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PART A — APPLICATION AND OPERATION OF AGREEMENT

1.

2.

3.

4.

PARTIES BOUND

The South Australia Police Enterprise Agreement 2004 (Agreement) is made
pursuant to Section 75 of the Industrial and Employee Relations Act 1994, on this
the day of 2004. This Agreement will be binding on the
Chief Executive Officer, Department for Administrative and Information Services
and the police officers, commissioned officers/officers of police, community
constables and cadets of the South Australia Police (SAPOL) whether covered or
not by the Awards prescribed in Clause 2, and the Police Association of South
Australia (PASA), but excluding:

e the Commissioner of Police

e the Deputy Commissioner of Police

e Assistant Commissioners of Police

EXISTING AWARDS

This Agreement will be read and interpreted in conjunction with the Police
Officers Award provided that where there is any inconsistency, this Agreement
will take precedence.

DATE AND PERIOD OF OPERATION

It is agreed that this Agreement will operate for a period of 2 years from the date
of approval by the Industrial Relations Commission of South Australia (IRCSA),
namely the day of 2004.

The parties agree that negotiations for a new Enterprise Agreement will
commence at a time not prior to the nominal expiry date of this Agreement.

OPERATING PHILOSOPHY OF THE AGREEMENT

This Agreement between the parties builds upon the major change initiatives and
productivity gains of previous Agreements and reflects enhanced
employee/management relationships. The Agreement has been developed through
a process of consultation and participation with all parties and reflects the
ongoing commitment to:

e The introduction of a broad range of initiatives which allow SAPOL to
enhance its service delivery, through meeting community expectations and
being recognised as a progressive and professional organisation.



e Initiatives that clearly communicate that SAPOL’s commitment and
organisational values strongly focus on its people with enhanced career
opportunities and emphasis on leadership and personal development. It
supports the Government and the Industrial and Employee Relations Act
philosophy of encouraging and assisting employees to balance their work and
family responsibilities with mutually beneficial flexible working
arrangements.

e Continuing to adapt to the needs of South Australian communities by
reviewing its performance and striving for best practice through ongoing
workplace change, management improvement, quality management, customer
service and a focus on achievement and excellence.

e Initiatives that will contribute significantly to a workplace culture that
encourages all employees to improve their level of knowledge and skill, and
to maintain the clear resolve of being held in the highest regard as a modern,
motivated, progressive and professional organisation, responsive to the
community’s need and expectations.

5. NO EXTRA CLAIMS

During the life of this Agreement, the parties undertake not to pursue claims
except where consistent with and contemplated by this Agreement and except
where consistent with the State Wage Case Principles, or its successor.

The employees covered by this Agreement and the employee organisation which
is signatory to this Agreement acknowledge that this Agreement satisfies all
claims that might have arisen from any of the Agreements superseded by this
Agreement.

The rates provided for in this Agreement are inclusive of all previously awarded
Safety Net Adjustments and all future increases arising out of National and State
Wage Case decisions, including Safety Net Adjustments, living wage adjustments
or general increases, however described.

6. DEFINITIONS

“Officer of Police” includes Commissioned Officers and means any member of SA
Police of or above the rank of Inspector but below the rank of
Assistant Commissioner.



PART B — CONSULTATION AND DISPUTE RESOLUTION

7. CONSULTATIVE PROCESS

The parties to this Agreement acknowledge the importance of SAPOL having a
continuous improvement agenda and SAPOL agrees to provide the opportunity for
employees and their representatives to participate, through consultation, in the
ongoing review of systems, processes and work practices throughout SAPOL.

The parties acknowledge that issues of Government policy, service levels and
resource allocation fall outside the parameters of this Agreement and that SAPOL
undertakes, where ever possible, to keep employees informed of these issues.

8. GRIEVANCE AND DISPUTE AVOIDANCE PROCEDURES

8.1

8.2

This procedure aims to avoid industrial disputes, or where a dispute occurs
to provide a means of settlement based on consultation, cooperation and
discussion and the avoidance of interruption to work performance.

During any dispute the status quo existing immediately prior to the matter
giving rise to the dispute will remain and work will continue as it was prior
to the dispute without stoppage or the imposition of any ban, limitation or
restriction.

No party will be prejudiced as to final settlement by the continuance of
work in accordance with this clause.

Any grievance or dispute will be handled as follows:

All parties have a right to seek representation in order to resolve any
dispute.

e Stage | Discussion between the employee/s and supervisor/local
manager.
e Stage 2 Discussions involving the employee/s and nominated

delegates with the Industrial Relations Manager or
nominated delegate.

e Stage3 Discussions involving nominated delegates with the
Industrial Relations Manager. At this stage, discussions
may include representatives of the Department of
Administrative and Information Services, Public Sector
Workforce Relations.

A dispute will not be referred to the next stage until a genuine attempt to
resolve the matter has been made at the appropriate level.



8.3 There will be a commitment by the parties to achieve adherence to this
procedure including the earliest possible advice by one party to the other of
any issue or problem which may give rise to a grievance or dispute.

Throughout all stages of the procedure all relevant facts will be clearly
identified and recorded.

8.4  Sensible time limits will be allowed for the completion of the various stages
of the discussions. Discussions outlined in Stages 1 and 2 above, should if
possible, take place within 24 hours after the request of the employee/s or
the employee’s representative.

Emphasis should be placed on a negotiated settlement. However, if the
process is exhausted without the dispute being resolved, any party may
refer the matter to the Industrial Relations Commission of South Australia.

In order to allow for peaceful resolution of grievances, the parties will be
committed to avoid industrial disputation while the procedures of

negotiation and conciliation are being followed.

The parties will ensure that all practices applied during the operation of the
procedure are in accordance with safe working practices.

PART C - REMUNERATION

9. SALARY INCREASES

This Agreement provides for the following salary increases:

e 3.5% increase in salary from 1 July 2004

e 3.5% increase in salary from the beginning of the first pay period
commencing on or after 1 July 2005

e 3.5% increase in salary from the beginning of the first pay period
commencing on or after 30 June 2006

The first salary increase in the next Enterprise Agreement will apply from the
beginning of the first pay period commencing on or after 1 July 2007.

Attachment I sets out the salary rates.

10. RESTRUCTURE
10.1 Effective Date

10.1.1 All changes in Clause 10 and Clause 11 of this Agreement will take effect
from 1 October 2004 except where otherwise specified.



10.1.2 The salary rates to be applied pursuant to Clause 10.1.1 are set out in
Attachment 1.

10.2 Rank of Constable

10.2.1 The existing 11 salary increments for Constables will be reduced to 8 with
Increments 9, 10 and 11 being phased out during the life of this
Agreement.

10.2.2 All Constables on Increments 1-11 will move to the new salary rates (as per
Attachment 1) at their current increment level, except those to whom
Clause 32.1, In Situ Progression Process applies.

10.2.3 All Constables will maintain their current incremental progression date,
except those to whom Clause 32.1, In Situ Progression Process applies.

10.2.4 No further entry to Increment 9 will be permitted from the date of
restructure.

10.2.5 Following receipt of the salary increase operative from the beginning of the
first pay period to commence on or after 30 June 2006, all Constables on
Increment 11 will be pegged at that rate of pay. Refer to Clause 20 Pegged
Employees.

10.2.6 In situ progression will apply to existing Senior Constables “Not
Appointed,” who will progress to Senior Constable Increment 1 on the
date of restructure and whose increment progression date will henceforth
be 1 October (unless Clause 32.2.1 applies).

10.3 Rank of Senior Constable

10.3.1 Two additional steps (Increments 6 and 7) will be added to the top of the
Senior Constable incremental salary range, as per Attachment 1.

10.3.2 All Senior Constables will move to the new salary rates at their current
increment level, except those who have completed 12 months or more on
the previous top increment (Increment 5) who will move to the new
Increment 6 on the date of restructure.

10.3.3 All Senior Constables will maintain their current incremental progression
date, except those who progress to Increment 6 on the date of restructure
as per Clause 10.3.2, whose increment progression date will henceforth be
1 October.

10.3.4 The rank of senior constable will be further divided into 3 classifications of:
i.  Senior Constable
ii. Senior Constable First Class
iii. Brevet Sergeant



10.3.5 Parties to this Agreement will support changes to the Police Regulations,
1999, required to facilitate Clause 10.3.4.

10.3.6 From the date of restructure there will be no higher duty relieving in
constable/senior constable positions.

10.4 Rank of Senior Constable First Class

10.4.1 At the date of restructure, all Senior Constables who are appointed to
substantive Senior Constable positions, will be reclassified to the new rank
of Senior Constable First Class and will continue to progress through the
Senior Constable incremental range according to years of service to
Increment 6. After 12 months of service at Increment 6, they will then be
eligible to progress to the new Increment 7.

10.4.2 Following restructure, entry to the rank of Senior Constable First Class will
be via:

e selection on merit to Senior Constable First Class positions, or

e by a Senior Constable completing the Sergeant Qualification
Program (or past equivalent) and completing 12 months of
service on Increment 4

10.4.3 All Senior Constables First Class will be eligible to progress to the new
Increment 7 after 12 months of service at Increment 6.

10.4.4 All members satisfying entry requirements as per Clause 10.4.1 and Clause
10.4.2, hold the rank of Senior Constable First Class. As per Regulation 5
(b) of the Police Regulations, 1999, the relative seniority as between 2
members of the same rank, the senior member is the member who has been
holding the rank continuously for the longer period of time. Should two
members have held the same rank for the same period of time, the member
whose previous rank was higher is the senior, or if the previous rank of
both was the same, the member who held that previous rank for the longer
period of time is the senior. If seniority has still not been distinguished,
then the member who has had the longest continuous service in the force
since permanent appointment as a constable is the senior.

10.4.5 The Commissioner of Police will determine the positions to which the rank
of Senior Constable First Class will apply.

10.5 Rank of Brevet Sergeant

10.5.1 A new rank of Brevet Sergeant will be introduced with an operative date of
1 January 2005.

10.5.2 The Commissioner of Police will determine the functions to which the
Brevet Sergeant rank will apply, and the parties will jointly develop the
criteria that will determine eligibility for the Brevet Sergeant rank within
those functions.

10



10.5.3 Senior Constables First Class who perform defined functions (as approved
by the Commissioner of Police) and who satisfy required competencies or
qualifications or other requirements, determined in accordance with Clause
10.5.2, will hold the rank of Brevet Sergeant.

10.5.4 Members who hold the rank of Brevet Sergeant will receive a payment of
$1,000 per annum in addition to their incremental salary.

10.5.5 The payment will form part of annual salary and apply for all Award, Long
Service Leave, Enterprise Agreement and superannuation purposes, and
will continue whilst the employee is absent on all other forms of paid
leave.

10.5.6 Members who work on a part-time basis will receive the payment on a pro-
rata basis.

10.5.7 The payment will be made fortnightly.

10.5.8 Members will hold the rank of Brevet Sergeant and receive the Brevet
Sergeant payment only for the period of time that they are performing the
recognised function within approved areas and satisfying the criteria
developed pursuant to Clause 10.5.2.

10.5.9 The Commissioner of Police retains the discretion to apply the Brevet
Sergeant rank to other function/s during the life of the Agreement, where
appropriate.

10.6 Rank of Sergeant

10.6.1 One additional incremental step (Increment 5) will be added to the top of
the Sergeant incremental salary range, as per Attachment 1.

10.6.2 All Sergeants will move to the new salary rates at their current increment
level, except those who have completed 12 months or more on the
previous top increment (Increment 4) who will move to the new Increment
5 on the date of restructure.

10.6.3 All Sergeants will maintain their current incremental progression date,
except those who progress to Increment 5 on the date of restructure as per
Clause 10.6.2.

10.7 Rank of Senior Sergeant

10.7.1 All Senior Sergeants will move to the new salary rates (as per Attachment
1) at their current increment level.

10.7.2 All Senior Sergeants will maintain their current incremental progression
date.

11



10.8 Rank of Inspector

10.8.1 Three incremental steps (Increments 2, 3 and 4) will be added to the top of
the current salary increment for the rank of Inspector, as per Attachment 1.

10.8.2 Inspectors will translate to the new structure according to the number of
years of service completed at the Inspector rank:

Less than 1 year Increment 1
Between | and 2 years Increment 2
Between 2 and 3 years Increment 3
Greater than 3 years Increment 4

10.8.3 An Inspector’s incremental progression date will be their date of
appointment to the rank of Inspector.

10.9 Rank of Chief Inspector

10.9.1 All Chief Inspectors will move to the new salary rate as per Attachment 1.

10.10 Rank of Superintendent

10.10.1  Three incremental steps (Increments 2, 3 and 4) will be added to the
top of the current salary increment for the rank of Superintendent, as per

Attachment 1.

10.10.2  Superintendents will translate to the new structure according to the
number of years of service completed at the Superintendent rank:

Less than 1 year Increment 1
Between | and 2 years Increment 2
Between 2 and 3 years Increment 3
Greater than 3 years Increment 4

10.10.3 A Superintendent’s incremental progression date will be their date of
appointment to the rank of Superintendent.

10.11 Ranks of Chief Superintendent and Commander

10.11.1  All Chief Superintendents and Commanders will move to the new
salary rates as per Attachment 1.

11. COMMUNITY CONSTABLES

11.1 A Community Constable who has completed three years of satisfactory
service will progress to Senior Community Constable. Satisfactory service
is determined by the employee’s supervisor in consultation with the
Community Constable Coordinator.

12



12.

11.2

11.3

11.4

11.5

Incremental progression for Senior Community Constables will be based on
12 months service on each incremental step with the additional requirement
that progression from Senior Community Constable Increment 2 to Senior
Community Constable Increment 3 will be contingent upon successful
completion of the Senior Community Constable Progression Assessment.

Two additional incremental steps will be added to the top of the
Unrestricted Community Constable salary ranges, as per Attachment 1.

Unrestricted Community Constables on the previous top increment
(Increment 2) will translate to the new structure according to the number of
years of service completed at the previous top increment:

Less than 1 year Increment 2
Between 1 and 2 years Increment 3
Between 2 and 3 years Increment 4

All Unrestricted Community Constables will maintain their current
incremental progression date.

ON CALL ALLOWANCES AND GUIDELINES

On Call is a method whereby the nominated employee is available to be recalled
to duty at short notice.

The parties’ aims in respect to Clause 13 of the Police Officers Award relative to

On Call are:

e To meet OHS & W obligations

e To provide best practice service delivery

e To ensure employees have a fair and equitable working environment, and
e To ensure the guidelines are consistent with the Police Officers Award and

this Enterprise Agreement.

In lieu of Clause 13 (a) and (b) of the Police Officers Award:

12.1

12.2

Employees bound by this Agreement who are rostered on call for a single
night or part thereof, or a period between successive shifts or part thereof
will receive an additional amount for each specified on call period. The
rates are:

e From 1 July 2004 $11.70
e From 1 October 2004 $12.11
e From 1 October 2005 $12.53
Employees bound by this Agreement who are rostered to be on-call during

any part of a Saturday, Sunday, Public Holiday that they are not required to
work, or any other day that an employee would normally be rostered off

13



12.3

12.4

12.5

12.6

12.7

12.8

duty (including a programmed day off) will receive an amount as shown
below. The rates are:

e From I July 2004 $23.30
e From 1 October 2004 $24.12
e From 1 October 2005 $24.96

These rates will increase to maintain equivalence with the on call allowance
rates payable under the successor to the South Australia Government
Wages Parity Enterprise Agreement, 2001.

SAPOL will not, as a matter of course, require any employee to be on call
more frequently than 7 days in every 21 days. Notwithstanding, the
operational requirements of specific functions may require more frequent
on call requirements. Such arrangements will be the exception. No
employee however, should be rostered or required to be on call more
frequently than a total of 7 days in every 14 days. Any arrangement that
would require an employee to be on call more frequently than 7 days in
every 14 days must only be introduced where the employee concerned
genuinely agrees to it and be assessed with respect to the requirements of
the Occupational Health, Safety and Welfare legislation. Rostering of on
call will provide for a clear break between periods of on call of 7 clear days.
This does not preclude short notice changes to on call arrangements in
unforeseen circumstances.

A precise on call disposition roster will be posted in each workplace that
details periods where an employee is required to be on call. This roster will
give employees a minimum of 14 days notice of respective on call
requirements, with 28 days notice being given where possible. The
frequency, duration etc of being on call is to be established through
consultation with the employees affected and if requested by the employees,
their representatives, having particular regard to Occupational Health,
Safety and Welfare considerations.

If an employee on the on call roster wishes to interchange with another
employee on the roster, that employee may do so providing the approval of
the employee in charge is obtained before the normal finishing time and
that the interchange is consistent with Clause 12.4 of this Agreement. Every
reasonable request should be granted to an employee who wishes to
interchange their rostered on call requirement to assist that employee to
balance their work and family responsibilities.

Employees rostered on call will not be required to remain at home for the
whole time of the on call but may leave their home, provided that they can
be contactable by telephone or pager and be able to respond in reasonable
time to a call out to duty.

Employees who are rostered on call will be provided with and use any

equipment required for their work which may include a vehicle, mobile
phone or pager. Telephone rental and business call reimbursement

14



12.9

provisions contained in the SAPOL General Duties Manual are not affected
by these provisions and will continue to apply.

Where on call is a regular requirement of any particular position, the
position information document will clearly identify that requirement.
Notwithstanding that all police employees may be required to be on call for
specific occasions.

12.10 This clause will not apply to employees located at one and two police

12.11

officer country stations, officers attached to the Criminal Investigations
Branch employed at country stations with an establishment of less than
three Criminal Investigations officers, police officers stationed on the
Pitjantjatjara or Yalata Lands, officers in receipt of the Passive Duty
Allowance under Clause 13A of the Police Officers Award, officers
rostered for after hours duty, employees whilst actually engaged in a
declared field operation, or Officers of Police.

If an employee on call is unable to respond to duty due to illness, injury or
other unavoidable events, the employee is required to inform the workplace
supervisor or employee in charge as soon as reasonably practicable to allow
alternative on call arrangements to be initiated.

12.12 In circumstances where employees are aggrieved by the rostering of on call

12.13

and the matter cannot be resolved at the local level, a meeting will be
convened between the respective Officer in Charge for the area concerned,
Manager Industrial Relations Branch or delegate, and a PASA
representative. If the matter cannot be satisfied at this level, then stage three
of the dispute avoidance procedures contained in the Enterprise Agreement
2004 will be enacted.

Where an employee rostered to be on call, is recalled to duty, that employee
will receive the normal overtime provisions in accordance with the relevant
provisions of the Police Officers Award and relevant Enterprise Agreement.

13. LATE NIGHT SHIFT PENALTIES

In addition to Clause 10 (c) of the Police Officers Award, any shift finishing after
2.30 am but before 12 noon, will be regarded as a Late Night Shift for the
purposes of this Agreement.

The following rate will apply to a Late Night Shift:

e In lieu of the rate of 15 per cent in Clause 11 (a) of the Police Officers Award,
shift workers, excluding Officers of Police, whilst on Late Night Shift will, for
work in ordinary time, be paid an additional payment at the rate of 25 per cent
of the rates prescribed by this Agreement.

15



14. COMCEN ALLOWANCE

14.1

14.2

14.3

14.4

14.5

14.6

14.7

14.8

14.9

In lieu of Schedule 7, Clause 3 of the Police Officers Award, all employees,
excluding Officers of Police, employed as shift workers attached to Comcen
will be paid an additional payment at the rate of 23 per cent of the rates
prescribed by this Agreement.

The allowance will continue whilst an officer is absent on the following
paid leave entitlements:

e care of sick child

e urgent pressing necessity

e compassionate

e family carers

e maternity/adoption

The allowance will continue during periods when an officer is absent on
accrued time off in lieu of overtime regardless of the day or shift that has
been rostered.

The allowance will continue whilst an officer is on dayshift, eg attending as
a police witness in court.

The allowance will continue whilst an officer leaves an area temporarily to
attend training commitments providing the officer returns to an area where
the allowance is applicable at the completion of the training.

The allowance will continue whilst an officer is on Programmed Hours Off.

An officer seconded or transferred from a shift work roster to an area where
the allowance is applicable and where they are required to work shifts will
change over to the allowance on the day the transfer or secondment
commences and their shift work status will continue for annual leave
loading purposes.

The allowance will not be paid on any day that an officer is absent on sick
leave.

The allowance will not be paid on any day that an officer is absent on long
service leave or unpaid leave.

15. POLICE BAND

15.1

An allowance of 10 per cent of a member’s base salary will be paid
fortnightly to all Police Band Members, excluding Officers of Police, in lieu
of weekend and shift penalty rates. The allowance includes any Band work
performed in ordinary hours on Anzac Day. Work performed on other
public holidays will be paid in accordance with the Police Officers Award.
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15.2

15.3

15.4
15.5

15.6

15.7

15.8

15.9

Band members will be rostered off duty for a minimum of 19 full weekends
exclusive of annual leave and programmed hours off per financial year. A
full weekend will mean a Saturday and Sunday together. Police Officer
Award payments will apply in addition to the 10 per cent allowance for
each weekend day required to be worked which directly results in less than
19 full weekends being rostered off.

Band members will not be required to work for more than 57 pm shifts
rostered on a Monday to Friday per financial year. Police Officer Award
payments will apply in addition to the 10 per cent allowance for each
Monday to Friday pm shift in excess of 57 per financial year.

All members of the Police band will be classified as shift workers.

Band members will be rostered for shifts of eight consecutive hours
exclusive of meal breaks and not be stood down during a shift nor work
split shifts. Where performances or other activities require working hours in
excess of eight ordinary hours, recall provisions are to be utilised with Time
Off in Lieu (TOIL) arrangements as agreed in this clause of this Agreement.

Non-band duties will attract shift penalties and overtime pursuant to
Clauses 10, 11 and 12 of the Police Officers Award.

Overtime worked on band duties up to 30 hours per 28 day period will be
accrued as TOIL calculated on an hour for hour basis. Any overtime in
excess of 30 hours per 28 day period will attract Clause 12 of the Award
overtime conditions; that is, members will have the choice of paid overtime
or TOIL. The total of 30 hours will be calculated as the net overtime figure
per 28 days; that is, the total of all overtime worked less any TOIL taken in
that period. 28 day period means two consecutive 14 day pay periods.

Access to accrued TOIL will be granted at a time mutually agreed between
the employer and employee concerned. However, the employer may require
an employee to take accumulated TOIL in excess of 24 hours in accordance
with organisational requirements without financial disadvantage.

Administrative procedures associated with this clause will be maintained by
Band management on an ongoing basis to ensure compliance with
minimum requirements. Administrative procedures will be consistent with
and complement the PD39 time sheets which will accurately record start
and finish times, meal breaks, TOIL accrued and accessed and other
requirements of SAPOL’s form completion instructions.

15.10 For any period of overseas band commitment, SAPOL will consult with the

Police Association of South Australia regarding pay and conditions relative
to that commitment. Further, the parties agree to discuss minimum service
conditions for overseas, interstate and non-metropolitan Adelaide Band
commitments with a view to ratification of those conditions during the life
of this Agreement.
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16.

15.11 The allowance will continue whilst an officer is absent on the following
paid leave entitlements:

e care of sick child

e urgent pressing necessity
e compassionate

e family carers

e maternity/adoption

15.12 The allowance will continue during periods when an officer is absent on
accrued TOIL regardless of the day or shift that has been rostered.

15.13 The allowance will continue whilst an officer leaves an area temporarily to
attend training commitments providing the officer returns to an area where
the allowance is applicable at the completion of the training.

15.14 The allowance will continue whilst an officer is on Programmed Hours Off.

15.15 The allowance will not be paid on any day that an officer is absent on sick
leave.

15.16 The allowance will not be paid on any day that an officer is absent on long
service leave or unpaid leave.

ONE AND TWO PERSON STATIONS

The parties’ aims in respect to Clause 14 employees are:
e To meet OHS&W obligations
e To provide best practice service delivery
e To ensure that employees have a fair and equitable working environment
e To ensure the guidelines are consistent with the Police Officers Award and
this Agreement
To meet these aims, the parties agree to implement the following conditions:

16.1 Allowance Conditions

16.1.1 In lieu of Clause 14 (a) and (b) of the Police Officers Award, all Police
Officers employed in one or two person stations, or Country Investigation
Sections with an establishment of less than three, or stations on the
Anangu Pitjantjatjara Lands or Yalata Lands, will receive an Allowance of
32 per centum to reflect modern country policing duties that include traffic
policing as a core general duties requirement.
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16.1.2 Clause 14 (c¢) of the Police Officers Award no longer applies as the
allowance (in lieu of Clause 14 (a) and (b) of the Police Officers Award)
includes specific road traffic safety duty.

16.1.3 The allowance will continue whilst an officer is absent on the following
paid leave entitlements:

e (Care of sick child

e Urgent Pressing Necessity
e Compassionate

e Family Carers

e Maternity\Adoption Leave

16.1.4 The allowance will continue during periods when an officer is absent on
accrued Time Off in Lieu of Overtime regardless of the day or shift that
has been rostered.

16.1.5 The allowance will continue whilst an officer leaves an area temporarily to
attend training commitments providing the officer returns to an area where
the allowance is applicable at the completion of the training.

16.1.6 The allowance will continue whilst an officer is on Programmed Hours
Off.

16.1.7 The allowance will not be paid on any day that an officer is absent on sick
leave, long service leave or unpaid leave.

16.1.8 The Clause 14 Police Officers Award allowance is paid in lieu of penalties
prescribed by clauses 10, (excluding clause 10 (h)) 11, and 12 of the Police
Officers Award and their associated clauses in this Agreement.

16.1.9 Employees subject to this allowance are required to work according to
approved rosters for 10 days in each 14 day pay period. Four days in each
14 day pay period will be rostered as Rest Days Off (RDO). The parties
are committed to seeking an amendment to the Police Officers Award to
ensure that Clause 14 employees will be entitled to four rest days off duty
in each 14 day pay period.

16.1.10  Employees subject to this allowance are required to work an average of
152 hours over 28 consecutive days.

16.1.11  The number of ordinary hours to be worked in any day will not be less
than 8 hours, excluding meal breaks.

16.1.12  Recall to work on RDOs will be for an emergency or an urgent
requirement for immediate police attendance and will not form part of a

regular rostered duty that will in effect do away with the RDO.

16.1.13  Flexible rostering principles that apply throughout SAPOL will
generally apply for rosters associated with one and two person stations,
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with rosters designed to accommodate the provision of an appropriate
policing service to rural communities. With prior approval of the LSA
manager or delegate, Rest Days Off may be altered to accommodate
planned events and alternate RDOs should be rostered. Where there are
insufficient days in the current pay fortnight to enable 4 RDOs as a result
of the RDO alteration to accommodate a planned event, an alternate RDO
will be taken in the following pay fortnight.

This effectively permits rostered RDOs from one fourteen day pay
period to be deferred in to the next pay period when insufficient days
remain for all rostered RDOs to be taken in the current pay period.
SAPOL and PASA require particular attention to be given to health,
safety and welfare aspects associated with working on an excessive
number of consecutive days when the deferment of RDOs is being
contemplated. All rosters will continue to provide four RDOs in each
pay period. For administrative purposes, RDOs deferred into the next
period will be recorded as overtime (time off in lieu) in one period
and taken as time off in lieu in the next period.

16.1.14  Diversion of Telephones when on Rest Days Off:

(a) Members will divert telephones to the appropriate 24 hour Police

Station or another Station which has a police officer on duty when
rostered on RDOs, PDOs and Public Holidays (Rostered Off) to
ensure that those days are uninterrupted other than by a necessary
recall to duty.

(b) Recall to duty in accordance with Clause 16.1.14 (a) will be in

circumstances of an emergency or an urgent requirement for
immediate police attendance.

16.1.15  Recalled to work on a Rest Day Off (RDO) in the member’s Clause 14
Police Station District:

(a) Recall to duty for an emergency or an urgent requirement for

immediate police attendance where 4 hours or less are worked will
continue to be covered by the allowance.

(b) Recall to duty for an emergency or an urgent requirement for

(©)

immediate police attendance where more than 4 hours is worked,
will entitle the person to time off in lieu (TOIL) on an hour for
hour basis to the nearest 15 minutes for the time worked in excess
of 4 hours, with no option for payment.

A second or subsequent recall to duty for an emergency or an
urgent requirement for immediate police attendance on the same
RDO (regardless of the amount of time worked on the first recall)
will entitle the person to Time Off in Lieu (TOIL) on an hour for
hour basis to the nearest 15 minutes for all time worked (excluding
the first recall if 4 hours or less).

16.1.16  Recalled to work on a Rest Day Off into another Clause 14 Police
Station District:
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Recall to duty for an emergency or an urgent requirement for police
attendance will entitle the person to time off in lieu (TOIL) on an
hour for hour basis to the nearest 15 minutes with no option for
payment for all hours worked.

16.1.17  Recalled to work on a Rest Day Off into a non Clause 14 Police
Station District:

Recall to duty for an emergency or an urgent requirement for police
attendance will entitle the person to payment at overtime rates in

accordance with Clause 12 of the Police Officers Award in addition
to the Clause 14 allowance whilst undertaking duties in that district.

16.1.18  Rostered to work in a non Clause 14 Police Station District on a
Saturday, Sunday or Public Holiday for a Specific Rural Event or
Operation:

In lieu of the Clause 14 allowance a payment at the Award rates of
50% for a Saturday or Sunday and 150% for a Public Holiday will

apply.
16.1.19  Recalled to work on Programmed Day Off (PDO):

(a) No additional payment as this requirement is included in the Clause
14 allowance.

(b) An alternate PDO will be granted if recalled to work within the
rostered shift hours for that day.

(c) If recalled to work outside of the rostered shift for that day no
additional payment or alternate PDO as the PDO has been taken.

16.1.20  Work on Public Holidays in own Clause 14 Police Station District:

(a) May be rostered to work for up to 5 Public Holidays in any financial
year without additional payment.

(b) May be recalled to work on a public holiday that has been rostered
for work (1 of the 5 public holidays in a financial year) without
additional payment.

(c) Entitled to Clause 12 of the Police Officers Award public holiday
penalty rates (150%) in lieu of the Clause 14 allowance if rostered
to work on a public holiday after having worked 5 public holidays
for that financial year.

(d) Entitled to Time Off in Lieu (TOIL) if recalled for an
emergency/urgent requirement for police attendance on a public
holiday that has been allocated as a grace day (i.e. over and above
five public holidays that have been worked or rostered to work).

16.1.21  Clause 14 workers directed to work on independently funded road
safety initiatives (e.g. State or Federally funded RBT operations) will be
paid in addition to the Clause 14 allowance, the applicable penalties when
required to work in circumstances for which those penalties would have
been payable if the employees were shift workers, if the operation is

21



conducted outside of their allocated district. Those penalty payments will
only apply to the actual hours worked on independently funded road safety
initiatives.

16.2 Overtime

16.2.1

16.2.2

16.2.3

16.2.4

16.2.5

16.2.6

There are two types of activities that occur outside of ordinary hours that
are categorized as overtime for employees subject to this allowance. These
can be defined as follows:

i. Tasking / Emergency Overtime:-Where an employee is directly
required to respond for an emergency or an urgent requirement for
police attendance. This overtime will come under one or more of the
category codes listed on the rear of the PD 39 Time sheet.

ii.  Self Generated Overtime:-Where an employee creates overtime
other than where there is a necessity for the employee to return to
duty for an emergency or an urgent requirement for police
attendance. The employee has control over this overtime and has
alternatives available other than an immediate return to duty. Those
alternatives may include changing rostered hours of duty to meet
known commitments. Employees are not required to return to duty to
service routine public inquiries on RDOs, PDOs or other occasions
out of ordinary rostered hours.

Members are required to obtain prior authority to work overtime from the
LSA Manager, Senior Sergeant or shift manager. When it is not practicable
to obtain this authority, the LSA Manager, Senior Sergeant or shift
manager will be informed of the overtime being worked as soon as it is
practicable in order that approval is obtained.

Self-generated overtime is to be strictly controlled, and to that end will be
recorded on the PD 39 under the code S.G.

Other than in exceptional circumstances where overtime is necessary, it
will be so arranged that employees have at least 8 consecutive hours off
duty between work on successive days. Employees will not return to duty
within the 8 consecutive hours off duty period without the approval of the
LSA Manager or Senior Sergeant, and then only for an emergency or an
urgent requirement for police attendance.

Recall to duty outside of rostered hours will be in response to an
emergency or an urgent requirement for police attendance. Telephones will
be diverted when employees are on RDOs, PDOs or out of their district, or
have been relieved from duty by their LSA Manager or Senior Sergeant.

Where employees subject to this allowance are rostered to work outside of
their station district by the LSA Manager or Senior Sergeant, alongside
employees in receipt of shift and or overtime penalties, they are to receive
overtime payments for all time worked in excess of eight ordinary hours.
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16.3 Managerial Guidelines

16.3.1

16.3.2

16.3.3

16.3.4

16.3.5

16.3.6

Managers responsible for employees subject to this allowance are to
ensure that the hours and days on which Police Station Offices will be
open for the public for routine police matters are clearly advertised at the
front of the station and that the community is made aware of them. Such
hours and days are to be developed through consultation with stakeholders.
Employees will not be required to return to duty to service routine station
orientated matters outside the identified hours / days or whilst on RDOs
and PDOs.

Where prior notice of commitments outside of normal working hours is
received, hours of duty are to be adjusted where practicable to include such
commitments in the ordinary hours of work for that day.

Employees will not ordinarily be required to return to duty on RDOs and
PDOs except for an emergency or an urgent requirement for police
attendance.

LSA Managers or Officers in Charge are to ensure that adequate coverage
is provided at all times for emergency deployment whilst employees are on
RDOs and PDOs or absent from their district.

Employees are to be clearly instructed by managers that they are to have
four RDOs during each fourteen-day pay period. (Refer to Clause 16.1.13
where insufficient days remain in a current pay period)

It is incumbent upon both managers and employees to adhere to these
guidelines. The purpose of these guidelines is to ensure a consistent
approach across SAPOL for Clause 14 workers. Clause 14 workers have
unique policing responsibilities to the community in which they serve, and
should generally not be required to perform extraneous duties outside of
their geographical district. It is recognised however, that all police have an
obligation to assist where ever needed. If this occurs, then LSAs may incur
additional penalty entitlements for this group of employees in accordance
with these guidelines or relevant Police Officers Award/Enterprise
Agreement provisions to compensate them for the additional social
dislocation incurred.

16.4 Telephones

16.4.1

16.4.2

Managers and Officers in Charge will ensure that appropriate
arrangements and facilities are in place to ensure that employees who
remain in their station district on RDOs and PDOs are able to be contacted
and deployed for immediate emergency response.

Managers and Officers in Charge are to ensure that both the station to
which telephones are diverted and/or the nearest 24 hour Police Station are
aware of arrangements made for coverage whilst the employee is on an
RDO or PDO or absent from their district.
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16.4.3

16.4.4

Employees may with the approval of the LSA Manager or delegate divert
telephones to a neighbouring station or the nearest 24 hour station after a
period of extended duty or overtime, to ensure the employee has a period
of 8 consecutive hours rest between shifts. Agreement must be reached on
when the telephone diversion will commence and finish, on the clear
understanding that the employee may still be required to respond for an
emergency or an urgent requirement for police attendance during the
period of diversion and only if able to do so.

For the purpose of ensuring employees have adequate rest after periods of
extended duties LSA Managers may direct an employee to be relieved of
duty to allow them a period of at least 8 consecutive hours off duty.
Arrangements for adequate coverage of the police area during this period,
including for telephone diversion and emergency response, are to be made
by the LSA Manager.

16.5 Station Reliefs

16.5.1

16.5.2

16.5.3

16.5.4

Two person stations or units will not as a general rule be provided with a
relief member whilst one member is absent on leave or for some other
purpose unless an assessment of operational requirements and efficiency
coupled with service delivery, indicates a need to do so. The decision to
relieve those positions remains with the LSA Manager.

Distance between neighbouring stations, work load, seasonal and local
conditions are factors that will be considered in determining whether a one
person station or unit is to be provided with a relief officer during the
absence of the incumbent employee.

Managers are to ensure sufficient arrangements are in place to provide
adequate coverage to those stations/units or areas if a relieving officer is
not provided. Due regard will be given to operational requirements and
efficiency, service delivery, occupational health, safety and welfare, and
employee social and family considerations.

The second officer at two person stations or units may be used to relieve
other stations or units where the allowance applies. This option may be
used as a developmental strategy for those officers to gain wider
experience. This may require the officer to travel daily from the home
station to the station or unit where relief is being provided. The relieving
officer will have responsibility for emergency and tasking responses in the
area being relieved, and will have access to a SAPOL vehicle for this
period for the purpose of travelling to and from the area being relieved.

16.6 Occupational Health, Safety & Welfare

16.6.1

Managers and employees have a duty to ensure that safe working practices
are adopted in respect of employees subject to this allowance.
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17.

16.6.2 Employees are not to work excessive hours without periods of at least 8
consecutive hours of rest.

16.6.3 Excessive hours means any period of continuous duty which exceeds 12
hours or where an employee has worked so much overtime as to be too
fatigued to be able to work safely.

16.6.4 Employees will have the right to consult with their LSA Manager at any
time they are directed to undertake any duty when they believe they are so
fatigued as to be unable to carry out that duty safely.

16.6.5 The LSA Manager will ensure employees are not directed to undertake
duties whilst fatigued, in particular the driving of vehicles after excessive
hours of duty or overtime. Managers are to make arrangements for the
relief of employees who have worked excessive hours, and this may
include allowing for a period of at least 8 consecutive hours off duty.

16.6.6 Managers and employees are to ensure that the policies and directions
contained in General Order 8540 (Occupational Health and Safety) are
complied with.

16.6.7 In circumstances where employees are aggrieved by the application of
these guidelines, for example, the amount of overtime or the number of
P.M. shifts and/or weekends being worked and the matter cannot be
resolved at the local level, a meeting shall be convened between the
respective Assistant Commissioner and the Officer in Charge for the area
concerned, Manager Industrial Relations and a PASA representative. It is
expected that the outcome of any such meeting will provide a satisfactory
resolution to a particular grievance in accordance with the Enterprise
Agreement Grievance and Dispute Avoidance procedures.

16.7 Guidelines Review

16.7.1 The parties agree to periodically review these guidelines and make agreed
changes where appropriate to ensure continued relevance and application.
If changes sought to these guidelines are not agreed between the parties
then the matter will be dealt with in accordance with the Enterprise
Agreement Grievance and Dispute Avoidance Procedures.

SENIOR SERGEANTS

17.1 Senior Sergeants Additional Responsibilities Allowance (ARA)

17.1.1 The Senior Sergeants ARA will continue to be paid at a rate of 2.5 per cent
of the individual’s base rate, to Senior Sergeants receiving the allowance

on the date of restructure, and will be discontinued from the beginning of
the first pay period commencing on or after 1 October 2006.
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17.1.2 Members relieving in Senior Sergeant positions on the date of restructure

will continue to receive the ARA until that period of relieving ceases.

17.1.3 Other than for periods of paid leave the ARA will not form part of annual

17.2

salary and will not be included for the purposes of calculating any other
Award/Agreement entitlements (eg overtime, shift allowance, etc) or
superannuation.

Senior Sergeants Review (2003)

As a consequence of the 2003 Senior Sergeants’ Review, during the life of
this Agreement, SAPOL will conduct an examination of the work
performed by those positions classified as Senior Sergeant in order to
determine which Senior Sergeant positions are appropriate for
reclassification to a new rank between Senior Sergeant and Inspector. The
new rank will be introduced from 1 July 2007, as a part of the next
enterprise agreement for SAPOL. Prior to commencement of the
examination of the Senior Sergeants positions, the parties will confer on the
process and criteria to be used for the conduct of the examination.

18. PROSECUTION

18.1

18.2

18.3

18.4

18.5

18.6

18.7

A Prosecutors Retention Payment (PRP) will be introduced in order to
attract and retain appropriate personnel to the role of prosecutor.

Prosecutors, excluding Officers of Police, who are appointed to permanent
positions in Criminal Justice Sections or other areas where they provide
prosecutorial services, will receive the payment.

A payment of $3000 per year will be made to all prosecutors for the first
two years of service. After two years of satisfactory service across all
prosecutorial roles (legal research, adjudication, advocacy, prosecution) the
payment will increase to $5000 per year.

The payment will not form part of annual salary and will not be included
for the purposes of calculating any other Award/Agreement entitlements
(eg. overtime, shift penalties, etc) or superannuation. The payment will
continue whilst the member is absent on all forms of paid leave.

Prosecutors who work on a part-time basis will receive the payment on a
pro-rata basis.

The payment will be made fortnightly.
The payment will continue whilst a member leaves an area temporarily to

attend training commitments providing the member returns to the area
where the payment is applicable at the completion of the training.
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19.

20.

18.8 The payment will cease to be paid to a prosecutor from the date of his/her
transfer to any position outside of a Criminal Justice Section or other area to
which this payment applies.

18.9 Where an officer is appointed into a permanent position within a Criminal
Justice Section having performed a period of continuous relieving or
secondment, the officer is eligible to have that period of relieving or
secondment counted as service for the purpose of calculating payment
entitlements.

18.10 Should a member return to, and be re-appointed to, a position within a
Criminal Justice Section within 5 years of previous service within a
Criminal Justice Section or other area where prosecutorial services are
provided, that previous service will count towards aggregation of time in
calculating the level of payment to be made to the officer.

RESTRUCTURING ALLOWANCE

All employees in receipt of the restructuring allowance via Clause 14 of the South
Australia Police Department Ordinary Rank and Non Commissioned Officer
Enterprise Agreement 1998, on the date of the approval of this Agreement, will be
paid an allowance of $800 per annum, effective 1 July 2004, 1 July 2005 and 1
July 2006. The allowance only applies whilst the employees hold their current
rank and will not be extended to any further employees.

PEGGED EMPLOYEES

Any employees in receipt of a “pegged” rate of pay will not receive the increases
referred to in this Agreement, unless the increase to the substantive rate of pay for
an employee’s classification brings that rate up to an amount higher than the
pegged rate. In this case, the increase payable will be the difference between the
new substantive rate and the pegged rate. Once the rate of pay for the employee’s
classification equals or exceeds the employees pegged rate, the employee will, for
all purposes, be regarded as not being subject to a pegged rate of pay.

PART D - WORKING CONDITIONS AND ENTITLEMENTS

21.

FLEXIBLE ROSTERING
21.1 Flexible Rostering Guidelines

SAPOL will continue with the concept of flexible rostering that enables
each workplace to roster staff to meet service delivery requirements.

Flexible Rostering Guidelines are as follows:
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21.1.1

21.1.2

21.1.3

21.1.4

21.1.5

21.1.6

21.1.7

21.1.8

21.1.9

All rosters must comply with the Police Officers Award and any associated
Enterprise Agreement conditions, and be developed at the local level in
consultation with the employees who will be working the roster.

The circadian method of rostering with the basic roster pattern following a
day, afternoon and night shift cycle is recommended. Sample rosters will
be available from the Industrial Relations Branch to assist Local Service
Areas in the design of rosters to meet local needs.

The locally approved rosters will be registered on the Human Resources
Management System and will be indicative to clearly identify that
managers retain the capacity to modify the numbers of people on any shift
or day to maintain effective service delivery and to allow for training,
developmental and other contingencies.

Roster cycles must not exceed 18 weeks to accommodate administrative
requirements of the payroll segment of the Human Resource Management
System.

A precise disposition roster will be posted in each work place which
details specific shift commencement times for all employees. This roster
will give employees a minimum of 14 days notice of respective shift
starting times, programmed hours off and rest days off, with 28 days notice
being given where possible. This does not restrict the discretionary ability
to alter shifts at short notice in accordance with the Award.

A high degree of predictability is to be achieved where possible to assist
employees in accommodating their family responsibilities and other non-
work related personal activities. Shift starting times and rest days are to be
structured to provide partners with compatible working arrangements
where possible.

A Request Book will be maintained at each workplace where employees
may formally identify personal rostering requirements for consideration by
the local Rostering Coordinator in advance of the compilation of the
disposition roster.

Rostering practices will not generally maintain a fixed team structure nor
shall they be constrained by the need to maintain regulated shift starting
times. Staggered shift starting times may be utilised to meet varying
workloads and to assist with employee family commitments.

Whilst there are no maximum or minimum number of PM shifts that can
be worked, nor a minimum number of weekends that will be rostered off,
rosters will be designed to achieve an equitable range of PM shifts and
weekends on duty through the roster cycle. In normal circumstances, it is
recommended that clear weekends off duty should represent at least 33 per
cent of the indicative cycle roster.
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21.1.10  The maximum number of consecutive PM shifts (either afternoon or
night) should be limited to seven and, where practicable, no more than
four.

21.1.11  Grievances associated with rostering are to be resolved in accordance
with the established dispute resolution procedures as detailed in the
Enterprise Agreement.

21.2 Flexible Shiftwork Allowance (FSA)

21.2.1 The FSA will apply to all full-time police officers not being Officers of
Police, who are required to work shifts in Branches, Sections and Units
listed in Attachment 2.

21.2.2 Any police officers not being Officers of Police, who are working part-
time in Branches, Sections and Units listed in Attachment 2, will have the
option of receiving the FSA on a pro-rata basis in lieu of the provisions
contained in Clause 10A of the Police Officers Award.

21.2.3 An allowance of 18.5% of an officer’s base salary is to be paid fortnightly
in lieu of penalty payments provided in Clause 10 (Hours of Work), Clause
11 (Shift Work Allowance for Shift Workers), and where applicable,
Clause 10A (Part-time Employment) of the Police Officer’s Award. The
allowance is to be exclusive of penalty payments for work on public
holidays, and overtime.

21.2.4 For the purposes of FSA, “required to work shifts” means an officer
allocated to an approved indicative roster which requires the officer to
work on any day, afternoon or night shifts rotating on any two or three of
such shifts.

21.2.5 Employees in receipt of the allowance will be required to participate in
flexible rostering with varied work patterns which will be driven by the
problem-solving philosophy of crime management operating within
SAPOL.

21.2.6 Predictable patterns of work will be maintained wherever practicable,
however flexible working arrangements are a key objective of the
allowance. Indicative roster cycles will continue to be approved by the
relevant managers in consultation with the employees affected by the
roster. The Flexible Rostering Guidelines set out in Clause 21.1 (excluding
Clause 21.1.9) will apply to employees in receipt of the FSA.

21.2.7 Indicative rostering will limit the maximum number of PM shifts worked
to an average of one third of the roster cycle, and weekend days worked to
two thirds of the roster cycle. Operational circumstances may require
individual employees to work in excess of the aforementioned limits.

21.2.8 In circumstances where employees are aggrieved by the number of PM

shifts and/or weekends being worked, and the matter cannot be resolved at
the local level, a meeting will be convened between the respective
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Assistant Commissioner, the Officer in Charge of the area concerned,
Manager Industrial Relations and a PASA representative. It is expected
that the outcome of any such meeting will provide a satisfactory resolution
to a particular grievance in accordance with the Flexible Rostering
Guidelines.

21.2.9 Employees attached or seconded to the identified areas in Attachment 2,
that are required to work shifts will be paid the allowance in recognition of
their need to work flexible hours incorporating shifts and weekends

21.2.10  Where an officer agrees, RDOs from one pay period may be deferred
to the next pay period. This effectively permits rostered RDOs from one
fourteen day period to be deferred to the next pay period when insufficient
days remain for all rostered RDOs to be taken in the current pay period.
SAPOL and PASA require particular attention to be given to health, safety
and welfare aspects associated with working on an excessive number of
consecutive days when the deferment of RDOs is being contemplated. All
rosters will continue to provide four RDOs in each pay period. For
administrative purposes, RDOs deferred to the next period will be recorded
as overtime (time off in lieu) in one period and taken (as time off in lieu)
in the next period.

21.2.11  The allowance will continue whilst an officer is absent on the
following paid leave entitlements:
e care of sick child
e urgent pressing necessity
e compassionate
e family carers
e maternity/adoption
21.2.12  The allowance will continue during periods when an officer is absent

on accrued time off in lieu of overtime regardless of the day or shift that
has been rostered.

21.2.13  The allowance will continue whilst an officer is on dayshift, eg
attending as a police witness in court.

21.2.14  The allowance will continue whilst an officer leaves an area
temporarily to attend training commitments providing the officer returns to
an area where the allowance is applicable at the completion of the training.

21.2.15  The allowance will continue whilst an officer is on Programmed Hours
Off.

21.2.16  An officer seconded or transferred from a shift work roster to an area
where the allowance is applicable and where they are required to work
shifts will change over to the allowance on the day the transfer or
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22,

23.

secondment commences and their shift work status will continue for
annual leave loading purposes.

21.2.17  Employees in receipt of the allowance will be classified as shift
workers for the purpose of annual leave loading and will receive a loading
of 20% of base salary.

21.2.18  The allowance will not be paid on any day that an officer is absent on
sick leave.

21.2.19  The allowance will not be paid on any day that an officer is absent on
long service leave or unpaid leave.

21.2.20  During the life of the Agreement, other areas identified as requiring the
FSA by either party and agreed by both parties to this Agreement will, if it
is agreed by the majority of employees attached to that area, have the
ability to receive the FSA.

21.2.21  Attachment 2 provides further details.

FAMILY CARERS’ LEAVE

The parties to this Agreement agree that employees who have exhausted their
entitlements with respect to Special Leave with Pay — Sick Child/Urgent or
Pressing Necessity, may access up to five working days (40 working hours) of the
employee’s paid Sick Leave entitlement in any one year to provide support for a
family member.

22.1 The family member is either a member of the employee’s household or a
near relative of the employee as defined in the State Equal Opportunity Act,
1984;

22.2 the employee must have responsibility for the care of the family member;

22.3 the employee must declare that the period of absence was necessary and
unavoidable; and

22.4 the employee must produce satisfactory evidence of sickness of family
member, if requested.

MATERNITY LEAVE / ADOPTION LEAVE

23.1 An employee who has completed 12 months of continuous service prior to
the expected date of birth of their child will be eligible to apply for eight
weeks of paid maternity leave.

23.2 An employee who has completed 12 months of continuous service before

the date of taking custody of an adopted child is entitled to eight weeks of
paid adoption leave.
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233

23.3.1

23.3.2

2333

23.3.4

23.3.5

23.3.6

23.4

23.5

The following conditions apply to an employee applying for paid maternity
leave or paid adoption leave:

An employee will be entitled to eight weeks at the ordinary rate of pay
from the date maternity / adoption leave commences. The eight weeks paid
leave is to be inclusive of any public holiday or programmed hours off
which may fall during the period of leave. The eight weeks paid maternity
/ adoption leave therefore, is not extended by any public holidays or
PDO’s that fall during the period of paid leave.

At the time of applying for paid maternity/adoption leave, the employee
may elect in writing:

(a) To take the leave at half pay in which case, notwithstanding any
other clause of this Agreement, the employee will be entitled
during the 16 weeks, to be paid at half the ordinary rate of pay
from the date maternity/adoption leave commences; or

(b) To take the paid maternity/adoption leave in 2 periods of 4 weeks
during the first 12 months of the commencement of their paid
leave; or

(c) A combination of (a) and (b)

Any employee who is subject to Section 27 (4) of the Police Act, 1998
(Probationary Appointment), who elects to take maternity/adoption leave
at half pay pursuant to Clause 23.3.2, will be considered to be on leave
with pay for 8 weeks.

Paid leave may be taken in conjunction with annual leave, long service
leave and other parental leave.

The total of paid maternity leave and unpaid parental leave is not to exceed
104 calendar weeks in relation to the employee’s child. For the purposes of
Clause 23, child includes children of a multiple birth/adoption.

Up to 52 weeks (in total) of paid maternity leave and unpaid parental leave
will count as service pursuant to Regulation 49(5) of the Police
Regulations, 1999. Parental Leave in excess of this 52 weeks will not be
counted as service.

Part-time employees will have the same entitlements to paid maternity /
adoption leave as full-time employees on a pro-rata basis according to the
average number of contracted hours during the immediately preceding 12
months (disregarding any periods of leave).

During periods of paid maternity / adoption leave or parental leave, sick
leave with pay will not be granted for a normal period of absence for
confinement. However, any illness arising from the incidence of the
pregnancy may be covered by sick leave to the extent available, subject to
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the usual provisions relating to production of a medical certificate and the
medical certificate indicates that the illness has arisen from the pregnancy.

24. SALARY SACRIFICE

25.

Voluntary Salary Sacrifice provisions, on a cost neutral basis, as presently
provided for public sector employees by virtue of the South Australian
Government Wages Parity Enterprise Agreement 2001 or its successor, are
available for all staff.

TIME OFF IN LIEU OF OVERTIME (TOIL)

25.1

25.2

253

25.4

25.5

25.6

25.7

During the same pay period in which the overtime is worked, an employee
may request equivalent time off in lieu of payment, and in such case the
time off in lieu may be granted at a time mutually agreed between the
employer and employee concerned. Time off in lieu of overtime is
calculated on an hour for hour basis.

Once an employee requesting time off in lieu of payment for overtime
(Clause 12 of the Police Officers Award) receives authority for time off in
lieu of payment, all entitlement to future payment for that overtime is
forfeited. Notwithstanding, employees separating from SAPOL at short
notice without the opportunity to access any accrued TOIL will receive the
equivalent payment previously due for the overtime.

An employee may request time off in lieu of payment for attendance at
community programs or for other activities outside of ordinary hours
providing the attendance at the community program or participation in the
activity is authorised prior to attendance by a senior sergeant or above. This
time off in lieu option is only to be initiated at the employee’s request as it
does not contemplate any option for payment for the overtime.

For the purposes of Clause 25.3, “other activities” does not include
operational activities related to normal service delivery such as patrols,
attending sporting or special events, RBT operations, et cetera.

If the time off cannot subsequently be granted at the mutually agreed time
because of justifiable SAPOL requirements, the employee will renegotiate
another mutually agreed time.

Employees with accrued TOIL in excess of twenty four hours may be
directed to take time off equivalent to the excess hours by a senior sergeant
or above in accordance with organisational requirements, without financial
disadvantage.

Overtime that is to be taken as TOIL must be recorded on the timesheet.
When the time off is taken, timesheets must show a reduction in ordinary
hours which related to time off in lieu of overtime as per administrative
instructions.
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26.

27.

25.8 Employees’ pay advice slips will show accrued time in lieu in hours.

25.9 This provision excludes Officers of Police and members assigned to the
Police band whilst conducting Band duties.

OVERTIME WORKED AS A RESULT OF RECALL

In lieu of Sub-clause 12 (e) (iii) of the Police Officers Award, where an employee
is recalled to duty, the time so worked will interrupt the eight consecutive hours
off duty provision of Clause 12 (i) of the Award and actual time worked will count
for the purposes of Clause 12 (i).

PROGRAMMED HOURS OFF
This clause does not apply to Officers of Police.
In lieu of Clause 10 (h) of the Police Officers Award:

27.1 Within every period of 28 consecutive days each employee will be entitled
to 8 consecutive working hours off duty (not occurring on a public holiday)
without loss of pay and such hours will be known as Programmed Hours
Off.

27.2 Notice will be given at least 28 days prior to the hours off and once
designated, the programmed hours off will not be changed except by;

e Mutual consent of the Commissioner of Police or delegate and the
individual employee concerned, or

e The employee being recalled to work. In these circumstances, the
employee may be granted an alternative number of programmed hours
off equal to the number initially designated. No additional payment will
be made with respect to work performed during the programmed hours
off unless more than the designated hours are worked.

27.3 However, nothing contained in this Agreement will entitle an employee to
more than 96 programmed hours off in a period of 12 calendar months.

27.4 Employees posted to a one or two person country unit/station, and remote
stations, may accrue programmed hours off to a maximum of 96 hours per
annum. Country units/stations will mean units/stations located outside
Metropolitan Adelaide as defined by the Development Plan established
under the Planning Act, 1982.

27.5 Police cadets at training camps or undertaking the academic phases at the
Police Academy, Fort Largs, will not be entitled to programmed hours off.
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28.

29.

27.6

27.7

27.8

Police cadets not at training camps or not undertaking the academic phases
at the Police Academy, Fort Largs, are entitled to programmed hours off.

However, where it is not practical for cadets to take programmed hours off
in each period of 28 days, then the programmed hours off may accrue to be
taken at the end of the training period.

Where possible programmed hours off should be rostered so that they may
be taken in conjunction with rest days off duty.

SICK LEAVE / ANNUAL LEAVE IN WORKING HOURS

28.1

28.2

28.3

28.4

28.5

28.6

The provisions of Clause 19 of the Police Officers Award will apply except
to the extent that sick leave will be credited and debited on an hourly basis.

An employee’s sick leave hour credit will be calculated by multiplying the
entitlements to days (ordinarily being 12 working days subject to
proportionate entitlements and other variations) by 8.

For any period during which an employee is absent on sick leave with full
pay, the employee will be deemed to have taken sick leave for the number
of working hours equal to the number of hours the employee would have
been required to be on duty, if they had not been absent on sick leave.

The provisions of Clause 21 of the Police Officers Award will apply except
to the extent that annual leave will be credited and debited on an hourly
basis.

An employee’s annual leave hour credit will be calculated by multiplying
the total working day entitlement (ordinarily being 30 working days subject
to proportionate entitlements and other variations) by 8.

For any period during which an employee is absent on annual leave, the
employee will be deemed to have taken the number of hours equal to the
number of hours the employee would have been required to be on duty if
they had not been on annual leave, provided that no debit will be made for a
public holiday falling on a Monday to Friday.

ANNUAL LEAVE LOADING PAYMENTS

29.1

29.2

Annual leave loading for all employees will be paid at the day worker rate
of 17.5 percent with the balance (where applicable for shift workers) being
paid at the end of each financial year. This is done to reduce the incidence
of overpayments of leave loading to employees and thus reduce the manual
administrative time needed to recoup payments.

Employees may elect to receive annual leave loading payments at the start

of the leave as a single whole payment or be paid per fortnight whilst on
leave.
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29.3 This clause does not apply to Officers of Police.

PART E — CAREER PROGRESSION

30. INCREMENTAL PROGRESSION

30.1 Clause 15 — Mixed Functions

30.1.1 Subject to Clause 30.2.1, a person required to perform the duties of a
position carrying a higher rate of pay in accordance with Clause 15 of
the Police Officers Award will be paid at a rate equivalent to the rank
of the position for which the higher duties are performed at the first
increment level of that rank for the period that the higher duties are
paid.

30.1.2 For the purposes of this Clause, ‘a position carrying a higher rate of pay’
means a prescribed promotional position as defined by Section 53 of
the Police Act, or a temporary holding position which has been
determined by the relevant Assistant Commissioner or Director as
having a work value equivalent to the rank of Senior Constable First
Class, Sergeant or Senior Sergeant.

30.2 Aggregation of Mixed Function Periods

30.2.1 A person who has performed higher duties commencing on or after 19
November 1998, for aggregated periods of twelve months will receive the
next increment level for subsequent periods of relief, or for appointment to
an NCO rank, except that:

i. there will be no aggregation of higher duty periods in constable /
senior constable positions from 1 October 2004.

30.2.2 Aggregation of higher duty periods for Officers of Police will be allowed
following the completion of twelve months of service at the highest
increment of their substantive rank.

30.3 Continuous Relieving Provision
30.3.1 Where a member is appointed into a promotional position at the rank at
which he/she is performing continuous higher duties relieving for a period

of less than twelve months, the member is eligible to receive a backdated
incremental date to the commencement of that continuous relieving period.

36



31.

32.

OFFICER EXTENDED DUTIES

In lieu of the 80 per cent extended duties allowance prescribed in Clause 15A of
the Police Officers Award, the allowance will be 100 per cent.

SENIOR CONSTABLES

In situ promotion is a process whereby employees who have met all criteria for
promotion to a particular rank will be able to progress to that rank in the role they
are currently performing.

32.1 In Situ Progression Process

32.1.1In situ progression from Constable to Senior Constable will occur 5 years
after permanent appointment (5 years of service at the rank of Constable),
subject to qualification for the rank of Senior Constable.

32.1.2 Constables who become Senior Constables through in situ progression will
progress according to years of service through the Senior Constable
incremental range up to and including Increment Level 6.

32.1.3 To facilitate in situ progression, PIDs will be grouped into the following
categories:

o Constable/Senior Constable PIDs
e Senior Constable First Class PIDs

e Senior Constable First Class PIDs with service conditions
including the availability of Brevet Sergeant rank.

32.1.4 There will be no higher duties relieving in Constable/Senior Constable
positions.

32.1.5 Members who join the Police Band after 1 October 2004 will only be
eligible to progress to Senior Constable provided they are able to meet
normal recruit entry standards and successfully complete all aspects of the
Constable Development Program (which includes a Recruit Training
Course and a period as a Probationary Constable during which they are
required to demonstrate designated workplace competencies) prior to
satisfying the requirements for in situ progression as provided in Clause
32.1.1.

32.2 Transition Arrangements

32.2.1 As per the Increment Progression Policy in SAPG 167/02, aggregated
periods of higher duties relieving in Senior Constable positions between
the dates of 19 November 1998 and 1 October 2004, which are of twelve
months, will be recognised for the purposes of determining the Senior
Constable incremental level to which a Constable, eligible for in situ
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promotion, may proceed. In exceptional circumstances, long-term higher
duty performance prior to 19 November 1998, may be aggregated. From 1
October 2004, Clause 30 of this Agreement will apply with respect to
incremental progression.

32.2.2 Constables who have voluntarily reverted in rank from Senior Constable,
and who on the date of restructure become Senior Constables through in
situ progression, may have their previous service as a Senior Constable
taken into account for the purpose of determining which Senior Constable
incremental level they shall commence from at the date of restructure.
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PART F — FUTURE DIRECTIONS AND ONGOING CONSULTATIONS

33. VOLUNTARY FLEXIBLE WORKING ARRANGEMENTS

34.

3s.

The parties acknowledge the mutual benefit to the employer and employee of
Voluntary Flexible Working Arrangements (VFWAs) to enable organisational and
staff flexibility and to assist employees to balance work and other (including
family) responsibilities.

The following types of VFWA will be available to all SAPOL staff covered by
this Agreement according to the guidelines and conditions stated in SAPOL
policies:

e Purchased Leave
e Special Leave Without Pay (SLWOP) (includes Career Breaks)

e Working from Home

INDIVIDUAL PERFORMANCE MANAGEMENT PROGRAM

The parties are committed to the continued implementation of the individual
performance management program on a trial basis, with the objective of extending
the program to all employees covered by this Agreement.

COUNTRY INCENTIVES
35.1 Hard to Fill Rural and Remote Postings

On occasions, SAPOL experiences difficulties in attracting suitable police
officers to certain rural or remote locations. The following strategies,
designed to attract more police officers to these hard to fill locations, will
be introduced during the life of this Agreement:

35.1.1 A classification system incorporating two levels of incentives has been
created to apply to rural and remote postings which SAPOL has difficulty
filling by the normal selection processes.

35.1.2 Level 2 incentives will apply where a police officer is required to reside in
the Anangu Pitjantjatjara or Yalata Lands. The initial vacancy
advertisement in the South Australian Police Gazette (SAPG) will carry
the notification of the ‘Level 2 Hard to Fill’ classification in recognition of
the unique difficulties in working at these locations and the importance of
attracting suitable staff. This classification enables a negotiable conditions
package to be available as part of the terms and conditions for appointment
to the position.
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35.1.3 All other rural and remote positions will be advertised in the usual manner
with the usual selection processes following, including the utilisation of
Regulation 29 transfers if appropriate. Should the vacancy remain unfilled,
Level 1 incentives may be invoked at the discretion of the Commissioner
of Police or his delegate. The vacancy will then be readvertised in the
SAPG with the ‘Level 1 Hard to Fill’ classification. This classification
enables a negotiable conditions package to be available as part of the terms
and conditions for appointment to the position.

35.1.4 Any gazetted ‘Hard to Fill’ position will be open to Regulation 29
applicants. Further, the Commissioner of Police or nominated delegate
may determine that any Hard to Fill position be open to candidates of a
higher rank than the advertised position, up to the rank of Sergeant, subject
to changes to the Police Regulations, 1999, to facilitate this. An employee
of a higher rank, transferring to a position of lower rank pursuant to Clause
35.1.4, will maintain their higher rank and increment level.

35.1.5 The parties will work together to seek any legislative changes required to
Part 7 Transfers, of the Police Regulations, 1999, to facilitate Clause
35.1.4.

35.1.6It is intended that members may select incentives which are suited to their
particular needs. The cost of providing each incentive will vary from
situation to situation and the total cost of the nominated incentives to
SAPOL will be taken into consideration by the Commissioner of Police or
his delegate, in negotiating a package.

35.1.7 Attachment 3 sets out the conditions and benefits that will be considered for
inclusion as part of Level 1 and Level 2 incentives.

35.1.8 Incentives will apply for the duration the position is occupied by the
selected member only.

35.1.9Level 1 incentives will not be permanently attached to any specific position.
Each position will be reviewed upon it becoming vacant.

35.1.10 A contract on agreed conditions will be established between the
member and the Commissioner of Police or his delegated authority prior to
the appointment being gazetted.

35.2 Country Relief Allowance
Metropolitan-based Operations Service Relief Members (PID 1088) are
required to serve at any posting throughout the State and can be deployed for
an extended period at very short notice. In practice, postings are generally

three months in duration.

As an incentive to attract members to these positions, the following payment
will be introduced:
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35.2.1 Operations Service Relief Members will, for the duration of any temporary
transfer to country locations where they are required to reside away from
their normal place of residence, be paid a Country Relief Allowance of
$100 per week, or part thereof, in addition to other Award/Agreement
entitlements.

35.2.2 The payment will not form part of annual salary and will not be included
for the purposes of calculating any other Award/Agreement entitlements
(eg. overtime, shift penalties, etc) or superannuation.

36. CONSTABLE DEVELOPMENT PROGRAM REVIEW / PATROL TUTOR
ALLOWANCE

SAPOL will proceed with implementation of the approved recommendations resulting
from the Constable Development Program Review including the creation of a patrol
tutor function to directly manage the development of cadets during “outphase” and
probationary constables during the first six months of service following graduation.

36.1 Upon implementation, a daily payment of $8 (Patrol Tutors Allowance)
will be made to designated patrol tutors (Constables, Senior Constables and
Senior Constables First Class, where applicable) for each day that they
undertake the function.

36.2 The payment will not form part of annual salary and will not be included
for the purposes of calculating any other Award/Agreement entitlements

(eg. overtime, shift penalties, etc) or superannuation.

36.3 It is anticipated that implementation of the Proposed Constable
Development Program will occur from January 2006.

PART G - ATTACHMENTS AND SIGNATORIES

37. ATTACHMENTS

ATTACHMENT 1 - SALARIES AND RATES OF PAY SCHEDULE

ATTACHMENT 2 — FLEXIBLE SHIFTWORK ALLOWANCE

ATTACHMENT 3 — HARD TO FILL INCENTIVES
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38. SIGNATORIES

Commissioner of Police
for the Chief Executive, Department for Administrative and Information Services

/ /2004

Secretary/President
Police Association of South Australia

/ /2004
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ATTACHMENT ONE

SOUTH AUSTRALIA POLICE ENTERPRISE AGREEMENT 2004

*the first pay period commencing on or after 1/7/05
**the first pay period commencing on or after 30/6/06

SALARY AND RATES OF PAY SCHEDULE

CADET / PROBATIONARY CONSTABLE / CONSTABLE

Cadet

Probationary
Constable

Constable

10

11

Current rate
1/7/03

$32,173

$35,748

$36,244
$37,223
$38,203
$39,179
$40,158
$41,136
$42,114

$43,122

$44,150
$45,189

$46,229

Rates from Restructure Rates from Rates from
1/7/04 Rates from 1/7/05* 30/6/06**
3.5% 1/10/04 3.5% 3.5%

$33,299 $35,000 $36,225 $37,493
$36,999 $40,641 $42,063 $43,536
$37,513 $41,513 $42,966 $44,470
$38,526 $42,385 $43,868 $45,404
$39,540 $43,257 $44,771 $46,338
$40,550 $44,129 $45,674 $47,272
$41,564 $45,001 $46,576 $48,206
$42,576 $45,873 $47,479 $49,140
$43,588 $46,745 $48,381 $50,074
$44,631 $47,616 $49,283 $51,007
No entry to Increment 9 after restructure

$45,695 $47,616

$46,771 $48,174 $49,860

$47,847 $49,282 $51,007 $52,793
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ATTACHMENT ONE

COMMUNITY CONSTABLE / SENIOR COMMUNITY CONSTABLE

*the first pay period commencing on or after 1/7/05
**the first pay period commencing on or after 30/6/06

SENIOR COMMUNITY CONSTABLE - UNRESTRICTED

Current rate Rates from Restructure Rates from Rates from
v 1/7/03 1/7/04 Rates from 1/7/05* 30/6/06**
3.5% 1/10/04 3.5% 3.5%
Community
Constable
1 $33,440 $34,610 $36,379 $37,652 $38,970
2 $34,323 $35,524 $39,020 $40,386 $41,799
3 $35,201 $36,433 $40,018 $41,419 $42,868
Senior
Community
Constable
1 $36,081 $37,344 $41,327 $42,773 $44,271
2 $36,962 $38,256 $42,046 $43,518 $45,041
3 $37,843 $39,168 $42.,849 $44,349 $45,901
4 $38,750 $40,106 $43,646 $45,174 $46,755
Unrestricted
Community
Constable
1 $39,677 $41,066 $44.,462 $46,018 $47,629
2 $40,606 $42,027 $45,282 $46,867 $48,507
3 $46,102 $47,716 $49,386
4 $46,923 $48,565 $50,265
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ATTACHMENT ONE

SENIOR CONSTABLE / SENIOR CONSTABLE FIRST CLASS / BREVET SERGEANT

S/C  S/CIC  B/Sgt

*the first pay period commencing on or after 1/7/05
**the first pay period commencing on or after 30/6/06

Rates from
Current rate
1/7/03 1/7/04
3.5%
S/C - S/C1C - B/Sgt
1 $46,229 $47.847
2 $47.266 $48.920
3 $48,301 $49,992
4 $49,340 $51,067
5 $50,370 $52,133
6
7

Restructure
Rates from
1/10/04

$50,711
$51,843
$52,975
$54,107
$55,239

$56,375

Rates from Rates from
1/7/05* 30/6/06%*
3.5% 3.5%
$52,486 $54,323
$53,658 $55,536
$54,829 $56,748
$56,001 $57,961
$57,172 $59,173
$58,348 $60,390

Senior Constable First Class and Brevet Sergeant
can progress to Increment 7 after 12 months

$57,181

service at Increment 6

$59,182

$61,254
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*the first pay period commencing on or after 1/7/05
**the first pay period commencing on or after 30/6/06

SERGEANT / SENIOR SERGEANT

ATTACHMENT ONE

Current rate Rates from Restructure Rates from Rates from
1/7/03 1/7/04 Rates from 1/7/05* 30/6/06**
3.5% 1/10/04 3.5% 3.5%
Sergeant
1 $51,657 $53,465 $58,187 $60,224 $62,331
2 $52,701 $54,546 $59,563 $61,648 $63,805
3 $53,745 $55,626 $60,939 $63,072 $65,279
4 $54,789 $56,707 $62,315 $64,496 $66,753
5 $63,674 $65,903 $68,209
Senior Sergeant
1 $56,873 $58,864 $66,350 $68,672 $71,076
2 $57,915 $59,942 $67,330 $69,687 $72,126
3 $58,957 $61,020 $68,310 $70,701 $73,175
4 $60,002 $62,102 $69,290 $71,715 $74,225
5 $61,037 $63,173 $70,272 $72,732 $75,277
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*the first pay period commencing on or after 1/7/05
**the first pay period commencing on or after 30/6/06

INSPECTOR / CHIEF INSPECTOR

ATTACHMENT ONE

Current rate Rates from Restructure Rates from Rates from

1/7/03 1/7/04 Rates from 1/7/05* 30/6/06**

3.5% 1/10/04 3.5% 3.5%
Inspector

1 $78,758 $81,515 $84,872 $87,843 $90,917

2 $86,822 $89,861 $93,006

3 $88,772 $91,879 $95,095

4 $90,706 $93,881 $97.167

Chief Inspector $83,619 $86,546 $93,207 $96,469 $99,846

SUPERINTENDENT / CHIEF SUPERINTENDENT /COMMANDER

*the first pay period commencing on or after 1/7/05
**the first pay period commencing on or after 30/6/06

Current rate Rates from Restructure Rates from Rates from
1/7/03 1/7/04 Rates from 1/7/05* 30/6/06**
3.5% 1/10/04 3.5% 3.5%
Superintendent
1 $88,306 $91,397 $94,255 $97,554 $100,968
2 $96,575 $99,955 $103,454
3 $98.,895 $102,356 $105,939
4 $101,212 $104,754 $108,421
(;hlef $95,940 $99,298 $106,940 $110,683 $114,557
Superintendent
Commander $99,342 $102,819 $110,740 $114,616 $118,627
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*the first pay period commencing on or after 1/7/05
**the first pay period commencing on or after 30/6/06

NON BANDED

ATTACHMENT ONE

Current rate Rates from Restructure Rates from Rates from
1/7/03 1/7/04 Rates from 1/7/05* 30/6/06**
3.5% 1/10/04 3.5% 3.5%

Constable $40,302 $41,713 $45,162 $46,743 $48,379

Senior $43,203 $44,715 $47,392 $49,050 $50,767
Constable

Sergeant $47,083 $48,731 $53,035 $54,891 $56,812

Senior Sergeant $52,906 $54,758 $61,722 $63,882 $66,118
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ATTACHMENT TWO

SOUTH AUSTRALIA POLICE ENTERPRISE AGREEMENT 2004

FLEXIBLE SHIFTWORK ALLOWANCE

The Flexible Shiftwork Allowance (FSA) as detailed in Clause 21.2 of the South Australia
Police Enterprise Agreement 2004, applies to the following areas:

Anti Corruption Branch

Child Exploitation Investigation Section

Confiscation of Profits Section

Coronial Investigations Section

Drug and Organised Crime Investigation Branch

Field Intelligence Officers (positions in areas not covered by the allowance)
Fingerprint Bureau

Forensic Services Branch

Intelligence Analysis Section

Intelligence Support Section

Internal Investigations Branch

Investigations Support Branch

Local Service Intelligence Sections and Investigations Sections, and associated units
including Crime Response, Crime Scene, Second Hand Dealers, Priority Crime Enquiries,
Child and Family Investigations Units, Victim Service and Tactical Sections
Major Crash Investigation Unit

Major Crime Investigation Branch

Missing Persons Section

Photographic Section

Physical Evidence Branch

Police Technical Section

Security Intelligence Section

Serious Fraud Investigations Branch

Sexual Crime Investigation Branch

Special Task Forces (Crime)

Star Operations

Star Training and Development Section

State Intelligence Branch

Strategy and Support Branch

Surveillance Section

Telecommunications Interception Section

Transit Tactical Unit

Vice and Gaming Section

Victims of Crime Branch

Water Operations Unit

Witness Protection Section

The following sections are EXCLUDED:

e C(Clause 14 Country Investigations Sections
Covert Investigations Section, save that the Covert Investigation Section may be included during
the life of the Agreement at the discretion of the Commissioner of Police and if supported by a
majority ballot of the members of this section.
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ATTACHMENT THREE

SOUTH AUSTRALIA POLICE ENTERPRISE AGREEMENT 2004

HARD TO FILL RURAL AND REMOTE POSTINGS

Rent-free depot housing, or an additional 20% rental subsidy

Reimbursement of disconnection and reconnection of utility services, and mail

redirection upon initial relocation Up to $100
Reimbursement of storage expenses for furniture and household effects (per Up to $1,200
annum).

Negotiable component of package (per minimum tenure of position) Up to $2,000

Guaranteed return to the metropolitan LSA of member’s choice at completion
of tenure

Rent-free housing
Reimbursement of disconnection and reconnection of utility services, and mail
o . ) Up to $100

redirection upon initial relocation
Renpbursement of storage expenses for furniture, household effects and Up to $1,200
vehicles (per annum).
Water and electricity usage paid by SAPOL (electricity $700 per quarter, water Up to $4,000
$300 per quarter)
Payment of freight of foodstuffs (up to a maximum weight of 100 kilograms

. Up to $1,200
per month for member with dependents)
Remote Allowance (paid at completion of each year of service) $3,000
Negotiable component of package (per minimum tenure of position) Up to $5,000
Guaranteed return to the metropolitan LSA of member’s choice at completion
of tenure
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