nature of 
the alleged offence, the police may be contacted to undertake investigations into the 
matter. This does not necessarily remove the requirement to hold an internal investigation 
into the matter even if the employee is in police custody and the inquiry has to be held 
in the employee’s absence. Procedural process and fairness must still be maintained. 

2.2 Criminal Conduct Outside the Workplace 
Where an employee commits a criminal offence outside the workplace, it can be difficult 
to establish what detrimental effect the crime would have on the employment 
relationship. It may be that the crime bears no relevance to the nature of the employee’s 
job and it would be unreasonable to terminate the employment. (A criminal offence is 
an offence which appears in the Criminal Consolidations Act as an indictable offence.) 
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For example, an employee convicted for Driving Under the Influence (DUI) would not be 
expected to be dismissed for the offence unless it prevented him/her from carrying out 
their employment responsibilities. In such instances, holding a current drivers licence is 
generally stated as an essential qualification for the position and would as such be paid 
for by the employer. Therefore, losing an essential qualification would usually result in loss 
of employment as it renders the employee unable to carry out his/her side of the 
contract and therefore frustrates the employment relationship. Some direct and definite 
link between the two must be established to result in the termination. 

3. Transferring or Suspending an Employee (with pay) 
In some circumstances it may be appropriate to transfer an employee to another work group 
or location, or if necessary, suspend the employee whilst the investigation is being carried out. 
This may be particularly appropriate where theft or fraud has occurred and the Police are 
investigating, or when an harassment claim has been lodged by an employee against a fellow 
employee and it is unlikely that the parties can continue working together whilst the 
investigation is under-way. 
The first option is to transfer or relocate the employee but the circumstances may require the 
suspension of the employee. 
Any decision to suspend with pay, (Section 103, Subsections (1) & (4), Local Government Act 
1999) rests with the CEO (or his/her delegate) and shall be made on the best information 
available at the time, on a case by case basis. 

4. Summary (Instant) Dismissal 
Summary dismissal is dismissal without notice, which is available where the employee is guilty 
of serious misconduct. (Conduct which justifies summary dismissal must strike at the very heart 
of the employment relationship). The following circumstances may constitute serious 
misconduct which would justify summary dismissal. 
Each case must be considered on its merits 

• Theft (as opposed to Petty Theft); 
• Assault; 
• Fraud; 
• Intoxication and/or under the influence of non-prescription drugs at work; 
• Conduct causing a serious risk to the reputation, viability or profitability of the 

employer’s business; 
• Impersonate anybody else or use pseudonyms, forge e-mail messages, falsely 

represent themselves, others, the Council or any of its policies, services or practices, 
or otherwise commit forgery or fraud. 

• Refusal to carry out a lawful and reasonable instruction of the employer; 
• Negligence; 
• Incompetence; 
• Non-compliance with occupational health and safety procedures; 
• Discrimination and sexual harassment; 
• Intimidation, victimisation and/or harassment; 
• Insubordination and insolence; 
• Dishonesty; 
• Physical Violence. 

Some of these acts of misconduct may also require Police investigation. When an act of serious 
and wilful misconduct is brought to a manager or supervisor’s attention it must be acted upon 
immediately (as soon as is reasonably practical) and thoroughly investigated. This may involve 
interviewing employees or members of the public who were witnesses, or establishing whether 
there were any mitigating circumstances. It may be appropriate to involve the Manager 
Organisational Development in matters believed to be of a serious and wilful nature. Where 
evidence suggests that an employee has committed an act of serious and wilful misconduct, 
the employee must be given the opportunity to respond to the allegation/s. The following steps 
should be followed: 

4.1 Give notice 
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4.1.1 Inform the employee, in writing, that there is to be a meeting with him/her 
regarding the conduct /event/matter being investigated and the allegation that 
has been made against them. Ensure there is no doubt what so ever in what 
instance is being referred to, if possible quote times, places, etc. 

4.1.2 Inform the employee, in writing, that the alleged misconduct is considered to be a 
serious and wilful breach of their employment contract and if found to be true, 
may result in their dismissal. 

4.1.3 Stress to the employee that it is regarded as a serious matter and that they are 
encouraged to have a representative at the meeting 

4.1.4 Advise the employee who will be in attendance at the meeting, i.e. Manager 
Organisational Development, Manager. 

4.2 The Meeting [Refer 4.1 Give Notice] 
4.2.1 At the meeting restate the alleged complaint / event (describe the facts as are 

known, stating times, places, aggrieved parties, complainants), and that such 
behaviour is considered serious and wilful misconduct and that if proven, could 
result in their dismissal. 

4.2.2 Tell the employee that the allegation requires an explanation and that they will be 
given every opportunity to put their side of the story including any mitigating 
circumstances and that whatever they say will be given due consideration before 
any decisions are made. 

4.2.3 Record the meeting verbatim (tape record if necessary) or take comprehensive 
and detailed notes of what was said. Inform those present of your intention to 
record/take notes. 

4.2.4 After the employee has concluded giving his/her account of the events, including 
any mitigating circumstances, bring the meeting to a close. Tell the employee that 
consideration would be given to everything that has been said, and that they will 
be contacted once all the evidence has been examined and decisions made. 
OR 

4.2.5 Should you not be satisfied with the explanation because it contradicts other 
reports or introduces new evidence, tell the employee that the meeting is 
adjourned in order to seek more information / advice on the issue and that they 
will be contacted once completed. Adjourn the meeting, investigate the 
discrepancy / new evidence and come to a reasonable conclusion, based on all 
the available evidence and statements. 

4.3 The Recommendation 
4.3.1 Prepare a report to the CEO, detailing the matter under investigation, witness 

statements, together with conclusions and recommendation. Give due 
consideration to the employee’s explanation, any mitigating circumstances 
advanced together with the employee’s employment record, performance and 
the seriousness of the act or omission. Depending upon the conclusions, one of the 
following actions may be appropriate; 

• The explanation provided is satisfactory and the matter requires no further 
action. 

• The explanation is not satisfactory requiring prolonged adjournment to seek 
more evidence / advice. 

• Disciplinary action needs to be taken. 
• Dismissal is appropriate. 

NB Give the matter the priority it deserves and don’t have the matter delayed for an unreasonable 
length of time. 
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4.4 The CEO’s Decision 
The CEO is to approve any action before it is taken. 

4.4.1 No further action. Arrange a further meeting with the employee to advise of the 
outcome and take any other actions to finalise the matter as appropriate. Inform 
witnesses, complainant, etc. 

4.4.2 Disciplinary Action. If disciplinary action is considered appropriate, decide 
whether the offence is sufficient to warrant dismissal. If not, provide a written 
warning outlining the conduct to which the warning relates; that the conduct is 
unacceptable and the consequences if conduct is repeated. 

4.4.3 Dismissal is warranted. Arrange a further meeting with the employee and advise 
them of their right of representation. At the meeting tell the employee that they 
are to be dismissed and provide the reason why. The employee is to be asked if 
there is any reason why the dismissal should not take place. Consider the 
employee’s response together with any plea the employee may provide. (If need 
be ask the employee and their representative to leave the room whilst the matter 
is discussed. It may be appropriate to discuss the reasons with the CEO). 

4.4.4 Should the decision remain, advise the employee that the dismissal stands and that 
they are to be summarily dismissed effective immediately. 

4.4.5 Letter of dismissal and Certificate of Separation must be prepared immediately 
and the employee advised to collect their personal belongings, return Council 
property, (Identification cards, keys etc) and asked to leave the premises, 
(escorted if need be). 

4.4.5 Pay Office to be advised that wages to be paid until close of business and all 
eligible leave entitlements to be paid out. 

4.4.6 All documentation to be sent to Manager Organisational Development for filing in 
the employee’s Personnel File. 

 

  RESPONSIBILITIES  

Advice and assistance is available from the Manager Organisational Development, ph: 85391134. 

Legal advice may be appropriate in some instances. Please check with the Manager Organisational 
Development prior to seeking legal advice. 
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	1.4 EXTRA CLAIMS
	The parties note the ANMF application to the Fair Work Commission to increase the Nurses Award 2010 rates of pay. Should that application lead to increased rates of pay and additional funding is made available from the Federal Government to pay them, ...
	1.5  Relationship to Parent Award
	This Agreement shall be read and interpreted wholly in conjunction with Nurses (South Australia Local Government Sector) Award (‘the Award’) as it applies at the time of signing of this Agreement, provided that where there is any inconsistency, this A...
	1.6 DEFINITIONS
	1.6.2 ‘Association’ means the Australian Nursing and Midwifery Federation South Australian Branch
	1.6.3 ‘Act’ means the Fair Work Act 1994.
	1.6.4 ‘Award’ means the Nurses (South Australian Local Government Sector) Award.
	1.6.5 ‘Tribunal’ means the South Australian Employment Tribunal.
	1.6.11 ‘Programmed day off’ means the accrued entitlement to a paid day off duty.
	1.6.12 ‘Rostered day off’ means the normal unpaid days off duty provided for in accordance with a roster.

	1.9 ACCESS TO AGREEMENT
	PART 3:   EMPLOYMENT RELATIONSHIP
	3.1 EMPLOYMENT CATEGORIES
	3.1.1 ‘Full-time employee’ is an employee who works an average of 38 hours per week and has an agreed roster pertaining to those hours.
	3.1.2 ‘Part-time employee’ is an employee who works an agreed regular roster which averages less than 38 hours per week.
	3.1.3 ‘Casual employee’ is an employee who is not a ‘full-time’ or ‘part-time’ employee (as defined herein) who is engaged on an irregular basis.
	3.1.4 ‘Replacement employee’ means one engaged on a written appointment for a specific period of time to replace a designated person.


	3.2 CASUAL EMPLOYEES
	3.2.1 Casual employees will be employed as required for supplementary labour force needs.
	3.2.2 A casual employee will be paid the hourly rate as defined for the work performed plus a casual loading of 25% for each ordinary hour worked.
	3.2.3 Casual employees are not entitled to payment for public holidays not worked.
	3.2.4 Casual employees will not, unless temporarily replacing a full-time employee, work more than 76 hours in any one fortnight.
	3.3.1  Where a casual employee who is regularly rostered, and would otherwise be regarded under Clause 3.4 as a permanent part time employee, Lerwin will request the Employee consider conversion to permanent part time.
	3.3.2  In providing this offer in writing, Lerwin will detail the entitlements that apply to being a permanent part time employee, which will include the rate of pay to apply (minus the casual loading), annual and personal leave entitlements, and any ...
	3.3.3  The parties agree that as a condition of this Agreement, an existing casual employee may elect not to be appointed as a permanent part time employee and may retain their existing casual arrangements in terms of rate of pay and regularity of act...
	3.3.4  Should an employee choose to retain their casual employment status (as per sub clause 3.3.2 above), Lerwin will formally advise them of their conditions, e.g.; retain regular rostered hours for a minimum of 3 months, retain the casual loading, ...

	3.4 PART-TIME EMPLOYEES
	3.4.1 Part-time employees are employees who work a regular pattern of hours which average less than 76 hours per fortnight.
	3.4.3 Any hours worked by an employee to replace another employee on a temporary basis and such hours are in addition to those for which the employee is normally rostered will not be taken into account.

	3.5 SECONDARY EMPLOYMENT
	3.5.1 At any time where an employee wishes to engage in alternative or supplementary employment, they must complete an Application to Engage in Secondary Employment Form and gain approval from the Employer to undertake such engagements.

	PART 4 – CLASSIFICATIONS, RATES OF PAY AND RELATED MATTERS
	4.1 CLASSIFICATIONS
	4.1.1 The following classifications are as defined in the Award.
	1) Enrolled Nurse (EN)

	2) Registered Nurse (RN)
	3) Registered Nurse level 1 (RN1)
	4) Registered Nurse level 2 (RN2)
	5) Registered Nurse level 3 (RN3)
	6) Registered Nurse level 4 (RN4)
	7) Registered Nurse level 5 (RN5)
	4.1.2.2 Enrolled Nurse (Diploma) (END)
	4.1.2.3 The pay points that apply to an END shall be based on the pay points that apply to an EN in accordance with the classification criteria prescribed in the Award and includes holding a Diploma qualification.


	4.2.1 Allowances for Additional Qualifications
	4.2.1.1 An allowance shall be paid at the rate of 3.5% calculated on Registered Nurse Level 1 Year 10 and Enrolled Nurse with Diploma Year 7 on the achievement of specific qualifications.  Specific rates and eligibility criteria are set out in Appendi...
	4.2.1.2 An Enrolled Nurse (Advanced Diploma) (ENAD) is an employee whose training or education is deemed satisfactory for the purposes of enrolment on a register or roll as a nurse other than as a RN, as regulated by the Australian Health Practitioner...
	4.2.2 Nurse In Charge

	4.4 PAYMENT OF SALARIES
	4.4.1 Salaries will be paid fortnightly.
	4.42 Upon termination of the employment, salaries due to an employee will be paid to the employee in the next payroll cycle.
	4.4.3 The Employer will provide each employee in a written form at the time when salaries are paid, particulars as required by legislation.

	4.5 SALARY INCREASES
	4.7.1 Occupational Superannuation contributions will be paid by the Employer on behalf of the employee into a fund nominated by the employee.  If the employee does not nominate their choice, the default fund shall be HESTA (Health Employees Superannua...
	4.8 SALARY PACKAGING – PBI STATUS
	4.9 Incremental progression

	PART 5 - HOURS OF WORK, SHIFT WORK, MEAL BREAKS AND OVERTIME
	5.1 ORDINARY HOURS OF WORK
	5.1.1 The maximum ordinary hours of work will be 8 hours per day (10 hours by agreement) and an average of 38 per week, to be worked according to a roster.

	5.2 HOURS OF WORK AND SHIFT PROVISIONS
	5.3 SHIFT WORK
	5.3.1 Definitions
	5.3.1(a) Afternoon shift means a complete rostered shift commencing not earlier than 12.00 noon and finishing after 6.00 p.m. on the day of the shift.
	5.3.1(b) Night shift means a complete rostered shift worked between the hours of 6.00 p.m. and 7.30 a.m.

	5.3.2 Penalty rates
	5.3.2(a) For all ordinary time worked on an afternoon shift Monday to Friday inclusive: 12.5%.
	5.3.2(b) For all ordinary time worked on night shift Monday to Friday inclusive: 20%:
	5.3.2(c) For all ordinary time worked between midnight Friday and midnight Saturday: 50%.
	5.3.2(d) For all ordinary time worked between midnight Saturday and midnight Sunday: 75%.

	5.3.4 Transport
	5.3.5 Daylight saving
	5.3.5.1 (a) commencing before the time prescribed by the said Act for the commencement of a South Australian Summer Time period; and
	5.3.5.1 (b) commencing on or before the time prescribed by the said Act for the termination of a South Australian Summer Time period:

	5.4  RECALLS AND CALLOUTS
	5.4.1 Recalls/Extension to shift
	5.4.1 (a) An employee who is recalled to work after leaving the place of employment will be paid for a minimum of three hours work at the applicable overtime rate, provided that an employee is not required to work the full three hours if the work is c...
	5.4.1 (b) Clause 5.4.1 (a) does not apply when a shift is extended and is continuous (subject to a reasonable meal break) with either commencement or completion of ordinary working time, ie called into work earlier than the rostered shift or requested...
	5.4.2 Callouts
	5.4.2 (a) An employee called to work without notice on the employees programmed day off will be paid overtime in accordance with this clause and is not entitled to substitute another day for the programmed day off.
	5.4.2 (b) Where a full-time employee has been given prior notice (such notice to be given as soon as practicable) that the employee will be required to work on a programmed day off due to an emergency, the employee will be paid at ordinary time for th...
	5.4.2 (c) Time worked in the circumstances of this sub-clause is not regarded as overtime for the purpose of the eight hour break provisions in the Award unless the actual time worked is more than a minimum of three hours on such callouts.
	5.4.3 On-Call Allowance
	5.4.3(e) Staff members who are on-call will be paid a fixed amount based on a Standard Rate (that of an RN1.1 in the second year of this agreement)


	5.5 OVERTIME
	5.5.1 All employees, with the exception of RN4 and RN5, are paid at overtime rates for any authorised work in excess of eight (or ten by agreement) ordinary working hours of a full-time employee or rostered hours set out in clause 5.1 - Ordinary hours...
	5.5.1(a) Monday to Friday inclusive, is paid at the rate of 150% for the first two (2) hours, and 200% thereafter until the completion of the overtime worked.
	5.5.1(b) Saturday and Sunday is paid at the rate of 200% for all time worked. Public holiday overtime will be paid at 250%.


	5.6 MEAL BREAKS
	5.6.1 On a shift of 5 hours or more, employees will have an unpaid meal break of not less than 30 minutes, free of all duty.  Meal breaks are not regarded as working time.
	5.6.2 One tea break of not less than ten minutes per four hour shift which will be counted as time worked. For shifts of 8 hours or more, two ten minute tea breaks shall be taken. By agreement, the two ten minute tea breaks may be taken as 1 twenty mi...
	5.6.3 When an employee is interrupted during a meal break by a call to duty, the extent of the interruption will be counted as time worked and the employee will be allowed to continue such meal break as soon as practicable. Should it be impracticable ...

	PART 6:   LEAVE AND PUBLIC HOLIDAYS
	6.1 ANNUAL LEAVE
	6.1.1 Entitlement to annual leave
	6.1.4 Payment for annual leave
	6.1.4 (a) Before going on annual leave an employee may request to be paid in advance the amount of wages they would have received in respect of ordinary time worked had they not been on leave during that period.
	6.1.4 (b) Annual Leave will be paid at the relevant rate of pay provided by this Agreement.
	(a) the holiday is observed on a day which the employee would have normally been working; and
	(b) the employee commences work at the employee’s ordinary starting time on the employee’s working day immediately following the last day of the employee’s annual leave or provides proof of reasonable cause for absence on that day.

	6.1.6 Annual leave Loading
	A loading of 17.5% computed on the normal rate of pay for the classification of the employee at the commencement of such leave; or the weekend and shift penalties the employee would have received had the employee not been on leave during the relevant ...
	Annual leave loading payment is payable on leave accrued in accordance with this clause.

	6.2 PERSONAL LEAVE (sick leave and carers leave)
	6.2.4 When taking leave for personal illness or injury, the employee must, if required by the Employer, establish by production of a medical certificate, statutory declaration or other reasonable evidence, that the employee was unable to work because ...

	6.3 PARENTAL LEAVE
	6.6 PUBLIC HOLIDAYS
	6.6.1  Public holidays shall be as prescribed by the Public Holidays Act and any other day which by proclamation or Act of Parliament may be declared a public holiday or any other day which may be substituted for any such day.
	6.6.2 Payment and entitlements
	6.6.2(a) Employees (other than casual employees) are entitled to public holidays as provided for in 6.6.1 without loss of pay.
	6.6.2(b) Employees (other than casual employees) who would normally work on the day of the public holiday and are not required to work on such day will be paid at ordinary rates of pay as if they had worked their normal number of hours on that day.
	6.6.2(c) Employees (other than casual employees) will be paid an additional 150% of the appropriate rate based on the ordinary hourly rate as defined, for actual hours worked on the public holidays as prescribed in 6.6.1.
	6.6.2(d) Casual employees
	6.6.2(d) (i) Ordinary time worked on any public holiday will be paid at the rate of 250% of their ordinary hourly rate of pay
	6.6.2(d)(ii) All time worked on any public holiday in excess of the ordinary daily hours as prescribed in Clause 5.1 - Ordinary hours will be paid at the rate of 275% of their ordinary hourly rate of pay.

	6.6.2(e) Payment for work performed by  employees on 25 December when Christmas Day falls on a Saturday or Sunday.
	6.6.2(e) (i) This clause applies when Christmas Day falls on a Saturday or Sunday and a substitute public holiday has been proclaimed.
	6.6.2(e) (ii) An employee who works on 25 December shall be paid an additional 150% of the ordinary rate for the actual hours worked on that date. This payment is in substitution of other penalties that would usually apply to Saturday or Sunday work.
	6.6.2(e) (iii) The provisions of clause 6.6.2 - Payment and entitlements - will apply in relation to a substitute public holiday.
	6.6.2(e) (iv) An employee who is rostered to work on both 25 December and the substitute public holiday shall be paid in accordance with sub-clause (ii) and (iii) of this clause provided that such an employee may elect to be paid at ordinary time rate...



	7.1 WORK HEALTH & SAFETY
	7.3 Workload Management
	7.4 PERFORMANCE MANAGEMENT
	The Employer shall follow the principles and process of managing employee performance and disciplinary matters as outlined in the Employer’s Performance Management Policy and Procedure and Code of Conduct for Employees.
	7.5 STAFF DEVELOPMENT
	Code of Conduct for Council Employees

	PART 1 - PRINCIPLES
	PART 2 - CONDUCT
	Minor Misdemeanour
	Serious Misdemeanour
	An act of “serious and wilful misconduct” can result in the summary (instant) dismissal of an employee. The serious misdemeanour referred to in this paragraph is not an act of serious and wilful misconduct. Serious and wilful misconduct resulting in i...
	1. Formal Disciplinary Process (Serious Misdemeanour)
	1.1 Stage 1.
	1.1.1 The Meeting [Refer 6.1 Give Notice]
	1.1.2 The Decision
	1.1.3 The Warning
	1.2 Stage 2
	1.2.1 Monitoring Performance
	1.2.2 Second Warning
	1.3 Stage 3
	1.3.1 The Meeting [Refer 4.1 Give Notice]
	1.3.2 The Decision
	1.3.3 Final Meeting
	2. Criminal Conduct
	2.1 Criminal Conduct in the Workplace
	2.2 Criminal Conduct Outside the Workplace
	3. Transferring or Suspending an Employee (with pay)
	4. Summary (Instant) Dismissal
	Each case must be considered on its merits
	4.1 Give notice
	4.2 The Meeting [Refer 4.1 Give Notice]
	OR
	4.3 The Recommendation
	NB Give the matter the priority it deserves and don’t have the matter delayed for an unreasonable length of time.




