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Fair Work Act 2009 
s.185—Enterprise agreement

Nunkuwarrin Yunti of South Australia Inc
(AG2017/5744)

NUNKUWARRIN YUNTI OF SOUTH AUSTRALIA INC ENTERPRISE 

AGREEMENT 2017

Indigenous organisations and services 

COMMISSIONER SAUNDERS NEWCASTLE, 16 FEBRUARY 2018

Application for approval of the Nunkuwarrin Yunti of South Australia Inc Enterprise 
Agreement 2017.

[1] An application has been made for approval of an enterprise agreement known as the
Nunkuwarrin Yunti of South Australia Inc Enterprise Agreement 2017 (the Agreement). The 
application was made pursuant to s.185 of the Fair Work Act 2009 (the Act). It has been made 
by Nunkuwarrin Yunti of South Australia Inc. The Agreement is a single enterprise 
agreement.

[2] The Employer has provided written undertakings (the Undertakings). A copy of the 
Undertakings is attached in Annexure A to this decision. I am satisfied that the effect of 
accepting the Undertakings is not likely to: 

(a) cause financial detriment to any employee covered by the Agreement; or

(b) result in substantial changes to the Agreement.

[3] The views of each person who the Fair Work Commission knows is a bargaining 
representative for the Agreement have been sought in relation to the Undertakings.

[4] Pursuant to subsection 190(3) of the Act, I accept the Undertakings.

[5] Subject to the Undertakings, I am satisfied that each of the requirements of ss.186, 
187, 188 and 190 as are relevant to this application for approval have been met.

[6] Pursuant to s.205(2) of the Act, the model consultation term prescribed by the Fair 
Work Regulations 2009 is taken to be a term of the Agreement.

[7] The Australian Nursing and Midwifery Federation and Australian Municipal, 
Administrative, Clerical and Services Union being bargaining representatives for the 

[2018] FWCA 1027

DECISION



[2018] FWCA 1027

2

Agreement, have given notice under s.183 of the Act that they want the Agreement to cover 
them. In accordance with s.201(2) I note that the Agreement covers the organisations.

[8] The Agreement is approved and, in accordance with s.54 of the Act, will operate from 
23 February 2018. The nominal expiry date of the Agreement is 30 June 2020. 

COMMISSIONER

Printed by authority of the Commonwealth Government Printer

<AE427364  PR600474>
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Annexure A

Consolidated Undertakings In Respect to AG2017/5744- Nunkuwarrin Yunti of South 
Australia Inc Enterprise Agreement 2017 

Coverage (Clause 5) 

The employer undertakes that employees employed as Medical Officers are not bound by this 
Agreement. 

Dispute Resolution (Clause 44) 

The employer undertakes that clause 44 of the Agreement will apply in relation to disputes 
:ni&ing under tho Agrocmcnt or the NES, In accordance with section 186(6) of the Act. 

Transfer to a safe job (Clause 32.9) 

The employer undertakes that if there is no appropriate safe job available, an employee is 
entitled to be paid 'no safe job' leave until the intended start of their parental leave period. The 
employee will receive their base rate of pay for the per iod of the no safe job leave. 

Wage Rates -Schedules 1 & 2 

Rates of Pay at Corporales Services- NY Level1 Step 1 and Health Services - Level 1 
Step 1 

The employer undertakes to adjust the rates of pay for these 2 classifications to ensure each 
meets the award minimum rate. 

TOIL In respect to Part-time Employees (Clause 21.2.1) 

The employer undertakes that part-time employees, tor all work in excess of their agreed 
ordinary hours, w ill receive TOIL In accordance with this clause. 

Meal Allowance 

The employer undertakes that when an employee is required to work overtime for more than 
two (2) hours before or after ordinary hours a meal allowance will be paid in accordance with 
the amount specified in clause 15.6 of the Aboriginal Communay Controlled Health Services 
Award 2010. 
For clarity, this allowance is distinct from the provision for meals contained in Schedule 12.1 
of the Agreement (Travel Allowances). 

Higher Duty Qualifying Period (Ciause13) 

The employer undertakes that where an employee is approved to perform work at a highe< 
classification level, a qualifying period of 4 wor1<ing days will apply. The remaining provisions 
of clause 13 are unanered. 

182·190 Wakefield Street Adelaide South Australia 5000 Postal Address: PO Box 7202 Hutt Street Adelaide 5000 
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Signed for and on behaff of Nunkuwarrln Yuntl of South Australia Inc: 

·--~~~\. .... ~~-- --·· · · .. ........ C~Q ................ .. 
(Name} (Tille) 

..... ~ ........ .. 
(Signature} 

Address: 182·190 Wakefield Street, Adelaide SA 5000 

In the presence of 

.~!-~§ .... 9..: . VA~~-i. .. 
(Name) 

ff.a.V~ . .............. ......... ....................... ;... 
(Signature} • 

Signed by !he employer in accordance with s-vbsectlon 190(5) of 100 Fait WMt Acl and Reg-ulation 2.07 

Agreement with Consolidated Undertaking in Respect to AG2017/5744 - Nunkuwarrin 
Yunti of South Australia Inc Enterprise Agreement 2017 

Signed for on behalf of the Employees of Nunkuwarrin Yunti of South Australia Inc: 

--~-~~~-<;! .. . ~9.0::'.~~.... . .. ... b.:kt£ .... ~.· ....... ........ .. 
(Name} (Title) 

1'-{ • OZ- ...,, B 

Address: 182-190 Wakefield Street, Adelaide SA 5000 

In the presence of 

.:Q.\.Q.~!.r.:i~ .... C..: ... {h.~4.1;1 .... , 
(Name) 

Signed for on behaff of the Employees of Nunkuwarrin Yunti of South Australia Inc: 

i2~··· ····· ····'"':%o,&""·················· 
isig·~~~l{~;.. .. ...... .. . . '4 ''f)o <-( t5 

Address· 182-190 Wakefield Street, Adelaide SA 5000 

In the presence of 

.. :&.L•. a J.o ... 1:19..~.9~.<:1 ... 
(Name) 

Paaezo4z 
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PART 1- APPLICATION AND OPERATION OF AGREEMENT 
1. Title 
The title of this Agreement is the Nunkuwarrin Yunti of South Australia Inc Enterprise 
Agreement 2017. 

2. Arrangement 
PART 1 -APPLICATION OF AGREEMENT 

1. 
2. 
3. 
4. 
5. 
6. 
7. 
8. 

Title 
Arrangement 
Aims and Objectives of Agreement 
Date and Period of Operation 
Parties bound 
Definitions 
Employer's Policies & Procedures 
Flexibility Term 

PART 2- CLASSIFICATION OF POSITIONS 

9. Classification Structures 

PART 3- WAGES AND RELATED MATTERS 

10. 
11. 
12. 
13. 
14. 
15. 
16. 
17. 
18. 

Salary Increase 
Rates of Pay 
Payment of Wages 
Higher duties 
Allowances 
Continuous Service 
Increment Progression 
Salary Packages 
Superannuation and Choice of Funds 

PART 4- HOURS OF WORK 

19. 
20. 
21. 
22. 
23. 
24. 

Ordinary Hours 
Principles for Applying Working Arrangements 
Time Off in Lieu of Overtime (TOIL) 
Encouragement to Quit Smoking 
Break from Duty 
Public Holidays 

PART 5 - LEAVE OF ABSENCE 

25. 

26. 
27. 

28. 
29. 
30. 
31. 
32. 

33. 
34. 

Annual Leave 
25.6 Excessive Annual Leave Accrual 
Long Service Leave 
Personal Leave (Sick and Carers) 
27.8 Wellness Days 
Compassionate Leave 
Cultural and Ceremonial Leave 
National Aboriginal and Islander Week 
Conference, Training and Study Leave 
Parental Leave (Maternity, Partner & Adoption) 
32.19 Breast Feeding 
Family Violence Leave 
Special Leave 

Nunkuwarrin Yunti of SA Inc-Final- 5 October 2017 2 of 86 

Page No 

2 
4 
4 
4 
4 
5 
5 
5 

6 

7 
7 
8 
8 
8 
8 
9 
9 
10 

10 
10 
11 
13 
13 
13 

14 
15 
17 
17 
19 
20 
21 
22 
22 
22 
28 
29 
30 



PART 6 - EMPLOYER AND EMPLOYEES' DUTIES, EMPLOYMENT 
RELATIONSHIP AND RELATED ARRANGEMENTS 

35. 
36. 
37. 
38. 
39. 
40. 

Anti-Discrimination 
Contract of Hiring 
Employment Categories 
Termination of Employment 
Redundancy 
Transition of Staff to Retirement 

PART 7- COMMUNICATION CONSULTATION AND DISPUTE RESOLUTION 

41. 
42. 
43. 
44. 
45. 
46. 
47. 
48. 

Consultation regarding Agreement 
Commitment to Change 
Introduction and Consultation of Change 
Dispute/Grievance Avoidance/Settling Procedures 
Employee Assistance Program 
Implementation of This Agreement 
Interpretation of Agreement 
Validity of Agreement 

Signatories 

Schedules 

Schedule 1 Wages for Corporate Services Staff 

Schedule 2 Wages for Health Services Staff 

Schedule 3 Wages for Nursing Staff 

Schedule 4 Wages for Manager Levels 

Schedule 5 Wages for Dental Service Staff 

Schedule 6 Classification Characteristic for Corporate Services Positions 

Schedule 7 Classification Characteristic for Health Services Positions 

Schedule 8 Classification Characteristics for Nursing Positions 

Schedule 9 Classification Characteristics for Manager Positions 

Schedule 10 Classification Characteristic for Dental Service Positions 

Schedule 11 Salary Packaging 

Schedule 12 Allowances and Reimbursements 
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3. AIMS AND OBJECTIVES OF AGREEMENT 

The parties to this Agreement share the following aims and objectives: 

3.1 Industrial Relations Environment and Practices 

3.1.1 To promote adherence to the provisions of this Agreement. 

3.1.2 To develop an environment where all parties are involved in decision-making 
processes and committed to cooperation in order to improve productivity. 

3.1.3 To harmonise the concept of Aboriginal self-management with good industrial 
relations practices and to develop enhanced and culturally appropriate working 
conditions. 

3.2 Training and Development 

3.2.1 To encourage and develop a high level of skill, innovation and excellence 
amongst employees of the organisation through the provision of training and 
skills improvement programs utilising performance agreement and development 
reviews. 

3.2.2 To enhance career opportunities for employees. 

3.3 Security of Employment 

3.3.1 To avert and minimise the loss of employment resulting from reduction to the 
organisation's funding as far as is practical. 

3.3.2 To implement any necessary redundancies fairly while maintaining a focus on 
operational requirements. 

4. DATE AND PERIOD OF OPERATION 

4.1 This Agreement shall operate from the seventh day after the date specified 
on the notice from the Fair Work Commission. 

4.2 The Agreement shall remain in force until 30 June 2020 unless terminated or 
varied by the mutual agreement of the parties or operation of law. The 
Agreement will continue beyond the nominal expiry date, until replaced, or 
terminated in accordance with the Fair Work Act 2009. 

4.3 The parties to this Agreement agree that negotiations for a new Agreement 
should commence three (3) months prior to the expiration of this Agreement. 

5. PARTIES BOUND 

This Agreement binds: 

• Nunkuwarrin Yunti of South Australia Inc 
• Australian Nursing and Midwifery Federation (South Australian Branch)- ANMF 
• Australian Municipal Administrative Clerical and Services Union (SA and NT Branch) 
• All persons whose employment is, at any time when the Agreement is in operation, 

subject to the Agreement and employed in classifications listed in Schedules 6 to 10 
and paid in accordance with Schedules 1 to 5. 

• Employees subject to another employment arrangement and not bound by this 
Agreement include the Chief Executive Officer, Executive Managers, General 
Practitioners, employees designated as Middle Managers, employed prior to the 

Nunkuwarrin Yunti of SA lnc~Final- 5 October 2017 4 of 86 



approval of this Agreement and employees working within the Dental Services area, 
employed prior to the approval of this Agreement. 

6. DEFINITIONS 

In this Agreement: 

'Act' 

'Agreement' 

"Award" 

'Employer'; 
'The Organisation' 

'FWC' 

'NES' 

'Parties' 

'Union' 

means the Fair Work Act 2009. 

means the Nunkuwarrin Yunti of South Australia Inc 
Enterprise Agreement 2017. 

means the Aboriginal Community Controlled Health 
Services Award 2010 and the Nurses Award 2010. 

means Nunkuwarrin Yunti of South Australia Inc. 

means the Fair Work Commission. 

means the National Employment Standards from the Fair 
Work Act 2009. 

mean the parties referred to in Clause 5 of this Agreement. 

means the Australian Nursing and Midwifery Federation 
(South Australian Branch) - ANMF, and the Australian 
Municipal Administrative Clerical and Services Union (SA 
and NT Branch) - ASU, organisations of employees 
registered pursuant to the Act. 

7. EMPLOYER'S POLICIES AND PROCEDURES 

It is a condition of employment that all employees abide by all of the employer's policies 
and procedures at all times. The employer may vary, change or terminate existing 
policies and introduce new policies and will take all reasonable steps to ensure that all 
employees are aware of these policies. Employees must also make all reasonable 
efforts to become aware of the employer's policies. If there is any difference between 
the employer's policy and this Agreement, the Agreement will prevail. 

8. FLEXIBILITY TERM 

(1) An employer and employee covered by this enterprise agreement may agree to 
make an individual flexibility arrangement to vary the effect of terms of the 
agreement if: 

(a) the agreement deals with 1 or more of the following matters: 

(i) arrangements about when work is performed; 

(ii) overtime rates; 

(iii) penalty rates; 

(iv) allowances; 

(v) leave loading; and 

(b) the arrangement meets the genuine needs of the employer and employee in 
relation to 1 or more of the matters mentioned in paragraph (a); and 

(c) the arrangement is genuinely agreed to by the employer and employee. 

(2) The employer must ensure that the terms of the individual flexibility arrangement: 

(a) are about permitted matters under section 172 of the Fair Work Act 2009; and 
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(b) are not unlawful terms under section 194 of the Fair Work Act 2009; and 

(c) result in the employee being better off overall than the employee would be if 
no arrangement was made. 

(3) The employer must ensure that the individual flexibility arrangement: 

(a) is in writing; and 

(b) includes the name of the employer and employee; and 

(c) is signed by the employer and employee and if the employee is under 18 
years of age, signed by a parent or guardian of the employee; and 

(d) includes details of: 

(i) the terms of the enterprise agreement that will be varied by the 
arrangement; and 

(H) how the arrangement will vary the effect of the terms; and 

(iii) how the employee will be better off overall in relation to the terms and 
conditions of his or her employment as a result of the arrangement; and 

(e) states the day on which the arrangement commences. 

(4) The employer must give the employee a copy of the individual flexibility 
arrangement within 14 days after it is agreed to. 

(5) The employer or employee may terminate the individual flexibility arrangement: 

(a) by giving no more than 28 days written notice to the other party to the 
arrangement; or 

(b) if the employer and employee agree in writing- at any time. 

PART 2- CLASSIFICATION OF POSITIONS 

9. CLASSIFICATION STRUCTURES 

Nunkuwarrin Yunti classifies positions under this Agreement in accordance with the 
Classification Characteristics set out in Schedules 6 to 10. 

The wages payable under this agreement are contained in Schedules 1 to 5. 

9.1 RECLASSIFICATION PROCEDURE 

9.1.1 The parties agree that positions within Nunkuwarrin Yunti will be classified in 
accordance with the principles of work value. The following procedure is agreed to 
facilitate an employee seeking review of the classification of their position. 

9.1.2 An employee may seek reclassification of the position which she or he occupies. 

9.1.3 If seeking reclassification the employee must: 

• Obtain confirmation through their Manager that the job and person description is 
accurate and up to date. · 

• Should a job and person description be determined as out of date, the Manager in 
consultation with the employee is responsible for updating it and obtaining Executive 
Manager approval. 

• Submit a written claim with specific reference to the classification definitions 
contained in this Agreement. 

9.1.4 The employer will examine the claim, make a decision and respond to the employee 
within one calendar month of a completed claim being submitted. If the claim is 
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incomplete or requires clarification, the employer will seek further information within a 
reasonable time. 

9. 1.5 Reclassification takes effect from the date the employee lodges the initial written 
application with the employer, provided the application meets the requirements detailed 
in sub-clause 9.1.3. In the case of new duties being performed, the date of operation will 
be the date the Chief Executive Officer approves those duties. 

9.1.6 Reclassification will not be approved if the duties proposed exceed the operational 
requirements of the employer. 

9.1.7 If an employee disagrees with the employer's decision, they may use the dispute 
resolution process contained in clause 44. 

PART 3- WAGES AND RELATED MATTERS 

10. SALARYINCREASE 

10.1 The rates of pay for employees engaged under this Agreement as shown in the 'Current 
Annual Wage Effective 1/7/16' column of Schedules 1 - 5 will be increased by: 

10.1.1 1.75% per annum; or 

1 0.1.2 an amount to match the National annual CPI figure March quarter to March 
quarter for All groups for the previous 12 months, whichever is greater. 

1 0.1.3 With effect from the first full pay period on or after 1 July 2017 an increase of 
2.1% will be paid (matching the National annual CPI figure). 

1 0.1.4 For subsequent years of this Agreement an increase will be paid on the first full 
pay period on or after 1 July of each year, on the basis of 1 0.1.1 or 1 0.1.2 
above. 

10.2 If during the life of this Agreement further funding becomes available those funds will be 
flowed on to staff to the maximum possible extent and from the date those funds apply. 

10.3 The rates of pay payable under this Agreement are attached as Schedules 1- 5. 

11. RATES OF PAY 

11.1 In classifying an employee, the employer shall observe the procedure contained in 
Schedules 6 to 10 of this Agreement for the classification in which the employee is 
employed and apply the appropriate salary level as prescribed in Wages Schedules 1 to 
5. On initial appointment, the employer shall give recognition to an employee's previous 
relevant experience in order to ascertain an appropriate commencement salary. 

11.2 Every employee on commencement and on promotion will be provided with a job and 
person description which sets out the objective of the position, key responsibilities, a 
summary of the duties and the skills, training, knowledge and education required to 
perform the position to which the employee has been appointed or promoted. 

11.3 Prior to any changes to job and person descriptions being implemented the employer 
shall hold discussions with the employee(s) concerned about the proposed changes. 

11.4 Duties within Skill, Competency and Training 

(i) The employer may direct an employee to carry out such duties as are within the 
limits of the employee's skill, competence and training consistent with the 
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classification structure of this Agreement provided that such duties are not 
designed to promote deskilling. 

(ii) The employer may direct an employee to carry out such duties and use the 
equipment as may be required provided that the employee has been properly 
trained in the use of the equipment. 

(iii) Any direction issued by the employer pursuant to subclause 11.4(i) and (ii) shall be 
consistent with the employer's responsibilities to provide a safe and healthy 
working environment. 

12. PAYMENT OF WAGES 

12.1 Unless there is an express contract to the contrary, wages shall be paid fortnightly. 

12.2 Where for the purpose of any provision of this Agreement it is necessary to convert an 
annual wage into an hourly rate, it shall in every instance be ascertained by taking the 
annual figure and dividing by 1976. 

12.3 All wages shall be paid fortnightly by electronic transfer in accordance with the 
arrangements determined by the employer and not more than five days following the 
end of the pay period. The pay day selected, once agreed, must not be changed without 
the agreement of a majority of the employees, in accordance with clause 41 of this 
Agreement. 

12.4 The employer will supply each employee with a written form at the time when wages are 
paid that meets the requirements of the Act. 

13. HIGHER DUTIES 

13.1 By mutual agreement, an employee required by the employer to perform all or 
substantially all the duties of a higher position for twelve (12) days or more over a 
nominated period shall be paid a higher duties allowance for that period. 

13.2 Higher Duties allowance will be paid up to equal the amount of the difference between 
the employee's own salary and the first salary point of the higher classification. 

14. ALLOWANCES 

Travel and other allowances will be paid in accordance with Schedule 12. 

15. CONTINUOUS SERVICE 

15.1 Maintenance of Continuous Service 

Except as otherwise indicated, service is deemed to be continuous despite: 

15.1.1 absence of the employee from work in accordance with the employee's contract 
of employment or any provision of this Agreement. 

15.1.2 absence of the employee from work for any cause by leave of the employer. 

15.1.3 absence from work on account of illness, disease or injury. 

15.1.4 absence with reasonable cause. Proof of such reasonable cause lies with the 
employee. 
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14.1.5 interruption or termination of the employee's service by an act or omission of the 
employer with the intention of avoiding any obligation imposed by this 
Agreement, the Act or the SA Long Service Leave Act 1987. 

15.1.6 interruption or termination of the employee's service arising directly or indirectly 
from an industrial dispute if the employee returns to the service of the employer 
in consequence of the settlement of the dispute. 

15.1. 7 transfer of the employment of an employee from one employer to a second 
employer where the second employer is the successor or assignee or 
transmittee of the first employer's business. In this case, service with the first 
employer is deerned to be service with the second employer. 

15. 1.8 interruption or termination of the employee's service by the employer for any 
reason other than those referred to in this clause if the worker returns to the 
service of the employer within two months of the date on which the service was 
interrupted or terminated. 

15.1.9 any other absence from work for any reason other than those referred to in this 
clause unless written notice is given by the employer that the absence from work 
is to be taken as breaking the employee's continuity of service. Such notice 
must be given during the period of absence or no later than 14 days after the end 
of the period of absence. 

15.2 Calculation of Period of Service 

Where an employee's continuity of service is preserved under this Clause, the period of 
absence from work is not to be taken into account in calculating the period of the 
employee' service with the employer except to the extent that the employee receives or 
is entitled to receive pay for the period. 

16. INCREMENT PROGRESSION 

Progression for all classifications for which there is more than one pay point will be by 
annual movement to the next pay point. To ensure clarity this means that progression to 
the next pay point will be on the anniversary of each employee's employment, subject to 
any unpaid leave an employee may have taken. 

17. SALARY PACKAGES 

17.1 Employees are entitled to access salary packaging arrangements with the employer by 
arranging a salary sacrifice of up to the limit described in Schedule 11 of this Agreement. 
Salary packages will apply for the life of this Agreement whilst the employer retains its 
current fringe benefits tax exemption. 

17.2 Any entitlement to payment of overtime, leave loading, shift allowances or the 
calculation of occupational Superannuation will be based on the Gross amount of Salary 
before packaging. 

17.3 Salary packaging arrangements will be as provided in the Schedule. 

17.4 Should salary packaging have to be altered in a substantial way as a consequence of 
loss of Fringe Benefits Tax status or by legislative change, the terms of this Agreement 
shall be open to renegotiation. 
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18. SUPERANNUATION AND CHOICE OF FUNDS 

The employer will contribute to the nominated superannuation fund, such amount as is 
prescribed by legislation, on behalf of each employee. These contributions will be based 
on the employee's ordinary time earnings. 

18.1 Definitions 

18.1.1 'Fund' means any other superannuation scheme registered and approved by the 
Insurance and Superannuation Commission. 

18.1.2 'Ordinary Time Earnings' means, for the purposes of the Superannuation 
Guarantee (Administration) Act 1992, an employee's classification rate in 
accordance with this Agreement 

18.1.3 'Regular Employee' means an employee who is employed on a regular basis for 
not less than an average of 8 hours per week. For the purpose of determining 
the regularity or otherwise of employment, regard must be given to any period of 
4weeks. 

18.2 The employer will ensure an employee becomes and remains, whilst employed, a 
member of the Fund or Alternative Fund. 

If the employee does not nominate their choice of fund, the default fund will be The 
HESTA Fund. 

PART 4- HOURS OF WORK 

19. ORDINARY HOURS 

The parties agree that: 

19.1 The maximum ordinary hours of work is 38.00 hours per week. 

19.2 The span of ordinary hours to be worked by employees located within the employer's 
premises will be between the hours of 8.00 am and 8.00 pm, Monday to Friday. 

19.3 Employees will be required to work their ordinary 7.6 hours per day within this span. 

19.4 Normal business hours are from 9.00am to 5.00pm Monday to Friday and Nunkuwarrin 
Yunti premises will be open to clients and the public between these hours. Whilst core 
times may vary in different sections, Managers are required to ensure that any section 
that has direct client/public contact has staff available during these hours. 

20. PRINCIPLES FOR APPLYING WORKING ARRANGEMENTS 

20.1 Maintaining operational efficiency and satisfying client needs will be the primary 
consideration. 

20.2 Ordinary hours must not exceed an average of 38 hours per week over a two (2) week 
period. Additional Hours provisions apply to work beyond these hours. Work outside the 
span of ordinary hours will attract Time Off In Lieu (TOIL) in accordance with clause 21. 
TOIL will not be accumulated unless the requirement to work has been approved before 
employees work it, or as necessary in an emergency situation. 

20.3 The standard operating hours are 8.30am and 5.00pm Monday to Friday. Employees 
may accrue Additional Hours (AH) for work outside these hours with a maximum 
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balance of 38 hours at any one time. An employee seeking to work additional hours 
must have their Manager's approval. 

20.3.1 Valid reasons for working Additional Hours 

Valid reasons for employees to work additional hours (AH) within the span of hours 
include, but are not limited to: 

Clinics at all locations. 
Prearranged transport of clients. 
Administrative work such as preparing reports and submissions, as approved by 
the line manager. 
Approved emergency visits to hospitals, institutions and homes. 
Extra travel time to and from home when attending locations other than their 
normal work location. 

20.4 Each Program must have clear arrangements for approving Additional Hours including 
in emergency circumstances. Managers will advise all staff in their areas of these 
arrangements after consulting them. Where the Manager and the employee cannot 
reach agreement, the employee may have access to grievance procedures. 

20.5 Employees may, with approval, regularly work more than eight ordinary hours within the 
agreed span. These must not exceed twelve hours. 

20.6 Having regard to 20.1, the parties acknowledge that where possible, working 
arrangements should enable employees to balance their working hours and external 
commitments. 

21. TIME OFF IN LIEU OF OVERTIME (TOIL) 

21.1 The Organisation will offer TOIL in lieu of paid overtime as follows: 

(i) TOIL applies where irregular extra hours are required to be worked. 

(ii) TOIL is not to be confused with working Additional Hours. 

(iii) TOIL is recognised only when the overtime is approved by the employee's 
Manager prior to the employee working the extra time. 

(iv) A TOIL Request Form must be completed and authorised by the employee's 
Manager 

21.2 Toil Accumulation 

21.2.1 The employer will allow employees to accumulate Time Off in Lieu of 
overtime worked (TOIL) instead of paying overtime rates for work approved 
to be performed outside of the span of ordinary hours. 

(i) TOIL accumulates as follows: 

• At the rate of 1.5 hours for each hour worked outside of the span of 
hours (that is 8am to 8pm) Monday to Friday. 

• At the rate of 1.5 hours for each hour worked on Saturday 
• At the rate of 1. 75 hours for each hour worked on Sunday 
• At the rate of 2.5 hours for each hour worked on prescribed Public 

Holidays 
• Travel to and from approved conferences/workshops outside the span 

of hours Monday to Friday will accrue on the basis of hour for hour. 
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• Travel to and from approved conferences/workshops on weekends or 
public holidays will accrue at the rate of 1.5 hours for each hour 
travelled. 

(ii) For TOIL calculation purposes, the period of service will be from January 
to December of each year. The maximum balance of TOIL that an 
employee can accrue is 38 hours at any time. 

21.2.2 Accumulated TOIL 

(i) TOIL must be taken within 12 months of being worked, unless otherwise 
approved by the employer. 

21.3 Procedures for Accessing and taking TOIL 

21.3.1 Approval of TOIL 

Staff Responsibilities 

(i) Employees must record the proposed overtime to be worked on a TOIL Request 
Form for approval by their Manager. There is provision on the form to record 
actual hours worked should these differ from the proposed hours. A copy of this 
form is to be retained by the employee for record keeping purposes until the 
TOIL is taken. 

(ii) Employees may accrue a maximum credit of 15.2 hours TOIL per consecutive 
pay periods up to the maximum balance of 38 hours at any one time. 

(iii) An employee may take all or part of their TOIL accrual as soon as practicable 
after they accrue it and at a time which is mutually agreed with their Manager as 
being operationally suitable. 

(iv) An Application for Leave Form must be completed by the employee and be 
approved by the employee's Manager before taking any accrued TOIL. 

(v) Employees must take any accrued TOIL at the time of taking annual leave 
unless the Manager decides otherwise due to operational requirements. In this 
case, the employee must take the TOIL as soon as practicable after returning 
from leave. 

Manager Responsibilities 

(i) Managers are responsible for approving TOIL, which will be subject to 
operational requirements. 

(ii) Managers will only recognise hours worked as TOIL if they have approved a 
TOIL Request Form from the employee prior to the employee working the hours. 

(iii) Managers must check and authorise any changes between proposed overtime 
worked and actual hours worked by the employee. 

(iv) Managers will give employees the opportunity to take TOIL as soon as 
practicable after they accrue it. 

21.4 Paying Out Accumulated TOIL 

(i) Nunkuwarrin Yunti will pay out accumulated TOIL only under exceptional 
circumstances which will be at the discretion of the Chief Executive Officer, 
other than when an employee terminates employment. 
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(ii) Upon termination of employment, any accrued TOIL will be paid out at the 
appropriate rate. 

22. ENCOURAGEMENT TO QUIT SMOKING 

This clause shall not apply to casual or part-time employees who are working Jess than 
4 hours per day. 

22.1 The parties recognise that encouraging employees to cease smoking is beneficial both 
in the workplace and for personal health. The employer will, therefore, facilitate 
employees taking active steps to cease smoking by inviting the "QUIT" program into the 
organisation, to conduct its full program for all employees. This offer is at no cost to 
employees. 

22.2 Managers will manage employees attending the "QUIT" program so that normal services 
to clients are maintained. 

23. BREAK FROM DUTY 

23.1 Employees must take a minimum of thirty minutes (30 minutes) unpaid meal break after 
5 hours of duty. Unless otherwise approved, this break must be taken between 12.00 
noon and 2.00pm. 

23.2 Employees will receive 30 minutes paid break per day which with approval may be 
added to the unpaid break as per 23.1 or taken as separate breaks during the day. 

23.3 These breaks do not apply to casual or part-time employees who work Jess than 4 hours 
during a morning or an afternoon. 

24. PUBLIC HOLIDAYS 

24.1. Public holidays will be allowed to full-time and part-time employees without loss of 
pay. 

24.2. Employees (other than casual employees) who would normally work on the day of the 
public holiday will not be required to work on such day and will be paid at ordinary rates 
of pay as if they had worked their normal numbers of hours on that day. 

Public holidays are the days (or subsequent days) on which the following holidays are 
observed: 

New Years Day 
Good Friday 
Anzac Day 
Queens Birthday 
Christmas Day 

Australia Day 
The Day after Good Friday Easter Monday 
Adelaide Cup Day 
Labour Day 
Proclamation Day 

or 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. 
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PART 5- LEAVE OF ABSENCE 

25. ANNUAL LEAVE 

25.1 Entitlement to Annual Leave 

25.1.1 Employees will be entitled to twenty (20) working days Annual Leave per annum, 
and the entitlement accrues progressively during a year of service according to 
the employee's ordinary hours of work, and accumulates from year to year. 

25.1.2 Employees may take annual leave after it accrues, subject to operational 
requirements. 

25.1.3 Employees are entitled to a 17.5% leave loading payable on 20 days annual 
leave. 

25.1.4 In accordance with the NES, employees may apply to cash out annual leave 
under the following conditions: 

• the employee must retain an entitlement to at least four (4) weeks paid 
annual leave 

• there is a separate agreement in writing on each occasion that leave is 
cashed out 

• the employer must not exert undue influence or undue pressure on an 
employee to agree to cash out an amount of annual leave 

• the employee must be paid at least the full amount that would have been 
payable had the annual leave been taken. ie leave loading is payable on 
cashed out leave. 

25.1.5 NURSING STAFF ENTITLEMENT 

25.1.5.1 Nursing employees are entitled to twenty-five (25) working days 
Annual Leave per annum and the entitlement accrues progressively 
during a year of service according to the employee's ordinary hours 
of work, and accumulates from year to year. 

25.1.5.2 17.5% leave loading is payable on 20 days annual leave. 

25.1.5.3 Nursing employees will receive a total of 27 days annual leave, taking 
into account the Christmas closure leave specified at 25.2. 

25.2 CHRISTMAS CLOSURE LEAVE 

25.2.1 The organisation will close for ten calendar days over the Christmas break. This period 
includes the gazetted Public Holidays of Christmas, Proclamation and New Year's Day. 

25.2.2 Employees (other than Nursing employees) will be entitled to an additional seven days 
paid leave over this period; Nursing employees will be entitled to an additional two days 
over this period. 

25.3 Annual Leave Exclusive of Public Holidays 

The annual leave prescribed by this Clause is exclusive of any public holiday as 
prescribed in Clause 24. If any such holiday falls within an employee's period of annual 
leave, the period of leave will be increased by one day for each Public Holiday, provided 
the holiday is observed on a day which the employee would have normally been 
working. 
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25.4 Time of Taking Annual Leave 

Generally annual Leave is to be taken during the 12 month period following accrual. 

25.4.1 By mutual agreement such leave may be deferred for a period not exceeding 
twelve months, from the day that such leave became due less the period of the 
leave that is to be taken over the Christmas close down period specified in 
clause 25 of this Agreement. However, the employer may approve deferment 
beyond such date. 

25.4.2 If the employer and an employee fail to agree on the time (or times) for taking 
annual leave or part thereof the employer may require the employee to take 
annual leave in accordance with the NES and give the employee notice of the 
requirement at least 2 weeks before the period of annual leave is to begin. 

25.4.3 If an employer determines the time for taking annual leave, the leave must be 
granted and must begin within 12 months after the entitlement to the leave 
accrues. 

25.5 Ill ness on Annual Leave 

25.5.1 If an employee becomes ill during annual leave, their annual leave entitlement 
will be extended to offset the period of illness provided: 

(a) A medical certificate can be supplied and 
(b) Personal leave entitlements are available for the period of illness. 

25.5.2 Proportionate Leave on Termination 

(a) If after one month's continuous service in any qualifying 12 month period 
an employee leaves the employer's employment or such employee's 
employment is terminated, the employee will be paid pro rata leave at the 
rate of 1/12 of the annual leave for which such employee would be eligible 
for each completed month of service in respect of which such employee 
has not been granted annual leave. 

(b) The monetary equivalent of annual leave and pro rata leave due to an 
employee at the time of the employee's death, may be paid to their legal or 
personal representative. Payment in terms of this subclause is subject to 
the provisions of the Administration and Probate Act. 

25.6 Excessive Annual Leave Accruals 

This clause applies to employees who have accrued forty (40) working days, or more, annual 
leave, pro-rata for part-time employees. 

25.6.1 Dealing with excessive leave accruals by agreement 

Before the employer can direct that leave be taken under subclause 25.6.2 or an 
employee can give notice of leave to be granted under subclause 25.6.3, the employer 
or employee must request a meeting and must genuinely try to agree upon steps that 
will be taken to reduce or eliminate the employee's excessive leave accrual. 

25.6.2 Employer may direct that leave be taken 

If agreement is not reached under subclause 25.6.1, the employer may give a written 
direction to the employee to take a period or periods of paid annual leave. The direction 
must state that it is a direction given under subclause 25.6.2 of this Agreement. 
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Such a direction must not: 

(i) result in the employee's remaining accrued entitlement to paid annual leave at any time 
being less than six weeks (taking into account all other paid annual leave that has 
been agreed, that the employee has been directed to take or that the employee has 
given notice of under subclause 25.6.3); 

(ii) require the employee to take any period of leave of less than one week; 

(iii) require the employee to take any period of leave commencing less than eight weeks 
after the day the direction is given to the employee; 

(iv) require the employee to take any period of leave commencing more than 12 months 
after the day the direction is given to the employee; or 

(v) be inconsistent with any leave arrangement agreed between the employer and 
employee. 

An employee to whom a direction has been given under this subclause may make a 
request to take paid annual leave as if the direction had not been given. The employer is 
not to take the direction into account in deciding whether to agree to such a request. 

(vi) Note: The NES state that the employer must not unreasonably refuse to agree to a 
request by the employee to take paid annual leave. 

If leave is agreed after a direction is issued and the direction would then result in the 
employee's remaining accrued entitlement to paid annual leave at any time being less 
than six weeks, the direction will be deemed to have been withdrawn. 

(vii) The employee must take paid annual leave in accordance with a direction complying 
with this subclause. 

25.6.3 Employee may require that leave be granted 

This subclause applies if an employee has had an excessive leave accrual for more 
than six months and the employer has not given a direction under subclause 25.6.2 
that will eliminate the employee's excessive leave accrual. 

If agreement is not reached under subclause 25.6.1, the employee may give a written 
notice to the employer that the employee wishes to take a period or periods of paid 
annual leave. The notice must state that it is a notice given under subclause 25.6.3 of 
this Agreement. 

Such a notice must not: 

(i) result in the employee's remaining accrued entitlement to paid annual leave at any 
time being less than six weeks (taking into account all other paid annual leave that has 
been agreed, that the employee has been directed to take or that the employee has 
given notice of under this subclause); 

(ii) provide for the employee to take any period of leave of less than one week; 

(iii) provide for the employee to take any period of leave commencing less than eight weeks 
after the day the notice is given to the employer; 

(iv) provide for the employee to take any period of leave commencing more than 12 months 
after the day the notice is given to the employer; or 

(v) be inconsistent with any leave arrangement agreed between the employer and employee. 
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The employer must grant the employee paid annual leave in accordance with a notice 
complying with this subclause. 

(d) Dispute resolution 

Without limiting the dispute resolution clause of this Agreement, an employer or an employee 
may refer the following matters to the Fair Work Commission under the dispute resolution 
clause: 

(i) a dispute about whether the employer or employee has requested a meeting and 
genuinely tried to reach agreement under subclause 25.6.1 

(ii) a dispute about whether the employer has unreasonably refused to agree to a request by 
the employee to take paid annual leave; and 

(iii) a dispute about whether a direction to take leave complies with subclause 25.6.2 or 
whether a notice requiring leave to be granted complies with subclause 25.6.3. 

26. LONG SERVICE LEAVE 

The provisions of the SA Long Service Leave Act 1987 will apply. 

27. PERSONAL LEAVE (SICK AND CARERS LEAVE) 

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. 

27.1 Definitions 

The term immediate family includes: 

(a) spouse (including a former spouse, a defacto spouse and a former 
defacto spouse) of the employee. A defacto spouse in relation to an 
employee, means a person who has (or formerly did so) lived in a bona 
fide domestic relationship with the employee, although not legally married 
to that person; and 

(b) child or an adult child (including an adopted child, a stepchild, or an ex 
nuptial child) parent, grandparent, grandchild, or sibling of the employee 
or spouse of the employee, niece or nephew. 

(c) A person for whom the employee has become the person to deliver 
physical and I or emotional support, ie the primary relationship of the 
employee. 

(d) Aboriginal definitions of family which are identified and accepted by 
Nunkuwarrin Yunti of SA. Inc and approved by the Chief Executive 
Officer. 

27.2 Amount of paid personal leave 

27.2.1 Paid personal leave will be available to an employee, other than a casual 
employee, when they are absent: 

• 

• 

due to personal illness or injury; or 

for the purposes of caring for an immediate family or household member 
who is sick and requires the employee's care and support or who 
requires the employee's care due to an emergency. 
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27.2.2 

27.2.3 

The amount of personal leave to which an employee is entitled depends on 
how long they have worked for the employer and accrues at the rate of 1.46 
hours for each completed 38 ordinary hours of work to a maximum of 91.2 
hours (i.e. 12 days). 

• a full-time employee accrues 91.2 hours (i.e. 12 days); 

• a part-time employee accrues pro rata hours in accordance with the 
following formula: 

91.2 x average weekly ordinary hours over the 
38 previous twelve months. 

An employee's personal leave accumulates from year to year and any 
personal leave taken by the employee is deducted from the employee's 
personal leave credit. 

27.3 Payment of Personal leave 

When an employee takes paid personal leave, the employer must pay the employee for 
that period the amount the employee would reasonably have expected to be paid by the 
employer if the employee had worked during that period. 

27.4 Personal leave for personal injury or sickness 

An employee is entitled to use the full amount of their personal leave entitlement 
including accrued leave for the purposes of personal illness or injury, subject to the 
conditions set out in this clause. 

27.5 Personal leave to care for an immediate family or household member 

27.5.1 

27.5.2 

Subject to 27.5.2 a full-time employee is entitled to use personal leave, 
including accrued leave each year to care for members of their immediate 
family or household who are sick and require care and support or who 
require care due to an emergency. 

The entitlement in 27.5.1 is subject to the employee being responsible for 
the care and support of the person concerned. In normal circumstances, an 
employee is not entitled to take leave for this purpose where another person 
has taken leave to care for the same person. 

27.6 Employee must give notice 

27.6.1 

27.6.2 

The employee must, as soon as reasonably practicable and during the 
ordinary hours of the first day or shift of such absence, inform the employer 
or their inability to attend for duty and as far as practicable state the nature of 
the injury, illness or emergency and the estimated duration of the absence. If 
it is not reasonably practicable to inform the employer during the ordinary 
hours of the first day or shift of such absence, the employee will inform the 
employer within 24 hours of such absence. 

When taking leave to care for members of their immediate family or 
household who are sick and require care and support, or who require care 
due to an emergency, the notice must include: 

• Notice prior to the absence of the intention to take leave; 
• The name of the person requiring care and support and their relationship 

to the employee; 
• The reasons for taking such leave; and 
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• The estimated length of absence . 

27.7 Evidence supporting claim 

27.7.1 

27.7.2 

27.7.3 

27.7.4 

When taking leave for personal illness or injury, the employee must, if 
required by the employer, establish by production of a medical certificate or 
statutory declaration that the employee was unable to work because of injury 
or personal illness. 

However, unless required by the employer, up to three days of sick leave 
absence may be allowed without the production of a medical certificate, or 
other reasonable evidence; 

When taking leave to care for members of their immediate family or 
household who are sick and require care and support, the employee must, if 
required by the employer, establish by production of a medical certificate or 
statutory declaration, the illness of the person concerned and that such 
illness requires care by the employee. 

When taking leave to care for members of their immediate family or 
household who require care due to an emergency, the employee must, if 
required by the employer, establish by production of documentation 
acceptable to the employer or a statutory declaration, the nature of the 
emergency and that such emergency resulted in the person concerned 
requiring care by the employee. 

27.8 Wei/ness Days 

Wei/ness days facilitate an employee utilising their accrued personal leave for a 
planned single day off, up to three (3) times per calendar year. 

By mutual agreement with their Manager and subject to service prov1s1on, an 
employee may plan and apply for up to three (3) single days per calendar year 
(regular part-time employees on a pro-rata basis) which will be deducted from their 
personal leave accrual. At least 5 working days' notice of the intention to take a 
wei/ness day must be provided by the employee. 

Wei/ness days are taken as single discrete days, and cannot be taken in conjunction 
with annual or long service leave. 

Should an employee need to access normal personal leave on a planned Wei/ness 
day, the day will be converted to personal/eave, subject to the requirements of 27.7. 

27.9 Unpaid personal/eave 

Where an employee has exhausted all paid personal leave entitlements, they are 
entitled to take unpaid personal leave to care for members of their immediate family or 
household who are sick and require care and support or who require care due to an 
emergency. The employer and the employee shall agree on the period. In the absence 
of agreement, the employee is entitled to take up to two days (up to a maximum of 16 
hours) of unpaid leave per occasion, provided the requirements of 27.7 are met. 

27.10 Casual employees 

Casual employees are entitled to not be available to attend work in certain 
circumstances as set out in subclause 37.3.3. 
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28. COMPASSIONATE LEAVE 

28.1 Paid Compassionate leave entitlement 

28.1.1 In this clause, Immediate family' includes: 

(a) spouse (including a former spouse, a defacto spouse and a former 
defacto spouse) of the employee. A defacto spouse in relation to an 
employee, means a person who has (or formerly did so) lived in a bona 
fide domestic relationship with the employee, although not legally married 
to that person; and 

(b) child or an adult child (including an adopted child, a stepchild, or an ex 
nuptial child) parent, grandparent, grandchild, or sibling of the employee 
or spouse of the employee, niece or nephew; or 

(c) Aboriginal definitions of family which are identified and accepted by 
Nunkuwarrin Yunti of SA. Inc and approved by the Chief Executive 
Officer. 

28.1.2 An employee is entitled to a period of 2 days paid compassionate leave for each 
occasion when a member of the employee's immediate family or household: 

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

• sustains a personal injury that poses a serious threat to his or her life. 

28.1.3 Evidence that is reasonably required of the illness, injury or death must be given by the 
employee to the employer if so requested. 

28.1.4 Compassionate leave is able to be taken as follows: 

• a single unbroken period; or 
• any separate periods to which the employee and the employer agree. 

28.1.5 An employee is entitled to take compassionate leave at any time while the illness or 
injury persists. 

28.1.6 The employer must pay the employee the amount the employee would have reasonably 
expected to be paid by the employer if the employee had worked during that period. 

28.1. 7 Aboriginal definitions of family which are identified and accepted by the community and 
which are approved by the Chief Executive Officer may be additional to the family 
relationships identified in clause 28.1.1. 

28.1.8 In the event of the death of an immediate family member, employees are entitled to 
extra paid leave equivalent to three (3) normal working days, for each death. 

28.1.9 Proof of such death may be required to be furnished by the employee to the satisfaction 
of the employer. 

28.1. 10 The employer may grant additional unpaid leave if: 

• Cultural custom and practices require a longer absence 
• Interstate or overseas travel is reasonably involved 

28.1.11 Employees may use annual or other paid leave entitlements in lieu of such unpaid 
leave. They may also use Long Service Leave subject to the provisions of the Long 
Service Leave Act (SA). 
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28.1.12 The employer may grant employees paid leave to attend the funerals of other persons if 
justified on compassionate grounds. The employer witt consider all such applications. 

28.1.13 Additional Compassionate Leave 

Subject to the same provisions of 28.1.2 and 28.1.8, where the leave in 28.1.2 and 
28.1.8 has been exhausted, an employee is entitled to leave of up to 15.2 hours on each 
occasion (pro rata for part-time employees). This additional leave may, at the 
employee's request and with the agreement of the employer, be provided on the 
following basis: 

• Where paid leave is sought, it witt be debited against the available personal 
leave credit of the employee. 

• Where the personal leave credit of the employee has been exhausted and 
additional leave is sought the employee may either access paid leave as 
provided for elsewhere in this Agreement or apply for unpaid leave which witt not 
be unreasonably with held by the employer. 

28.2 Unpaid Compassionate leave entitlement 

A casual employee is entitled to the provisions of clause 28.1 except that it will be 
unpaid. 

28.3 Other Leave 

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

28.4 Effect of Other Leave 

This Clause has no operation where the period of entitlement to this leave coincides with 
any other period of leave. 

29. CULTURAL AND CEREMONIAL LEAVE 

29.1 Employees other than casuals with twelve (12) months continuous service who are 
required to be absent from work for ceremonial purposes shall be entitled to up to ten 
(10) days paid leave (pro rata for part-time employees) for each twelve month period of 
employment. 

29.2 Approval for leave is at the discretion of the Chief Executive Officer. 

For the purposes of this clause Ceremonial Leave is defined as a benefit when the 
employee is required to attend and participate in a ceremony because of their traditional 
and cultural position in the community, and their traditional ties to the ceremony. 

29.3 Ceremonial leave entitlements do not accrue progressively during a year of service and 
do not accumulate from year to year. 

29.4 Applications for ceremonial leave must be made in writing at least two weeks prior to the 
commencement of the leave requested. A letter from a relevant ceremonial Elder or 
Prescribed Body Corporate may be required as evidence for approval. In particular 
circumstances where a ceremony has been initiated at short notice, that is, within two 
weeks prior to its commencement, with agreement of the CEO the two week notice 
period may be waived. However, a letter from a relevant ceremonial Elder or Prescribed 
Body Corporate may still be required as evidence for approval. 
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29.5 All applications for ceremonial leave are to be referred by the line manager to the CEO 
for approval. 

29.6 By agreement with the CEO ceremonial leave may be extended as unpaid leave. 

30. NATIONAL ABORIGINAL AND ISLANDER WEEK (NAIDOC) 
30.1 The employer may grant employees time off with or without pay to attend official 

celebrations and activities during National Aboriginal Week. 

30.2 Approval for leave is at the discretion of the employee's Manager, Executive Manager or 
the Chief Executive Officer. 

31. CONFERENCE, TRAINING AND STUDY LEAVE 

31.1 The employer actively supports training and professional development. The parties 
recognise that education and training are vital factors in building an effective, 
professional work team capable of providing high quality services to their clients and the 
community and in achieving high levels of efficiency and productivity. 

31.2 The employer's policy is to provide assistance and support to employees undertaking 
training or study in fields directly related to the organisation's activities as set out in the 
Employee Learning and Development Policy. 

31.3 The provision of mandatory training and skill updates as required by State and/or 
Federal Legislation is the responsibility of the employer. Attendance at such mandatory 
training and skills update sessions is the responsibility of the employee. 

32. PARENTAL LEAVE 

Parental leave encompasses maternity leave, partner leave and leave for child care/ 
rearing, including leave required as a result of adoption of a child or to accommodate 
informal kinship/fostering arrangements in regard to caring for a child. 

Subject to the terms of this clause employees are entitled to maternity, partner and 
adoption leave and to work part-time in connection with the birth or adoption of a child. 

The provisions of this clause apply to full-time, part-time and eligible casual employees, 
but do not apply to other casual employees. 

An eligible casual employee means a casual employee: 

(a) employed by an employer on a regular and systematic basis for several periods 
of employment or on a regular and systematic basis for an ongoing period of 
employment during a period of at least 12 months; and 

(b) who has, but for the pregnancy or the decision to adopt, a reasonable 
expectation of ongoing employment. 

For the purposes of this clause, continuous service is work for an employer on a 
regular and systematic basis (including any period of authorised leave or absence). 

32.1 Definitions 

32.1 (a) Adoption includes the placement of a child with a person in anticipation of, or 
for the purposes of adoption. 

32.1 {b) For the purpose of this clause, child means a child of the employee under 
school age except for adoption of a child where 'child' means a person under 
the age of 16 years who is placed with the employee for the purposes of 
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adoption, other than a child or step-child of the employee or of the partner of 
the employee or a child who has previously lived continuously with the 
employee for a period of six months or more. 

32.1 (c) Subject to 32.1 (d), in this clause, a partner is the significant relationship of 
the employee or that relationship the employee views as their prime source 
of emotional support. 

32.1 (d) In relation to 32.1 (c), partner includes a de facto spouse but does not include 
a former partner. 

32.2 Basic entitlement 

32.2(a) After twelve month's continuous service, parents are entitled to a combined 
total of 52 weeks unpaid partner leave on a shared basis in relation to the 
birth or adoption of their child. For pregnant females, maternity leave may be 
taken and for partners of pregnant females, partner leave may be taken. 
Adoption leave may be taken in the case of adoption. 

Employees may request an additional 12 months' unpaid leave. 

32.2(a)(i) The employer will grant 14 weeks paid Maternity Leave and 38 weeks 
leave without pay to an employee on the grounds that she is pregnant. 

32.2(a)(ii) The employer will grant 14 weeks paid Adoption Leave and 38 weeks 
leave without pay to an employee taking custody of an adopted child. 

32.2(a)(iii) The employer will grant 2 weeks paid leave to the partner of a primary care 
giver. The employer may require production of a medical certificate. 

32.2(b) Subject to 32.2(b)(i) and 32.2(b)(ii), parental leave is to be available to only 
one parent at a time, in a single unbroken period, except that both parents 
may simultaneously take: 

32.2(b)(i) for maternity and partner leave, a maximum period of 8 weeks. This 
leave must be taken within 12 months of the birth of a child. The 
concurrent leave may be taken in separate periods. Each period must 
be no shorter than 2 weeks.; 

32.2(b)(ii) for adoption leave, a maximum period of 8 weeks. This leave must be 
taken within 12 months of the adoption of a child. The concurrent 
leave may be taken in separate periods. Each period must be no 
shorter than 2 weeks. 

32.2(b)(iii) Concurrent leave is unpaid parental leave and is deducted from an 
employee's unpaid parental leave entitlement of 12 months. 

Whilst it is not considered necessary to require any specific period of notice, employees 
are expected to give reasonable notice to the employer, depending on circumstances, of 
their intention to take parental leave. 

32.3 Variation of period of parental leave 

An employee who has made application for leave in accordance with 32.2(a) and 
32.2(b), may, whether or not the leave has actually commenced, apply in writing to the 
employer to vary the duration of the leave provided that the amended application has 
been submitted at least 14 days prior to any change of dates or other reasonable notice 
of such change has been made. Nothing in this clause shall detract from any 
entitlements set out in clause 32.2 and 32.4. 
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32.4 Right to request 

An employee entitled to partner leave pursuant to the provisions of 32.2 may request the 
employer to allow the employee: 

32.4.1(a) to extend the period of simultaneous unpaid partner leave provided for in 
32.2(b)(i) and 32.2(b)(ii) up to a maximum of eight weeks; 

32.4.2(b) to extend the period of unpaid partner leave provided for in 32.2 by a further 
continuous period of leave not exceeding 12 months; 

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

32.4.4(d) to reduce the hours of employment to an agreed extent subject to the 
following conditions: 

Where the employee is pregnant, and to do so is necessary or 
desirable because of the pregnancy; or 
Where the employee is entitled to parental leave, by reducing the 
employee's entitlement to parental leave for the period of such 
agreement 

to assist the employee in reconciling work and parental responsibilities. 

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

32.5 Employee's request and employer's decision to be in writing 

The employee's request and the employer's decision made under 32.4 must be 
recorded in writing. 

32.6 Request to return to work part-time 

Where an employee wishes to make a request under 32.4(c), such a request must be 
made as soon as possible but no less than seven weeks prior to the date upon which 
the employee is due to return to work from partner leave. 

32.7 Maternity leave 

32.7(a) An employee must provide notice to the employer in advance of the expected 
date of commencement of maternity leave. The notice requirements are: 

32. 7(a)(i) of the expected date of birth (included in a certificate from a registered 
medical practitioner stating that the employee is pregnant) - at least 10 
weeks; 

32.7(a)(ii) of the date on which the employee proposes to commence maternity leave 
and the period of leave to be taken - at least four weeks. 

32.7(b) When the employee gives notice under 32.7(a) the employee must also 
provide a statutory declaration stating particulars of any period of partner 
leave sought or taken by her spouse and that for the period of maternity 
leave she will not engage in any conduct inconsistent with her contract of 
employment. 
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32.7(c) An employee will not be in breach of this clause if failure to give the 
stipulated notice is occasioned by birth occurring earlier than the presumed 
date. 

32.7(d) Subject to 32.2(a) and unless agreed otherwise between the employer and 
employee, an employee may commence parental leave at any time within six 
weeks immediately prior to the expected date of birth. 

32.7(e) Where an employee continues to work within the six week period 
immediately prior to the expected date of birth, or where the employee elects 
to return to work within six weeks after the birth of the child, the employer 
may require the employee to provide a medical certificate stating that she is 
fit to work on her normal duties. 

32.8 Special maternity leave 

32.8(a) Where a pregnant female who is not on maternity leave terminates after 28 
weeks other than by the birth of a living child, then the employee may take 
unpaid special maternity leave of such periods as a registered medical 
practitioner certifies as necessary. 

32.8(b) Where an employee is suffering from an illness not related to the direct 
consequences of the birth of the child, an employee may take any paid 
personal leave to which she is entitled in lieu of, or in addition to, special 
maternity leave. 

32.8(c) Where an employee not then on maternity leave suffers illness related to her 
pregnancy, she may take any paid personal leave to which she is then 
entitled and such further unpaid special maternity leave as a registered 
medical practitioner certifies as necessary before her return to work. The 
aggregate of paid personal leave, special maternity leave and partner leave, 
including parental leave taken by a partner, may not exceed 52 weeks. 

32.8(d) Where leave is granted, during the period of leave an employee may return 
to work at any time, as agreed between the employer and the employee 
provided that time does not exceed four weeks from the recommencement 
date desired by the employee. 

32.9 Transfer to a safe job 

32.9(a) Where an employee is pregnant and, in the opinion of a registered medical 
practitioner, illness or risks arising out of the pregnancy or hazards 
connected with the work assigned to the employee make it inadvisable for 
the employee to continue at her present work, the employee will, if the 
employer deems it practicable, be transferred to a safe job at the rate and on 
the conditions attaching to that job until the commencement of maternity 
leave. 

32.9(b) If the transfer to a safe job is not practicable, the employee may elect, or the 
employer may require the employee to commence parental leave for such 
period as is certified necessary by a registered medical practitioner. 

32.10 Returning to work after a period of parental leave 

32.1 O(a) An employee will notify of their intention to return to work after a period of 
parental leave at least four weeks prior to the expiration of the leave. 

32.10(b) An employee will be entitled to the position which they held immediately 
before proceeding on parental leave. In the case of an employee transferred 
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to a safe job pursuant to 32.9(a), the employee will be entitled to return to the 
position they held immediately before such transfer. 

32.1 O(c) Where such position no longer exists but there are other positions available 
which the employee is qualified for and is capable of performing, the 
employee will be entitled to a position as nearly comparable in status and 
pay to that of their former position. 

32.11 Partner leave 

32.11 (a) An employee will provide to the employer at least 10 weeks prior to each 
proposed period of partner leave: 

32.11 (a)(i) a certificate from a registered medical practitioner which states the expected 
date of birth, or states the date on which the birth took place; and 

32.11 (a)(ii)written notification of the dates on which he/she proposes to start and finish 
the period of partner leave; and 

32.11(a)(iii)except in relation to leave taken simultaneously with the child's mother under 
32.2(b) a statutory declaration stating: 

• 

• 

• 

that he/she will take the period of partner leave to become the primary 
care-giver of a child; 
particulars of any period of maternity leave sought or taken by her/his 
partner; and 
that for the period of partner leave he/she will not engage in any conduct 
inconsistent with his/her contract of employment. 

32.11 (b) The employee will not be in breach of 32.7(c) if the failure to give the 
required period of notice is because of the birth occurring earlier than 
expected, the death of the mother of the child, or other compelling 
circumstances. 

32.12 Partner leave and other entitlements 

An employee may in lieu of or in conjunction with partner leave, access any annual 
leave or long service leave entitlements which they have accrued subject to the total 
amount of leave not exceeding 52 weeks or a longer period as agreed under 32.2(a). 

32.13 Adoption leave 

32.13(a) The employee will notify the employer at least 10 weeks in advance of the 
date of commencement of adoption leave and the period of leave to be 
taken. An employee may commence adoption leave prior to providing such 
notice, where through circumstances beyond the control of the employee, the 
adoption of a child takes place earlier. 

32.13(b) Before commencing adoption leave, an employee will provide the employer 
with a statutory declaration stating: 

32.13(b)(i) the employee is seeking adoption leave to become the primary care-giver of 
the child; 

32.13(b)(ii)particulars of any period of adoption leave sought or taken by the employee's 
partner; and 

32.13(b)(iii)that for the period of adoption leave the employee will not engage in any 
conduct inconsistent with their contract of employment. 
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32.13(c) An employer may require an employee to provide confirmation from the 
appropriate government authority of the placement. 

32.13(d) Where the placement of child for adoption with an employee does not 
proceed or continue, the employee will notify the employer immediately and 
the employer will nominate a time not exceeding four weeks from receipt of 
notification for the employee's return to work. 

32.13(e) An employee will not be in breach of this clause as a consequence of failure 
to give the stipulated periods of notice if such failure results from a 
requirement of an adoption agency to accept earlier or later placement of a 
child, the death of a spouse, or other compelling circumstances. 

32.13(f) An employee seeking to adopt a child is entitled to unpaid leave for the 
purpose of attending any compulsory interviews or examinations as are 
necessary as part of the adoption procedure. The employee and the 
employer should agree on the length of the unpaid leave. Where agreement 
cannot be reached, the employee is entitled to take up to two days unpaid 
leave. Where paid leave is available to the employee, the employer may 
require the employee to take such leave instead. 

32.14 Replacement employees 

32.14(a) A replacement employee is an employee specifically engaged or temporarily 
promoted or transferred, as a result of an employee proceeding on parental 
leave. 

32.14(b) Before the employer engages a replacement employee the employer must 
inform that person of the temporary nature of the employment and of the 
rights of the employee who is being replaced. 

32.15 Communication during parental leave 

32.15(a) Where an employee is on parental leave and a definite decision has been 
made to introduce significant change at the workplace, the employer shall 
take reasonable steps to: 

32.15(a)(i) make information available in relation to any significant effect the change will 
have on the status or responsibility level of the position the employee held 
before commencing parental leave; and 

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

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

32.15(c) The employee shall also notify the employer of changes of address or other 
contact details which might affect the employer's capacity to comply with this 
clause. 

32.16 Employer's responsibility to inform 

On becoming aware that: 

• an employee is pregnant; or 
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• an employee's partner is pregnant; or 
• an employee is adopting a child 

The employer must inform the employee of: 

• the employee's entitlements under this clause; and 
• the employee's responsibility to provide various notices under this clause. 

32.17 Termination of Employment 

32.17(a) An employee on parental leave may terminate their employment at any time 
during the period of leave by giving the required notice. 

32.17(b) The employer must not terminate the employment of an employee on the 
ground of her pregnancy or the employee's absence on parental leave. 
Otherwise the rights of the employer in relation to termination of employment 
are not affected by this clause. 

32.18 Paid Maternity Leave 

32.18(a) An employee who is not a casual employee and who has completed 12 
months continuous service prior to the expected date of birth is eligible to 
apply for fourteen (14) weeks paid maternity leave. 

32.18(b) An employee who is not a casual employee and who has completed 12 
months continuous service before the date of taking custody of an adopted 
child is eligible to apply for fourteen (14) weeks paid adoption leave. 

32.18(c) Paid maternity leave and paid adoption leave is granted to an employee on 
the following conditions: 

• Leave must be taken in a single unbroken period: 
• Unless additional leave is sought and granted, a combination of paid and 

unpaid leave must not exceed 52 weeks; 
• For paid adoption leave purposes, paid adoption leave is only available to 

the primary care giver and from the date the primary care giver takes 
custody of the child; 

• It is to be paid at an employee's base rate of pay (ie no shift or public 
holiday penalties or allowances); and 

• It is not to be extended by Time Off In Lieu, public holidays, or any other 
leave falling within the period of leave. 

32.18(d) Part-time employees are entitled to the same prov1s1ons as fulltime 
employees on a pro-rata basis according to contracted hours. 

32.18(e) During periods of paid or unpaid maternity leave personal leave with pay is 
not to be granted for a normal period of absence for the birth of a child. 
However, any illness arising from the incidence of the pregnancy may be 
covered by personal/carers leave to the extent available, subject to the usual 
provisions relating to production of a medical certificate and the medical 
certificate indicates that the illness had arisen from the pregnancy. 

32.19 Breast Feeding 

32.19(a) The employer is committed to fostering a supportive work environment for 
employees who choose to breastfeed by: 

• Providing suitable and reasonable workplace facilities for employees who 
choose to express breast milk or breastfeed their child. 
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• A full time or part time employee working more than 4 hours per day is 
entitled to two paid breast feeding/lactation breaks of up to 30 minutes 
each per day. 

• A part time employee working 4 hours or less on any one day is entitled 
to one paid breast feeding/lactation break of up to 30 minutes a day. 

• Breast feeding/lactation breaks can be taken by mutual agreement 
between an employee and their manager, provided the total breast 
feeding/lactation break time entitlement is not exceeded. 

• Supporting access to fiexible work options. 
• ensuring employee awareness of breastfeeding policies and facilities, 

and 
• Seeking to eliminate any unlawful direct and/or indirect discrimination on 

the grounds of breastfeeding. 

32.19(b) Employees who choose to breastfeed will be supported in that choice and treated 
with dignity and respect in the workplace. 

33. Family Violence Leave 

33.1 The employer recognises that employees sometimes face situations of violence or 
abuse in their personal life that may affect their attendance or performance at work and 
is committed to providing support to staff who experience family violence. 

33.2 For the purposes of this clause Family violence means behaviour by a person (the first 
person) towards another person (the second person) with whom the first person is in a 
relevant relationship that: 

(a) is physically or sexually abusive; or 

(b) is emotionally or psychologically abusive; or 

(c) is economically abusive; or 

(d) is threatening; or 

(e) is coercive; or 

(f) in any other way controls or dominates the second person and causes the second 
person to fear for the second person's safety or wellbeing or that of someone else 

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

33.4. General Measures 

(a) Proof of family violence may be required and can be in the form of an agreed 
document issued by the Police Service, a Court, a Doctor, district nurse, maternal 
and child health care nurse, a Family Violence Support Service or Lawyer. 

(b) All personal information concerning family violence will be kept confidential in line 
with relevant legislation. 

(c) The employer will cooperate with all legal orders protecting a staff member 
experiencing domestic violence. 
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33.5. Leave 

(a) An employee experiencing family violence will have access to up to five (5) days per 
instance, January to December of each year, of paid leave for medical appointments, 
legal proceedings and other activities related to family violence. 

(i) This leave will be in addition to existing leave entitlements and may be taken as 
consecutive or single days or as a fraction of a day and can be taken without prior 
approval. 

(ii) Family Violence leave does not accrue progressively during a year of service and 
does not accumulate from year to year. 

(b) An employee who supports a person experiencing family violence may take carer's 
leave or other forms of paid leave they have available to accompany them to court, to 
hospital, or to mind children. Unpaid leave may also be made available. 

(c) This leave will be managed by the employer as special leave and authorised by an 
Executive Manager following a recommendation by the appropriate line manager. 

33.6. Individual Support 

(a) In order to provide support to an employee experiencing family violence and to 
provide a safe work environment to all employees, the employer will consider any 
reasonable request from an employee experiencing family violence for: 

i. changes to their span of hours or pattern or hours and/or shift patterns; 
ii. job redesign or changes to duties; 
iii. a change to their telephone number or email address to avoid harassing contact; 
iv. any other appropriate measure including those available under existing provisions 

for family friendly and flexible work arrangements. 

(b) Employees will have access to the employers Employee Assistance Program as 
provided in clause 44 of this Agreement. 

32.7. An employee that discloses to their supervisor that they are experiencing family violence 
will be given information regarding support services. 

34. Special Leave 

The Chief Executive Officer or an Executive Manager, may approve an application for Special 
Leave with or without pay, in accordance with the employer's policy. Applications for special 
paid leave of more than ten (10) days per calendar year will be considered only where the 
employee has exhausted all other paid leave options. 

PART 6 -EMPLOYER AND EMPLOYEES' DUTIES, 
EMPLOYMENT RELATIONSHIP AND RELATED 
ARRANGEMENTS 

35. ANTI-DISCRIMINATION 

35.1 It is the intention of the parties to this Agreement to prevent and eliminate discrimination 
since race, colour, sex, sexual preference, age, physical or mental disability, marital 
status, family responsibilities, pregnancy, religion, political opinion, national extraction or 
social origin. 
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35.2 Accordingly, in fulfilling their obligations under the disputes avoidance and settling 
clause, the parties must make every endeavour to ensure that neither the Agreement 
provisions nor their operations are directly or indirectly discriminatory in their effects. 

35.3 Nothing in the clause is to be taken to affect: 

35.3.1 any different treatment (or treatment having different effects) which is specifically 
exempted under the State or Commonwealth anti-discrimination legislation; 

35.3.2 until considered and determined further by FWC the payment of different wages 
for employees who have not reached a particular age; 

35.3.3 an employee, employer or registered organisation, pursuing matters of 
discrimination in the State or Federal jurisdiction, including by application to the 
Human Rights and Equal Opportunity Commission. 

35.4 Nothing in this Clause is to be taken to prevent the employer from terminating the 
employment of an employee if the reason is based on the inherent requirements of the 
particular position. 

36. CONTRACT OF HIRING 

36.1 The contract of hiring of every employee (other than casuals) will, in the absence of a 
written contract to the contrary, be hiring by the fortnight be it as a full-time employee 
or part-time employee: 

36.1.1 Employment will be terminated in accordance with the notice prov1s1ons of 
Clauses 38 and 39 which notice may be given at any time provided that the 
termination of the employment takes effect at the end of a day's work or by the 
payment or forfeiture (as the case may be) of the salaries appropriate to the said 
notice period; but nothing will remove the employer's right at common law to 
dismiss an employee without notice for misconduct or other sufficient cause. 

36.1.2 An employee who is justifiably dismissed for any reason is entitled to payment 
for work in that fortnight only for the time actually worked. 

37. EMPLOYMENT CATEGORIES 

37.1 A Full-time Employee is one engaged for an average of 38 ordinary hours per week 
and who is not engaged as a part-time or a casual employee. 

37.2 Part-Time Employment- Special Conditions 

Part-time employee means a person other than a casual employee who is engaged to 
work less than an average of 38 ordinary hours per week and whose hours of work are 
reasonably predictable. 

Before commencing part-time employment, the employer and employee will agree in 
writing the guaranteed minimum number of hours to be worked and the days of the 
week the employee will work and the starting and finishing times each day. 

The terms of the agreement may be varied by agreement and recorded in writing. 

Any hours worked by an employee to replace temporarily another employee absent from 
duty which are in addition to those which the employee normally works will not be taken 
into account. 

37.2.1 For working ordinary hours a part-time employee is to be paid the 
appropriate weekly wage for a full-time employee, divided by 38 to obtain an 
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37.2.2 

37.2.3 

hourly rate, and then multiplied by the number of hours worked by the part
time employee in the week concerned. 

Part-time employees accrue annual leave, personal and other paid leave on 
a pro-rata basis, depending on the number of hours worked in each week, 
unless the entitlement is otherwise specified elsewhere in this Agreement. 

Where a part-time employee usually works on a day of the week on which a 
public holiday occurs and the employee is not required to work on that day, 
the employee must be paid for the hours the employee would have usually 
worked on that day. 

37.3 Casual Employee 

Casual employee means a person who is engaged to work as such. 

37.3.1 

37.3.2 

37.3.3 

A casual employee must be paid the hourly rate as defined for the work 
performed plus a casual loading of 25%. 

Casual employees are not entitled to Annual Leave, Personal leave or 
payment for Public Holidays not worked. 

Subject to the evidentiary and notice requirements in 27.7 and 28.1.3 
employees are entitled to not be available to attend work, or to leave work: 

• if they need to care for members of their immediate family or household 
who are sick and require care and support, or who require care due to an 
unexpected emergency, or the birth of a child; or 

• upon the death in Australia of an immediate family or household member. 

The employer and the employee shall agree on the period for which the 
employee will be entitled to not be available to attend work. In the absence 
of agreement, the employee is entitled to not be available to attend work for 
up to 48 hours (i.e. two days) per occasion. The casual employee is not 
entitled to any payment for the period of non-attendance. 

37.4 Replacement Employee 

A Replacement Employee is one engaged for a specific period of time to replace a 
designated person. The period of time for which the employee is engaged together with 
any other special conditions of employment will be confirmed in writing at the time of 
appointment. 

37.4.1 Where such employee is engaged for a period not exceeding three months in 
any one period the employee may be engaged and paid as a casual employee 
irrespective of the number of hours worked per week. 

37.4.2 Where such employee is engaged for more than three months the employee 
must be engaged and paid as a full-time, part-time or casual employee in 
accordance with the appropriate provisions and definitions applicable. 

37.5 Trainee 

A Trainee is an employee engaged on a specific contract in accordance with the 
Training and Skills Development Act (SA) 2008 with the employer whereby the employer 
undertakes to train and employ the trainee in a vocation and the trainee undertakes 
structured learning and paid employment for a specific period of time to achieve a 
relevant qualification. 
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37.5.1 The traineeship may be full-time or part-time, depending on the qualification 
pursued. 

37.5.2 The duration of the trainees hip will be dependent on tbe qualification pursued. 

37.5.3 There is no guarantee of employment with the employer following completion of 
the traineeship. 

38. TERMINATION OF EMPLOYMENT 

38.1 Notice of termination by employee 

In order to terminate employment, an employee must give the employer a minimum of 
two weeks notice. 

38.2 Notice of termination by employer 

38.2.1(a) In order to terminate the employment of an employee, the employer must 
give the employee the following notice: 

Period of continuous service 
Less than 1 year 
One year but not more than 3 years 
More than 3 years but not more than 
4 years 
More than 5 years 

Period of notice 
1 week 
2 weeks 
3weeks 

4weeks 

38.2.1(b) In addition to the notice in 38.2.1(a), employees over 45 years of age at the 
time of the giving of notice with not less than two years continuous service 
are entitled to additional notice of one week. 

38.2.1 (c) Payment at the ordinary rate of pay in lieu of the notice prescribed in 
38.2.1(a) and/or 38.2.1(b) must be made if the appropriate notice period is 
not given. Employment may be terminated by part of the period of notice 
specified and part payment in lieu. 

38.2.1 (d) In calculating any payment in lieu of notice the employer must pay the wages 
an employee would have received in respect of the ordinary time the 
employee would have worked during the period of notice had the employee's 
employment not been terminated. 

38.2.1 (e) The period of notice in this clause does not apply in the case of: 

38.2.2 

(i) dismissal for conduct that at common law justifies instant dismissal; 

(ii) casual employees; 

(iii) employees engaged for a specific period of time or for a specific task or 
tasks. 

Time off during notice period-

Where an employer has given notice of termination to an employee, the employee is 
entitled to up to one day's time off without loss of pay for the purpose of seeking other 
employment. The time off is to be taken at times that are convenient to the employee 
after consultation with the employer. 
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38.2.3 Payment in lieu 

If an employer makes payment in lieu for all or any of the period of notice prescribed, the 
period for which such payment is made must be treated as service with the employer for 
the purposes of computing any service related entitlement of the employee. 

38.2.4 Statement of Employment 

At the employee's request, the employer must provide to an employee whose 
employment has been terminated, a written statement specifying the period of the 
employee's employment and the classification of or the type of work performed by the 
employee. 

39. REDUNDANCY 

39.1 Definition: 

'Redundancy' in this Clause means the loss of employment due to the employer no 
longer requiring the job the employee has been doing to be performed by anyone, and 
'redundant' has a corresponding meaning. 

39.2 Exclusions 

39.2.1 This Clause does not apply to employees with less than 1 year's continuous 
service. The general obligation of the employer is to give such employees an 
indication of the impending redundancy at the first reasonable opportunity, and to 
take such steps as may be reasonable to facilitate the obtaining by such 
employees of suitable alternative employment. 

39.2.2 This Clause does not apply where employment is terminated as a consequence 
of conduct that at common law justifies instant dismissal or in the case of casual 
employees or employees engaged for a specific period of time or for a specified 
task or tasks. 

39.3 Discussions before Termination 

39.3.1 Where the employer has made a firm decision that it no longer requires the job 
the employees have been doing done by anyone and that decision may lead to 
termination of employment, the employer must have discussions as soon as 
practicable with the employees directly affected and with the employee's chosen 
representative, which may be the Association. Agreed Discussions must include: 

(a) the reasons for the proposed terminations; 
(b) measures to avoid or minimise the terminations; 
(c) measures to mitigate the adverse effects of any terminations on the 

employees concerned. 

39.3.2 For the purpose of such discussion the employer must as soon as practicable 
provide in writing to the employees concerned and the Association, all relevant 
information about the proposed terminations, including:-

(a) the reasons for the proposed terminations; 
(b) the number and categories of employees likely to be affected; 
(c) the number of workers normally employed; and 
(d) the period over which the terminations are likely to be carried out. 

The employer is not required to disclose confidential information the disclosure of 
which, when looked at objectively, would be against the employer's interests. 
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39.4 Period of Notice of Termination on Redundancy 

39.4.1 If the services of an employee are to be terminated due to redundancy, such an 
employee must be given notice of termination as prescribed by Clause 38.2. 

39.4.2 Employees to whom notification of termination of service is to be given on 
account of the introduction or proposed introduction by the employer of 
automation or other like technological changes in the organisation must be given 
not less than 3 months notice of termination. 

39.4.3 Should the employer fail to give notice of termination as required in 39.4.1 or 
39.4.2 the employer must pay to that employee the ordinary rate of pay for a 
period being the difference between the notice given and that required to be 
given. The period of notice to be given is deemed to be service with the 
employer for the purposes of the Long Service Leave Act, 1987. 

39.5 Time Off During Notice Period 

39.5.1 During the period of notice of termination given by the employer an employee is 
entitled to up to 1 day off without loss of pay during each week of notice for the 
purpose of seeking other employment. 

39.5.2 If the employee has been allowed paid leave for more than 1 day during the 
notice period for the purpose of seeking other employment, the employee must, 
at the request of the employer, produce proof of attendance at an interview. If 
such proof is not produced the employee is not entitled to receive payment for 
the time absent. For this purpose a statutory declaration will be sufficient. 

39.6 Severance Pay 

39.6.1 In addition to the period of notice prescribed for termination in Clause 39.4.1 or 
39.4.2 an employee whose employment is terminated by reason of redundancy 
is entitled to the following amounts of severance pay in respect of a continuous 
period of service: 

Period of Continuous Service 
Less than 1 year 
1 year and less than 2 years 
2 years and less than 3 years 
3 years and less than 4 years 
4 years and over less than 5 years 
5 years and less than 6 years 
6 years and less than 7 years 
7 years and less than 8 years 
8 years and less than 9 years 
9 years and over 

Severance Pay 
Nil 
4 weeks 
6 weeks 
7 weeks 
8 weeks 
10 weeks 
11 weeks 
13 weeks 
14 weeks 
16 weeks 

39.6.2 The employer may apply to the FWC for an order allowing the off-setting of all or 
part of an employee's entitlement to severance payment on the basis that such 
payment or part of it is already provided for or included in the contributions which 
the employer has made over an above those required by law to a 
superannuation scheme and which are paid or payable to the employee on 
redundancy occurring. 

39.7 Incapacity to Pay 

The employer may make application to the FWC for an order to have the severance pay 
prescription varied on the basis of the employer's incapacity to pay. 
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39.8 Alternative Employment 

The employer may make application to the FWC to have the severance pay prescription 
varied if the employer obtains acceptable alternative employment for an employee. 

39.9 Written Notice 

The employer must, as soon as practicable, but prior to the termination of the 
employee's employment, give to the employee a written notice containing, among other 
things, the following:-

39.9.1 the date and time of the proposed termination of the employee's employment; 

39.9.2 details of the monetary entitlements of the employee upon the termination of 
the employee's employment including the manner and method by which those 
entitlements have been calculated; 

39.9.3 advice as to the entitlement of the employee to assistance from the employer, 
including time off without loss of pay in seeking other employment, or arranging 
training or retraining for future employment; and 

39.9.4 advice as to the entitlements of the employee should the employee terminate 
employment during the period of notice. 

39.10 Transfer to Lower Paid Duties 

Where an employee whose job has become redundant accepts an offer of alternative 
work by the employer the rate of pay for which is less than the rate of pay for the former 
position, the employee is entitled to the same period of notice of the date of 
commencement of work in the new position as if the employee's employment had been 
terminated. The employer may pay in lieu thereof an amount equal to the difference 
between the former rate of pay and the new lower rate for the number of weeks of notice 
still owing. 

39.11 Employee Leaving During Notice 

An employee whose employment is terminated on account of redundancy may terminate 
employment during the period of notice. In this case the employee is entitled to the 
same benefits and payments under this Clause as if remaining with the employer until 
the expiry of such notice. In such circumstances the employee is not entitled to payment 
in lieu of notice. 

39.12 Voluntary Redundancy 

39.12.1 If the employer targets a particular work area for job reductions arising from 
funding cuts, it will identify any interest in Voluntary Redundancies. 

39.12.2 The employer will use voluntary redundancy in preference to involuntary 
redundancy where practical. 

40. Transition of staff to retirement 

40.1 The parties agree that an employee will be eligible to adjust their hours of work to assist 
in their transition toward retirement having regard to the likely impact on operational 
requirements. For the purposes of this clause the following conditions apply: 

40.2 To be eligible to access a transition arrangement an employee must have worked for 
Nunkuwarrin Yunti of SA Inc for at least 10 years. 
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40.3 Eligible employees are: 

an Aboriginal employee of at least 45 years of age 
a non-Aboriginal employee of at least 55 years of age 

40.4 An employee who meets the criteria must make a written application giving a minimum 
of 3 months' notice. Approval of a transition arrangement rests with the employer. 

40.5 The employee is required to nominate a retirement date and the transition arrangement 
will be for a maximum period of 12 months. 

40.6 The transition arrangement will be a fixed arrangement; that is, part-time employment 
until the nominated retirement date is reached. 

40.7 Subject to 40.6, a reasonable period will be agreed with the employee, having regard to 
operational requirements, including the potential need to backfill by recruitment. 

40.8 The content of a transition arrangement will be reviewed at the half-way point or as 
necessary to take account of changed circumstances. 

PART 7 -COMMUNICATION CONSULTATION AND DISPUTE 
RESOLUTION 

41. Consultation regarding Agreement 

41.1 The parties commit to continuing dialogue over the operation of the provisions of the 
Agreement and industrial issues in the workplace. 

41.2 Where it becomes apparent that a provision or provisions contained in this Agreement 
are no longer permissible content as a consequence of the operation of the Act or 
Regulations (thereby becoming a provision of concern), the parties commit to holding 
discussions as soon as practicable to discuss the effect of the Act or Regulations and 
commit to take all reasonable measures to uphold the intended effect of the provision or 
provisions of concern. 

41.3 The parties are committed to consultation and communication throughout all 
management levels of the employer, as effective mechanisms for communication are 
fundamental to the achievements of greater productivity, efficiency, flexibility and job 
satisfaction. 

42. Commitment to Change 

42.1 All parties to this Agreement recognise that change is an ongoing feature of the work 
environment and that appropriate management of change is essential. 

42.2 All parties are responsible for assisting and co-operating actively to achieve increases in 
productivity, efficiency and flexibility. 

43. Introduction and Consultation of Change 

43.1 Notification of Intended Changes 

43.1.1.1 Where the employer has made a definite decision to introduce major changes in 
production, program, organisation, structure or technology that are likely to have 
significant effects on employees, the employer must notify the employees who may be 
affected by the proposed changes, their representatives, if any and the ANMF and the 
ASU. 
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43.1.1.2 Significant effects include: 

(i) termination of employment; 
(ii) major changes in the composition, operation or size of the employer's workforce or in the 

skills required; 
(iii) the elimination or diminution of job opportunities, promotion opportunities or job tenure; 
(iv) the alteration of hours of work; 
(v) the need for retraining or transfer of employees to other work or locations; and the 

restructuring of jobs. 

Where this Agreement makes provision for alteration of any of these matters an alteration is 
deemed not to have significant effect. 

43.1.2 Consultation with Employees 

43.1.2.1 The employer must discuss with the employees affected, their representatives, if any, 
and the ANMF and ASU: 

(i) the introduction of the changes referred to in clause 43.1.1.1 
(ii) the effects the changes are likely to have on employees; 
(iii) measures to avert or mitigate the adverse effects of such changes on employees and 
(iv) the employer must give prompt consideration to matters raised by the employees and/or 

their representatives and/or the ANMF or ASU in relation to the changes. 

43.1.2.2 The discussions must commence as early as practicable after a definite decision has 
been made by the employer to make the changes referred to in clause 43.1.1.1. 

43.1.2.3 For the purposes of such discussion, the employer must provide in writing to the 
employees concerned and their representatives, if any: 

(i) all relevant information about the changes including the nature of the changes 
proposed and 

(ii) the expected effects of the changes on employees and any other matters likely to 
affect employees 

The employer is not required to disclose confidential information the disclosure of which, when 
looked at objectively, would be contrary to the employer's interests. 

43.1.2.4 At any of the above stages employees may directly involve a representative of their 
choice. 

44. Dispute/Grievance Avoidance/Settling Procedures 

44.1 All parties to this Agreement are committed to resolving grievance and disputes quickly, 
and within seven days if possible, to preserve positive working arrangements. 

44.2 If a dispute arises between the employer and an Employee or employees about any 
aspects of work, as outlined in the Staff Grievance Resolution Policy, the following 
procedures will apply: 

44.2.1 Employees may firstly try to resolve the dispute with their Manager, or vice 
versa. Employees may involve a job delegate. 

44.2.2 If the matter is still not resolved either party may refer it to Executive 
Management. 

44.2.3 A party to the dispute may appoint another person, organisation or association 
such as a support person or union official to accompany or represent them in 
relation to the dispute. 
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44.2.4 Executive Management will hear all aspects of the grievance or dispute, 
obtaining any additional information they see fit. Executive Management will 
consider all relevant information and make a determination on the matter as 
quickly as practicable. 

44.2.5 It is a term of this agreement that while the dispute resolution procedures are 
being conducted, work shall continue normally unless an employee has a 
reasonable concern about an imminent risk to his or her health or safety. 

44.2.6 If a dispute in relation to a matter arising under the 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 FWC for resolution by mediation 
and/or conciliation and, where the matter in dispute remains unresolved, 
arbitration. If arbitration is necessary the FWC may exercise the procedural 
powers in relation to hearings, witnesses, evidence and submissions which are 
necessary to make the arbitration effective. 

44.2. 7 Any dispute referred to the FWC under this clause should be dealt with by a 
member in Adelaide agreed by the parties at the time or, in default of 
agreement, a member in Adelaide nominated by either the head of the relevant 
panel or the President. 

44.2.8 The decision of the FWC will bind the parties, subject to either party exercising 
a right of appeal against the decision to a Full Bench. 

45. Employee Assistance Program 

45.1 The parties agree that employees may access the Employee Assistance Program, 
which may include use of Aboriginal 'traditional services' as available and approved by 
Executive Management. The details of the Program's policy and procedure are 
contained in the employer's Policies and Procedures Manual. The broad principles of 
the Program are: 

45.1.1 Employees may access external professional support through the Program on 
a self-referral basis or their Manager may encourage them to seek such 
support. 

45.1.2 The employee is required to advise their Manager that they are accessing the 
Program, but to protect confidentiality the employee does not have to disclose 
any details. 

45.1.3 The employer will pay for up to three (3) visits for an employee and depending 
upon the issue(s) Executive Management may approve extension of this 
support. 

45.2 The professional to whom the employee is referred is an independent, external person 
who provides the support the employee needs, including, if required, referral to other 
specialist, professional assistance. Such referral will only be supported by the employer 
if it is approved by Executive Management. 

46. Implementation of this Agreement 

46.1 The parties agree that the implementation of this Agreement will be monitored through 
the organisation's meeting structures, including Team meetings, Manager's meetings, 
Organisation meetings, Executive Management meetings and Board of Management 
meetings. 

46.2 If all other avenues have been exhausted in seeking to address an issue arising from 
this Agreement, the dispute resolution procedures at Clause 44 shall apply. 
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47. Interpretation of Agreement 

If the parties are unable to agree on the intended meaning of any part of this Agreement, 
they will refer the issue to FWC per the dispute resolution procedures at Clause 44. 

48. Validity of Agreement 

If for any reason a clause in this Agreement is found to be invalid, that finding will not 
affect the validity and operation of the remaining clauses in this Agreement. 
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SIGNATORIES 

Signed on behalf of NUNKUWARRIN YUNTI OF SOUTH AUSTRALIA INC 

. ........ . .. _ .. . .... .... ...... . . Date: ..... G:::? .. ! .a.\. &o\.~ ... . 
Name in FuU: .. . \h.c...~- - ...... . 4.J'l-.H\-~e:.. ....... Q\...-~E~- - -- · ---- - .. . ... . 

Position: ·w<::,;..g;,_o .... .... .... .... ...... ...... .... .. ....... .. .. .......... ..... ....... ........ .. 
W1tness: ... t ...... 'G .-.. _r(,~/:· · ..... .... ... ... .. .... ... ...... ...... .... ...... .. ... .. 
Witness name in fuii : .. . P.A.~~UVS. ....... C.~4.-.9l:-. ~ . -~~'Y .. ... ~~?:-€/ · .. . 
182-190 Wakefield Street, Adelaide SA 5000 

Name in full: .~:e.\ ~0.0\P-. .. .. t\o.M 0':1o.~ c\ .. ..... .... .. . ... ... __ ___ ____ .. .... . . 

Witness: {i)L. ..... Y~·~·: · ... .. .... .. ..... ... ... ..... ...... .... r-· .. .... .. . .. .. 

Witness name in full : .f.A.c.X.../J:\.fi.. ..... ~AJ!..9"L:-.~ - ~':'!. ... VA~.~-:-.1 ... ... ... . 
182-190 Wakefield Street, Adelaide SA 5000 

Sign half of the EMPLO -es 

By .... .. ... : .. .. ... ..... "'J' ... ................. ; T ' ....... Date: •.. ... 4-./ 2.. )/..f.. .. .. .. .. ... .. 
Name In ""/ i .... .f.. .1 fiT~~ .. ... H.V.'JI.fbt>-c D. . ... .. .. .. .. .. ..... .. 

Witness: LJ.r£6 ... Ji'~ .............. .. ...... ..... .. .. .. .. .............. .. 
Witness name in full : . QA-.l)L.,.!t\.JE.. ... . 0\lok._ JJ.\UY .. .. V.??r/?;~'Y .. .... ...... . 
182-190 Wakefield Street, Adelaide SA 5000 



SIGNED ON BEHALF OF AUSTRALIAN NURSING AND MIDWIFERY 
FE~ERATION (SOUTH AUSTRALIAN BRANCH) - ANMF 

S;Q:;;~·~················· · 
...... ~\~ .... ~ .. C?~~~ ... .. ~.~~ .. 
Date 

..... ~.~~.r::?. ..... ~~~ .. .. ... ~~ .. <!J.~~····· · ···· ·· ··· · ·········· 
Name in Full 

........ A.~-x.\~ .. s ....... '?.~.~ ..... ~.~.~.~ .. ~~ ................... . 
Position 

Australian Nursing & Midwifery Federation - SA 
Add~~·~·~····· ·191· tai-.rens· R·aad · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · · 

RIDLEYTON SA 5008 

·· ··············.f'.······~······································ · ·· · ···· 
Witness L--t...../ ~v--<-- · 

Witness Name in full c__ , L. ~~ \....-\.. <> ~ "'-L · 

SIGNED ON BEHALF OF THE AUSTRALIAN MUNICIPAL ADMINISTRATIVE 
CLERr l AND SERVICES UNION (SA AND NT BRANCH) 

.. ...... . .. ~~::-:-.......... ... .. . .. .. . .. . . .. . .... . 

Signature 

.......... ... .. ~.9 .. .. ~.'?.~~.~.~.<?!( ..... ~. ~ .T. ..... .. ... ... .... . 
Date 

.. ~~? ~ ~ .~ .... ~~.~·~A .N 6. ...... $. P.. r?; N .(.lS.~ ......... ........................................ . 
Name in Full 

.... A.<:-. r .\ .N. ~ ... .. ~. ?.-.~~ .~~ ........ 6. e. (:~.f-Th r?:-~ .. ... .............. ... ...... ...... ..... . 
Position 

... .. ~~\.-:~.\ ... J. ·' ... :k.<f; .5 .... f\t\\o{t.o.t1 .... ~.o.J.. ·'· .... D..':-!.1. .l(Y.' .. ~.b .. ... 5 .9..6. .-5. ... 
Address 

... . /~ ........ ........ ..... .. ... ... ..... . 
Witness 

... J~.<?.TT.. ... P/!..~ .~/!? ..... C..~. 0! .. ~.N ......................................................... . 
Witness Name in full 
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Schedule 1 

Corporate Services -Wages Schedule 

Increase Increase Increase Increase 
of 1.5% 2.1% (CPI of 1.75% of 1.75% 
from1/7/16 to end of or by or by 

March National National 
Quarter Annual to Annual 
2017) CPI to end CPI to end 
Effective March March 
first pay Quarter Quarter 
period on 2018 2019 

Current or after Effective Effective 
CORPORATE Annual 1/7/17 first pay first pay 
SERVICES Wage period on period on 
CLASSIFICATION Effective or after or after 
LEVELS 1/7/15 1/7/18 1/7/19 

$pa $pa $pa $pa $pa 
NY Level1 
Step 1 38,317.70 38,892.47 39,709.21 40, 404.12 41,111.19 
Step 2 39,304.28 39,893.84 40,731.61 41,444.41 42,169.69 
Step 3 40,723.91 41,334.77 42,202.80 42,941.35 43,692.82 
Step 4 41,788.24 42,415.06 43,305.77 44,063.62 44,834.74 

NY Level2 
Step 1 43,418.30 44,069.57 44,995.03 45,782.44 46,583.63 
Step 2 45,304.52 45,984.09 46,949.75 47,771.37 48,607.37 
Step 3 46,577.76 47,276.43 48,269.23 49,113.94 49,973.44 
Step 4 48,236.79 48,960.34 49,988.50 50,863.30 51,753.41 

NY Level3 
Step 1 49,851.59 50,599.37 51,661.95 52,566.04 53,485.94 
Step 2 51,570.08 52,343.63 53,442.84 54,378.09 55,329.71 
Step 3 54,070.82 54,881.88 56,034.40 57,015.00 58,012.76 

NY Level4 
Step 1 56,571.56 57,420.14 58,625.96 59,651.91 60,695.82 
Step 2 59,072.30 59,958.38 61,217.50 62,288.81 63,378.86 
Step 3 61,414.45 62,335.67 63,644.72 64,758.50 65,891.77 

NY LevelS 
Step 1 63,777.96 64,734.63 66,094.05 67,250.70 68,427.59 
Step 2 65,372.94 66,353.54 67,746.96 68,932.53 70,138.85 
Step 3 67,978.89 68,998.57 70,447.54 71,680.37 72,934.77 

NY LevelS 
Step 1 71,296.94 72,366.39 73,886.08 75,437.69 76,757.85 
Step 2 72,954.44 74,048.76 75,603.78 76,926.85 78,273.06 
Step 3 74,543.33 75,661.48 77,250.37 78,602.25 79,977.79 

This schedule shows rates increased by 1. 75%. Should CPI be greater, a higher amount will apply. 
Where the higher CPI amount applies an amended wage schedule will be developed and will be accessible 
to all staff. 
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Schedule 2 
Health Services -Wages Schedule 

Increase Increase 2.1% Increase of Increase of 1.75% 
of 1.5% (CPI to end of 1.75% or by or by National 
from1/7/16 March Quarter National Annual Annual CPI to end 

2017) CPI to end March Quarter 
Current Effective first March Quarter 2019 Effective 
Annual pay period on 2018 Effective first pay period 
Wage or after 1/7/17 first pay period on or after 1/7/19 

HEALTH SERVICES Effective on or after 
LEVELS 1/7/15 1/7/18 

$pa $pa $pa $pa $pa 
Trainee 
Step 1 39,402.17 39,993.20 40,833.05 41,547.63 42,274.72 
Step 2 40,416.66 41,022.91 41,884.39 42,617.36 43,363.17 
Step 3 41,876.47 42,504.62 43,397.21 44,156.67 44,929.41 
Step 4 42,970.92 43,615.49 44,531.41 45,310.71 46,103.65 

Level1 
Step 1 44,647.12 45,316.83 46,268.48 47,078.18 47,902.05 
Step 2 46,586.73 47,285.53 48,278.52 49,123.40 49,983.06 
Step 3 47,896.01 48,614.45 49,635.35 50,503.97 51,387.79 
Step 4 49,601.98 50,346.00 51,403.26 52,302.82 53,218.12 

Level2 
Step 1 51,262.49 52,031.42 53,124.08 54,053.75 54,999.69 
Step 2 53,029.61 53,825.05 54,955.37 55,917.09 56,895.64 
Step 3 55,601.14 56,435.16 57,620.30 58,628.65 59,654.65 

Level 3 
Step 1 58,172.66 59,045.25 60,285.20 61,340.19 62,413.64 
Step 2 60,744.16 61,655.33 62,950.09 64,051.71 65,172.62 
Step 3 63,152.60 64,099.89 65,445.98 66,591.29 67,756.64 

Level4 
Step 1 65,583.00 66,566.75 67,964.65 69,154.03 70,364.22 
Step 2 67,223.12 68,231.46 69,664.32 70,883.44 72,123.90 
Step 3 69,902.82 70,951.37 72,441.35 73,709.07 74,998.98 

LevelS 
Step 1 70,624.60 71,683.97 73,189.33 74,470.14 75,773.37 
Step 2 72,954.44 74,048.76 75,603.78 76,926.85 78,273.06 

LevelS 
Step 1 75,209.47 76,788.87 78,132.67 79,499.99 
Step 2 78,155.00 79,796.25 81,192.69 82,613.56 

Level7 
Step 1 81,200.00 82,905.20 84,356.04 85,832.27 
Step 2 85,260.00 87,050.46 88,573.84 90,123.88 

This schedule shows rates increased by 1.75%. Should CPI be greater, a higher amount will apply. 
Where the higher CPI amount applies an amended wage schedule will be developed and will be accessible 
to all staff. 
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Schedule 3 
Nurses Wages Schedule 

Increase of Increase Increase of Increase of 
1.5% 2.1% (CPI to 1.75% or by 1.75% or by 
from1/7/16 end of March National National 

Quarter 2017) Annual CPI Annual CPI to 
Effective first to end end March 
pay period March Quarter 2019 

Current on or after Quarter 2018 Effective first 
Annual 1/7/17 Effective pay period on 
Wage first pay or after 1/7/19 
1/7/15 period on or 

after 1/7/18 
$pa $pa $pa $pa $pa 

RN-1 

1st yr 56,947.67 57,801.89 59,015.73 60,048.50 61,099.35 
2nd yr 58,845.50 59,728.18 60,982.47 62,049.66 63,135.53 
3rd yr 61,377.10 62,297.76 63,606.00 64,719.11 65,851.70 
4th yr 63,907.54 64,866.16 66,228.35 67,387.34 68,566.62 
5th yr 66,439.14 67,435.73 68,851.88 70,056.78 71,282.78 
6th yr 68,969.58 70,004.13 71,474.21 72,725.00 73,997.70 
7th yr 71,501.18 72,573.70 74,097.74 75,394.45 76,713.86 
8th yr+ 74,031.62 75,142.10 76,720.08 78,062.68 79,428.78 

RN-2 

1st yr 68,336.97 69,362.03 71 ,474.21 72,725.00 73,997.70 
2nd yr 70,867.41 71,930.43 74,097.74 75,394.45 76,713.86 
3rd yr 74,031.62 75,142.10 76,720.08 78,062.68 79,428.78 
4th yr 78.242.00 79,885.08 81,283.07 82,705.52 
5th yr 81 ,342.00 83,050.18 84,503.56 85,982.37 

RN-3 

1st yr 94,279.79 95,693.98 97,703.55 99,413.36 101,153.09 
2nd yr 97,442.84 98,904.48 100,981.47 102,748.64 104,546.74 

RN-4 

1st yr 100,607.05 102,116.15 104,260.58 106,085.14 107,941.62 
2nd yr 103,138.65 104,685.73 106,884.13 108,754.60 110,657.80 

RN-5 

Gr 1 110,731.13 112,392.10 114,752.33 116,760.49 118,803.79 
Gr2 124,018.26 125,878.54 128,521.98 130,771.11 133,059.60 

This schedule shows rates increased by 1.75%. Should CPI be greater, a higher amount will apply. 
Where the higher CPI amount applies an amended wage schedule will be developed and will be accessible 
to all staff. 
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Manager Wage Schedule 

Increase Increase 2.1% Increase of Increase of 1.75% 
of 1.5% (CPI to end of 1.75% or by or by National 
from March Quarter National Annual Annual CPI to end 
1/7/16 2017) CPI to end March Quarter 

Current Effective first pay March Quarter 2019 Effective 
Annual period on or after 2018 Effective first pay period 
Wage 1/7/17 first pay period on or after 1/7/19 
1/7/15 on or after 

1/7/18 
$pa $pa $pa $pa $pa 

MM 1.1 74,305.15 75,419.72 77,003.53 78,351.09 79,722.24 
MM 1.2 77,232.32 78,390.80 80,037.00 81,437.65 82,862.81 
MM 1.3.1 79,934.33 81 '133.34 82,837.14 84,286.79 85,761.80 
MM 1.3.2 82,861.50 84,104.42 85,870.61 87,373.34 88,902.38 
MM 1.3.3 84,437.67 85,704.23 87,504.00 89,035.34 90,593.45 
MM 1.3.4 87,364.84 88,675.31 90,537.49 92,121.90 93,734.03 

MM 2.1 88,265.51 89,589.49 91,470.87 93,071.61 94,700.36 
MM 2.2.1 90,066.85 91,417.85 93,337.62 94,971.03 96,633.02 
MM 2.2.2 93,219.18 94,617.47 96,604.43 98,295.00 100,015.17 
MM 2.2.3 95,696.02 97,131.46 99,171.22 100,906.71 102,672.57 
MM 2.2.4 97,722.53 99,188.37 101,271.32 103,043.56 104,846.82 

Y M-1.1 is the entry level for new managers and managers without tertiary qualifications. 
Y M-1.2 is the entry level for managers with qualifications but little management experience. 
Y M-1.3 is entry level for managers with qualifications and experience. 

Y M-2.1 is the entry level for new managers at this level. 
Y M-2.2 is the entry level for managers with extensive management experience at this level. 

This schedule shows rates increased by 1. 75%. Should CPl be greater, a higher amount will apply. 

Schedule 4 

Where the higher CPl amount applies an amended wage schedule will be developed and will be accessible 
to all staff. 

Nunkuwarrin Yunti of SA Inc-Final- 5 October 2017 46 of 86 



Schedule 5 

Dental Services -Wages Schedule 

Increase Increase Increase 
2.1% (CPI of 1.75% of 1.75% 
to end of or by or by 
March National National 
Quarter Annual Annual 
2017) CPI to end CPI to end 
Effective March March 
first pay Quarter Quarter 
period on 2018 2019 
or after Effective Effective 
1/7/17 first pay first pay 

period on period on 
or after or after 

DENTAL SERVICES LEVELS From1/7/16 1/7/18 1/7/19 
$J)a $pa $pa $J)a 

Level 1 Dental Assistant 

Step 1 45,316.83 46,268.48 47,078.18 47,902.05 
Step 2 47,285.53 48,278.52 49,123.40 49,983.16 
Step 3 48,614.45 49,635.35 50,503.97 51,387.79 
Step 4 50,346.01 51,403.27 52,302.83 53,218.13 

Level 2 Dental Assistant 
Step 1 52,031.42 53,124.08 54,053.75 54,999.69 
Step 2 53,825.05 54,955.37 55,917.08 56,895.63 
Step 3 56,435.16 57,620.30 58,628.65 59,654.65 

Level 3 Dental 
Therapist/Hygienist/Oral Health 
Therapist 
Step 1 59,045.25 60,285.20 61,340.19 62,413.64 
Step 2 61,655.33 62,950.09 64,051.71 65,172.61 
Step 3 64,099.89 65,445.98 66,591.91 67,756.64 

Level 4 (Dentist) $105,000.00 107,205.00 109,081.08 110,990.00 

Level 5 (Senior Dentist) 130,000.00 132,730.00 135,052.77 137.416.19 

This schedule shows rates increased by 1.75%. Should CPI be greater, a higher amount will apply. 
Where the higher CPI amount applies an amended wage schedule will be developed and will be accessible 
to all staff. 
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NUNKUWARRIN YUNTI OF SA 
CLASSIFICATION CHARACTERISTICS 

CORPORATE SERVICES 

All employees employed within the Corporate Services levels will have: 

• an understanding of the issues affecting Aboriginal and/or Torres Strait Islander people; and 

Schedule 6 

• an ability to communicate sensitively and effectively with Aboriginal and/or Torres Strait Islander 
people 

commensurate with the classification level of their position. 

Administrative Trainee 
Characteristics of the level 

A person employed as an Administrative Trainee will work under close direction and daily supervision whilst 
receiving formal on and off the job training consistent with the performance of clerical duties of Nunkuwarrin 
Yunti General Level 1, and which satisfy the objectives and requirements of an Administrative Traineeship. 

General features of work in this category consist initially of working under close direction and operating under 
instruction to perform routine clerical and office functions. These will require an understanding of clear, 
straightforward rules or procedures and may include operating routine office equipment. Problems can usually 
be solved by reference to established practices, procedures and instructions. 

Positions at this level will require employees to be responsible and accountable for their own work within 
established routines, methods and procedures. Less experienced employees' 
work may be subject to checking at all stages. 

Positions at this level are renumerated at 20% lower than Level 1 to take into account the formal /off site 
training components of Traineeships. 

Requirements of the job 
Some or all of the following are needed to be demonstrated or have the potential to be developed by the 
Trainee: 

Skills, Knowledge, Experience, Qualifications and/or Training 

No formal qualifications however satisfactory completion of at least Year 10 year schooling is highly 
desirable. 

• Ability, aptitude and interest in providing administrative and clerical support through a Traineeship. 
• Computer literate with basic keyboard skills appropriate to achieving the competency standards of 

the Traineeship. 
• Willingness and a commitment to attend formal job training as provided under the Traineeship 

through the approved Registered Training Organisation. 
• The employer will provide substantial on the job training and support of the employee. 

Responsibilities 

A position at this level may include some of or similar responsibilities to: 

• Satisfy the objectives and requirements of a Traineeship as defined by the Training and Skills 
Development Act 2008 

• Undertake routine activities of an administrative support nature such as reception/Switchboard, e.g. 
directing telephone callers to appropriate staff, message taking, issuing routine information. 

• Undertake straight forward operation of keyboard equipment at a basic level after having received 
appropriate training, and to continue to practise and develop competency in office based computer 
packages and equipment. 
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• Assist with routine administrative tasks including photocopying, mail, correspondence, management 
of stationery and other office resources. 

• Maintenance of basic records including filing, collating, photocopying. 

Organisational Relationships 

Works under close direction and direct supervision 

Extent of Authority Work 

• Outcomes are clearly monitored; 
• Freedom to act is limited by standards and procedures. 
• Solutions to problems are found in established procedures and instructions with assistance readily 

available. 

Positions at this level are remunerated at 20% lower than NY Level 1 to take into account the formal 
on/off site training components of the Traineeship and must be consistent with the national Training 
and Skills Development Act 2008 

Level 1 
Characteristics of the level 

A person employed Level 1 will work under close direction and undertake routine activities which require the 
practical application of basic skills and techniques. 

General features of work in this category consist of performing clearly defined activities with outcomes being 
readily attainable. Employees' duties at this level will be closely monitored with instruction and assistance being 
readily available. 

Freedom to act is limited by standards and procedures. However, with experience, employees at this level may 
have sufficient freedom to exercise judgement in the planning of their own work within those confines. 

Positions at this level will involve employees in extensive on the-the-job training including familiarisation with 
the goals and objectives of the workplace. 

Employees will be responsible for the time management of their work and required to use basic numeracy, 
written and verbal communication skills. 

Supervision of other staff is not a feature at this level. 

At this level, the employer will offer substantial internal and/or external training. 

Requirements of the job 
Some or all of the following are needed to perforrn work at this level: 

Skills, Knowledge, Experience, Qualifications and/or Training 

• developing knowledge of the workplace function and operation; 
• basic knowledge of administrative practices and procedures relevant to the workplace; 
• a developing knowledge of work practices and policies of the relevant work area; 
• basic numeracy, written and verbal communication skills relevant to the work area; 
• no formal qualifications are required however satisfactory completion of Year 11 is highly desirable. 
• at this level the employer is required to offer substantial on the job training; 
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Responsibilities 

A position at this level may include some of or similar responsibilities to: 

• undertake routine activities of a support natures; 
• undertake straightforward operation of keyboard equipment including data input and basic word processing 

at a basic level after having received training; 
• provide routine information including general reception duties; 
• apply establish practices and procedures; 
• undertake routine office duties involving filing and/or maintenance of an existing records system; 
• under close direction, assist with the development, planning, implementation and evaluation of community 

services programs at an elementary level; 
• under close direction, undertake work with individual clients at a first contact level; 

Organisational Relationships 

Work under direct supervision 

Extent of Authority 

• work outcomes are clearly monitored; 
• freedom to act is limited by standards and procedures; 
• solutions to problems are found in established procedures and instructions with assistance readily 

available. 

Example of roles at Level 1 include but are not limited to: 

• Graduate Administration Trainees 
• Clerical Assistants 

Level2 
Characteristics of the level 

A person employed as a Level 2 will work under regular direction within clearly defined guidelines and 
undertake a range of activities requiring the application of acquired skills and knowledge. Employees will be 
under the direct supervision of a senior worker. 

General features at this level consist of performing functions which are defined by established routines, 
methods, standards and procedures with limited scope to exercise initiative in applying work practices and 
procedures. Assistance will be readily available. 

Employees may be responsible for a minor function and/or may contribute specific skills to the work area. In 
addition, employees may be required to assist senior workers with specific projects. 

Employees will be expected to have an understanding of work procedures relevant to their work area and may 
provide assistance to lower classified employees concerning established procedures to meet the objectives of 
a minor function. 

Employees will be responsible for managing time, planning and organising their own work and may be required 
to oversight and/or guide the work of a limited number of lower classified employees. Employees at this level 
could be required to resolve minor work procedural issues in the relevant work area within established 
constraints. 

Supervision of other staff is not a feature of this level. 

Oversight of paid employees or volunteers may be a feature of this level. 

Employees who have completed an appropriate certificate and are required to undertake work related to that 
certificate will be appointed to this level. 
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Requirements of the job 

Some or all of the following are needed to perform work at this level. 

Skills, Knowledge, Experience, Qualification and/or Training 

• basic skills in oral and written communication with clients and other members of the public; 
• knowledge of established work practices and procedures relevant to the workplace; 
• knowledge of policies relating to the workplace; 
• application of techniques relevant to the workplace; 
• developing knowledge of statutory requirements relevant to the workplace; 
• understanding of basic computing concepts; 
• Maintaining a current South Australian Drivers Licence and satisfactory driving record 
• the prerequisites for this would be equivalent to: 

appropriate certificate relevant to the work required to be performed; or 
will have attained previous experience in a relevant industry, service or an equivalent level of 
expertise and experience to undertake the range of activities required; 
or 
appropriate on-the-job training and relevant experience; 
or 
entry point for certificate 3 without experience. 

Responsibilities 

A position at this level may include some of or similar responsibilities to: 

• undertake a range of activities requiring the application of established work procedures and may exercise 
limited initiative and/or judgement within clearly established procedures and/or guidelines; 

• achieve outcomes which are clearly defined; 
• perform tasks including the provision of more than routine information; 
• assist senior employees with special projects; 
• perform elementary tasks within a community service program requiring knowledge of established work 

practices and procedures relevant to the work area; 
• assist with administrative functions; 
• assist senior employees in the preparation, implementation and evaluation of developmental and/or special 

program at an elementary level; 
• prepare, implement, and evaluate developmental and/or special programs for individual clients in 

consultation with a senior employee; 
• accept responsibility for a single program function within a range of activtties. 

Organisational Relationships 

Work under regular supervision. 
Provide limited guidance to a limited number of lower classified employees. 

Extent of Authority 

• work outcomes are monitored; 
• have freedom to act within established guidelines; 
• solutions to problems may require the exercise of limited judgement, with guidance to be found in 

procedures, precedents, guidelines. Assistance will be available when problems occur. 

Examples of roles at Level 2 include but are not limited to: 

• Administration Support Officer 
• Health Services Reception 
• Information Technology Support Assistant 
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Level3 
Characteristics of the level 

A person employed as a Level 3 will work under general direction in the application of procedures, 
methods and guidelines which are well established. Employees appointed at this level will work under the 
direct supervision of a senior worker. 

General features of this level involve solving problems of limited difficulty using knowledge, judgement 
and work skills acquired through qualifications and/or previous work experience. Assistance is available 
from senior staff. Employees may receive instruction on the broader aspects of the work. In addition, 
employees may provide assistance to lower classified employees. 

Positions at this level allow employees the scope for exercising initiative in the application of established 
work procedures. 

At this level employees may be required to provide supervision of lower classified employees. Employees 
with supervisory responsibilities may undertake some complex operational work and may undertake 
planning and co-ordination of activities within a workplace. 

Employees will be responsible for managing and planning their own work and that of lower classified staff. 

Supervisors should have a basic knowledge of principles of human resource management and be able to 
assist subordinate staff with on-the-job training. 

Three year degree holders will commence at step 1 of this level and will progress to successive steps 
upon each 12 months full-time equivalent satisfactory service. 

A 4 year degree holder will commence at step 2 of this level and will progress to successive steps within 
the level upon completion of each 12 full time equivalent month's satisfactory service. 

Requirements of the job 

Some or all of the following are needed to perform work at this level: 

Skills, Knowledge, Experience, Qualifications and/or Training 

• thorough knowledge of work activities performed within the workplace; 
• sound knowledge of procedural/operational methods of the workplace; 
• may utilise limited professional or specialised knowledge; 
• working knowledge of statutory requirements relevant to the workplace; 
• ability to apply computing concepts. 

The prerequisites for entry to this level would be equivalent to: 

entry level for degree holder; 
or 
Diploma with relevant experience; 
or 
appropriate certificate with relevant experience, or experience attained through previous 
appointments, services and/or study of an equivalent level of expertise and/or experience to 
undertake the range of activities required. 
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Responsibilities 

To contribute to the operational objectives of the work area, a position at this level may include some of 
the following inputs or those of a similar value: 

• undertake responsibility for various activities in a specialised area; 
• exercise responsibility for a function within the work area; 
• assist in a range of functions and/or contribute to interpretation of matters for which there are no 

clearly established practices and procedures although such activity would not be the sole 
responsibility of the officer; 

• supervise the work of other subordinate staff; 
• perform tasks of a sensitive nature including the provision of information requiring a high degree of 

judgement, initiative and confidentiality; 
• co-ordinate elementary community service programs or a single program at a more complex level; 
• where prime responsibility lies in a "professional" field, officers at this level would undertake at least 

some of the following: 
undertake some minor phase of a broad or more complex assignment; 
provide assistance to senior officers; 
perform duties of a specialised nature; 
plan and co-ordinate elementary community-based projects/programs; 
perform moderately complex functions including social planning, demographic 
analysis, survey design and analysis. 

Organisational Relationships 

• Graduates work under direct supervision; 
• work under general supervision; 
• operate as member of a professional team; 
• supervise other employees 

Extent of Authority 

• graduates receive instructions on the broader aspects of the work; 
• freedom to act within defined established practices; 
• problems can usually be solved by reference to procedures, documented methods and instructions. 

Assistance is available when problems occur. 

Examples of roles at Level 3 include but are not limited to: 
• Senior Reception 
• Accounts Receivable/Accounts Payable Officer 
• Information Technology Support Officer 

Leve14 
Characteristics of the level 

A person employed as a Level 4 will work under general direction in the application of procedures, 
methods and guidelines which are well established. 

Positions at this level allow employees the scope for exercising initiatives in the application of 
established work procedures. 

General features at this level require the application of knowledge and skills which may be gained 
through qualifications and/or previous experience. Positions will involve a range of work functions and 
may involve the supervision of a section or program. 

Employees will be expected to contribute knowledge in establishing procedures in the appropriate work 
related field. 

Nunkuwarrin Yunti of SA rnc~Final- 5 October 2017 53 of 86 



Work at this level requires a sound knowledge of program, activity, operational policy or service aspects 
of the work performed within a function or a number of work areas. 
Employees may deliver services in an office or clinical environment, and/or externally such as at 
campsites and in clients' homes. 

Employees require skills in managing time, setting priorities, planning and organising their own work to 
achieve specific objectives. 

Employees will be expected to set outcomes and further develop work methods where general work 
procedures are not well defined. 

Employees at this level may be required to supervise various functions within a defined work area or an 
activity of a complex nature. In addition, employees will be required to set priorities and monitor 
workflows in their area of responsibility. 

Employees may be required to provide specialist expertise/advice in their relevant discipline. 

At this level employees may be required to supervise lower classified staff in their day to day work 
and/or establish the most appropriate operations methods for the section/branch or program. 

Graduates with recognised qualification pursuant to this Award who have completed the relevant 
satisfactory service at level three will progress by yearly full-time equivalent incremental steps to the 
maximum of this level. 

Requirements of the job 

Some or all of the following are needed to perform work at this level: 

Skills, Knowledge, Experience, Qualifications and/or Training 

• knowledge of departmental programs, policies and activities; 
• sound discipline knowledge gained through experience; 
• knowledge of the role of Nunkuwarrin Yunti's structure and service; 
• relevant degree with relevant experience; or 

- Associate Diploma with substantial experience; 
or 
- relevant qualifications in more than one discipline; 
or 
- attained through previous appointments, services and/or study an equivalent level of 
experience and expertise to undertake the range of activities required. 

Responsibilities 

To contribute to the operational objectives of the work area, a position at this level may include some of 
the following inputs or those of a similar value: 

• responsible for a range of functions within the section and/or department requiring a high level of 
knowledge and skills; 

• undertake responsibility for a moderately complex project; 
• undertake a minor phase of a broader or more complex professional assignment; 
• assist with the preparation or prepare departmental or section budgets; 
• set priorities and monitor workflow in areas of responsibility; 
• provide expert advice to lower classified officers; 
• exercise judgement and initiative where procedures not clearly defined; 
• undertake duties utilising knowledge of procedures and statutory requirements relevant to the work 

areas; 
• operate as a specialist officer in the relevant discipline where decisions made and taken rest with 

the officer with no reference to a senior officer; 
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• where the prime responsibility lies in a "professional" field, officers at this level, would undertake at 
least some of the following: 

under general direction undertake tasks of a specialised and/or detailed nature; 
provide reports on progress of project activities including recommendations; 
exercise professional judgement within prescribed areas which may include supervision of the 
function; 
carry out planning studies for particular projects including aspects of design, formulation of 
policy, implementation procedures and presentation; 
exercise a high level of interpersonal skills in dealing with the public and other organisations; 
plan, develop and operate a community service program of a moderately complex nature 
plan, develop, implement, evaluate and promote social and emotional health services to clients 
including counselling and case management which are delivered in a culturally safe manner. 

Organisational Relationships 

• work under general direction; 
• operate as a member of a team; 
• supervise other employees or work in a specialised field. 

Extent of Authority 

• exercise a degree of autonomy; 
• control projects and/or programs 
• set outcomes for subordinates; 
• establish priorities and monitor workflow in areas of responsibility; 
• solutions to problems can generally be found in documented techniques, precedents and guidelines 

or instructions. 
• Assistance is available when required. 

Examples of roles at Level 4 include but are not limited to: 

Payroll Officer 
Resource/ Assets Officer 
Information Technology Officer 

LevelS 
Characteristics of the level 

A person employed as Level 5 will operate under limited direction from senior employees and undertake 
a range of functions for which operational policies, practices and guidelines may need to be developed. 

General features at this level allow employees the scope to influence the operational activities of the 
work area. Employees at this level will be expected to contribute to the management of the section 
and/or department, assist/prepare budgets, establish procedures and work practices etc. In addition, 
employees at this level will be required to provide expert advice to employees classified at a lower level. 

Positions at this level will require responsibility for decision making in their particular work area and the 
provision of expert advice. Employees will be required to provide consultation and assistance relevant to 
the work area. Employees will be required to set outcomes for the work area for which they are 
responsible so as to achieve the objectives of the work area. 

Positions at this level may be identified by impact of activities undertaken or achievement of stated 
outcomes/objectives for the work area. 

Managing time is essential so outcomes can be achieved. A high level of interpersonal skills is required 
to resolve work area issues, negotiate contracts, develop and motivate subordinate staff. Understand 
and implement effective human resource management practices. 
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Requirements of the job 

Some or all of the following are needed to perform work at this level. 

Skills, knowledge, Experience, Qualification and/or Training 

• discipline/specialist skill and/or supervision/management abilities exercised within a multi-
disciplinary or major single function operation; 

• discipline knowledge gained through experience, training or education; 
• appreciation of the long term goals of Nunkuwarrin Yunti; 
• detailed knowledge of program activities and work practices relevant to the work area; 
• knowledge of Nunkuwarrin Yunti structures or functions; and 
• comprehensive knowledge of Nunkuwarrin Yunti's policies; 
• comprehensive knowledge of requirements relevant to the discipline; 

• The prerequisites for entry to this level are a degree; 
or 
- qualifications in more than one discipline; 
or 
- Associate Diploma with substantial relevant experience; 
or 
- Relevant Diploma with professional experience; 
or 
-less formal qualifications with substantial vocational skill and experience to sufficiently perform the 

role at this level. 

Responsibilities 

To contribute to the operational objectives of the work area, a position at this level may include some of 
the following inputs or those of a similar value: 

• undertake significant projects and/or functions involving the use of analytical skills; 
• provide advice on matters of complexity within the work area and/or discipline; 
• undertake a range of duties within the work area, including problem definition, planning and the 

exercise of judgement; 
• provide advice on policy matters and contribute to their development; 
• exercise a degree of autonomy, within budgetary constraints, in establishing the operation of the 

work area; 
• undertake duties which involve more than one discipline; 
• provide a consultancy service for a range of activities; 
• where prime responsibility lies in a "professional" field an employee at this level would undertake at 

least some of the following: 

provide support to a range of activities or programs; 
control and co-ordinate projects; 
contribute to the development of new procedures and methodology; 
provide expert advice/assistance relevant to the discipline; 
supervise/manage the operation of a work area; 
supervise on occasions other professional staff within the discipline; 
provide consultancy services for a range of activities. 

Organisational Relationships 

• works under limited direction 
• supervision of staff 
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Extent of Authority 

• may assist with managing a work area of a significant program or co-ordinate a minor program; 
• exercise a degree of autonomy (advice available on complex or unusual matters); 
• undertake significant projects and/or functions. 

Examples of roles at Level 5 include but are not limited to: 

Training Assessor 
Quality Improvement & Research Officer 

LevelS 
Characteristics of the level 

A person employed at Level 6 will operate under limited direction and exercise managerial responsibility 
for various functions within the work area or Program. An employee at this level may operate as a 
specialist, either as a member of a specialist team or independently. 

General features at this level require employees the scope to influence the operational activities of the 
work function or Program, and would require employees to be involved with establishing operational 
procedures which impact on Nunkuwarrin Yunti and/or the sections of the community served by it. 

Employees at this level will be expected to contribute to management of the Program or a section thereof, 
assist or prepare budgets, establish procedures and work practices. 

Employees will be involved in the formation of programs and work practices and will be required to 
provide assistance and/or expert advice to other employees. Employees may be required to negotiate 
matters on behalf of Nunkuwarrin Yunti. 

Employees may exercise managerial responsibility for a work area, work independently as specialists or 
may be a senior member of a single discipline project team or provide specialist support to a range of 
programs/activities. 

Positions at this level have either supervisory and team manager responsibilities, or other high level 
specialist project coordination responsibilities. 

Positions at this level will require responsibility for decision making in the particular work area or the 
provision of expert advice. Employees will be required to provide consultation or assistance relevant to 
the workplace. Employees will be required to set outcomes for the work areas for which they are 
responsible so as to achieve the objectives of Nunkuwarrin Yunti. They may be expected to undertake the 
control and co-ordination of a program, project and/or significant work area. Employees require a good 
understanding of the long term goals of Nunkuwarrin Yunti. 

Managing time is essential so outcomes can be achieved. A high level of interpersonal skills is required to 
resolve work area issues, negotiate contracts, develop and motivate staff. Employees will be required to 
understand and implement effective staff management and personnel practices. 

Positions at this level may be identified by impact of activities undertaken or achievement of stated 
outcomes/objectives for the work area; the level of responsibility for decision making; the exercise of 
judgement; delegated authority; or the provision of expert advice. 

Requirements of the job 

Some or all of the following are needed to perform work at this level: 

Skills, Knowledge, Experience, Qualification and/or Training 

• comprehensive knowledge of Nunkuwarrin Yunti policies and procedures; 
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• specialist skills and/or supervision/management abilities exercised within a multi-disciplinary or major 
single function operation; 

• specialist knowledge gained through experience, training or education; 
• appreciation of the long term goals of Nunkuwarrin Yunti; 
• detailed knowledge of program activities and work practices relevant to the work area; 
• knowledge of Nunkuwarrin Yunti's structures and functions; 
• comprehensive knowledge of requirements relevant to the discipline; 
• the prerequisites for entry to this level would be a degree with substantial professional experience; 

or 
Associate Diploma with substantial relevant experience 

or 
Relevant Diploma with professional experience; 

or 
less formal qualifications with substantial vocational skill and experience to sufficiently 
perform the role at this level 

or 
Certificate Level 4 with specialised skills and experience sufficient to perform at this level 

Responsibilities 

A position at this level may include some of or similar responsibilities to: 

• undertake significant projects and/or functions involving the use of analytical skills; 
• undertake managerial or specialised functions under a wide range of conditions to achieve results 

in line with Nunkuwarrin Yunti's goals; 
• exercise managerial control, involving the planning, direction, control and evaluation of operations 

which include providing analysis and interpretation for either a major single or multi specialist 
operation; 

• provide advice on matters of complexity within the work area and/or specialised area; 
• undertake a range of duties within the work area, including develop work practices and 

procedures; problem definition, planning and the exercise of judgement; 
• provide advice on policy matters and contribute to their development; 
• negotiate on matters of significance to Nunkuwarrin Yunti with other bodies and/or members of the 

public; 
• control and co-ordinate a work area or a larger work function within budgetary constraints; 
• exercise autonomy in establishing the operation of the work area; 
• provide a consultancy service for a range of activities and/or to a wide range of clients; 
• where the prime responsibility lies in a specialised field an employee at this level would undertake 

at least some of the following: 

provide support to a range of activities or programs; 
control and co-ordinate projects; 
contribute to the development of new procedures and methodology; 
provide expert advice/assistance relevant to the work area; 
supervise/manage the operation of a work area and monitor work outcomes; 
supervise on occasions other specialised staff; 
provide consultancy services for a range of activities. 

Organisational Responsibilities 

• works under limited direction from senior staff or management; 
• full supervision of other staff, including establishing and monitoring work outcomes. 
• negotiate on matters of significance within the section and/or department, with other bodies and/or 

members of the public; 
• control and co-ordinate a work area within budgetary constraints; 
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Extent of Authority 

• may manage a work area in a medium to large organisation or multi worksite organisation; 
• have significant delegated authority. Selection of methods and techniques based on sound 

judgement. Exercise autonomy (advice available on complex or unusual matters); 
• manage significant projects and/or functions; 
• decisions and actions taken at this level may have significant effect on programs, projects or 

worksites being managed; 
• control projects and/or programs; 
• set outcomes for lower classified staff; 
• solutions to problems can generally be found in documented techniques, procedures and 

guidelines or instructions. Assistance may be available when required. 

Examples of roles at Level 6 include but are not limited to: 

Team Manager roles 
Health Information Management Officer 
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NUNKUWARRIN YUNTI OF SA 
CLASSIFICATION CHARACTERISTICS 

HEALTH SERVICES LEVELS 

Schedule 7 

Health Services roles include, but are not limited to, positions which require Medicare/and or Australian 
Health Practitioner Registration Authority (AHPRA). Positions of Aboriginal Health Worker are limited to 
employees who are accepted as Aboriginal by the Aboriginal Community. 

All employees employed within the Health Services levels will have: 

• an understanding of the issues affecting Aboriginal and/or Torres Strait Islander people; and 
• an ability to communicate sensitively and effectively with Aboriginal and/or Torres Strait Islander 

people 

commensurate with the classification level of their position. 

Trainee -Health Services Worker 

Characteristics of the level 

A person employed as an Aboriginal Health Worker Trainee, or a Community Health Worker Trainee will 
work under close direction and daily supervision whilst receiving formal on and off the job training 
consistent with the development of skills to perform basic duties at Level 1 of Nunkuwarrin Yunti Health 
roles. 

Requirements of the job 

• Under close direction, and after having received appropriate training, assist with routine health 
screening activities and/or other basic routine health services activities. 

• Progressively apply health worker knowledge and practise and develop competency in applying 
established practices and procedures. 

• Under close direction, undertake work with clients at a first contact level. 
• Provide routine health information. 
• Satisfy the objectives and requirements of a Traineeship as defined by the Training and Skills 

Development Act5 2008 

Skills, Knowledge, Experience, Qualifications and Training 

• No formal qualifications however satisfactory completion of at least Year 10 schooling is highly 
desirable 

• Ability, aptitude and interest in providing clinical /social health support through undertaking a 
Traineeship. 

• Develop knowledge of Nunkuwarrin Yunti's function and operation and of work practices and policies. 
• Basic knowledge of health screening practices and procedures. 
• Basic numeracy written and verbal communication skills. 
• Substantial on the job training provided. 

Organisational Relationships I Direction 

Works under direct supervision 

Extent of Authority 

Work outcomes are clearly monitored. 
Freedom to act is limited by standards, procedures and instructions. 
Solutions to problems are found in established procedures and instructions with assistance readily available. 
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Level 1 - Health Services Worker 

Characteristics of the level 

A person employed as a Health Services Workers, including Aboriginal Health workers at Level 1 will work 
under close direction and undertake routine activities which require the practical application of basic skills and 
techniques. 

General features of work in this category consist of performing clearly defined activities with outcomes being 
readily attainable. Employees' duties at this level will be closely monitored with instruction and assistance being 
readily available. 

Freedom to act is limited by standards and procedures. However, with experience, employees at this level may 
have sufficient freedom to exercise judgement in the planning of their own work within those confines. 

Positions at this level will involve employees in extensive on the-the-job training including familiarisation with 
the goals and objectives of the workplace. 

Employees will be responsible for the time management of their work and required to use basic numeracy, 
written and verbal communication skills. 

Supervision of other staff is not a feature at this level however employees may provide limited assistance to 
Trainees. 

Requirements of the job 

Some or all of the following are needed to perform work at this level: 

Maintaining a current South Australian Drivers Licence and satisfactory driving record 

• Ability and confidence to undertake a range of health worker/support activities requiring the application 
of acquired skills and knowledge and may exercise limited initiative and/or judgement within clearly 
established protocols. 

• Ability to achieve outcomes which are clearly defined. 
• Ability to provide routine health information to clients. 
• Ability and aptitude to perform elementary health screening and/ or social health support tasks requiring 

knowledge of established health protocols and health /or social and emotional education activities. 
• Ability to assist with administrative functions including client notes and statistical recording. 

Skills, Knowledge, Experience, Qualifications and Training 

Level 1 Aboriginal Health Workers: 

• Minimum qualification is Certificate Level 3 in Aboriginal Primary Health 
• Knowledge of established health screening policies, practices and protocols. 
• Applies acquired skills in health screening protocols. 
• Developing knowledge of statutory requirements and quality assurance processes associated with 

clinical practice. 
• Skilled in oral and written communication with clients. 
• Understanding and use of computing equipment and databases 

Other Level 1 Health Services Officer: 

• Completion of relevant qualifications in health support roles and/or demonstrated vocational experience 
in the relevant health field consistent with the position role and responsibilities and/or studying towards 
such qualifications is a minimum requirement. 

• Basic knowledge of health support practices and procedures relevant to the workplace; 
• A developing knowledge of work practices and policies of the relevant work area; 
• Basic numeracy, written and verbal communication skills relevant to the work area; 
Nunkuwarrin Yunti of SA Inc-Final- 5 October 2017 61 of 86 



• Good oral and written communication skills and the ability to communicate effectively with clients. 
• Understanding and use of computing equipment and databases. 

Organisational Relationships/Direction 

• Work under regular supervision of a Senior Health Services Worker or Aboriginal Health Practitioner. 
• At this level the employer will offer substantial on the job training; 

Extent of Authority 

• Work outcomes are monitored. 
• Have freedom to act within established guidelines. 
• Solutions to problems may require the exercise of limited judgement, with guidance to be found in 

procedures, precedents, and guidelines. 
• Assistance will be available when problems occur. 

Examples of Health Services Level 1 roles include but are not limited to: 

Aboriginal Health Worker 
Community Health Services Workers 
Transport Officer 

Level 2 - Health Services Worker 

Characteristics of the level. 

A person employed as a Health Services Worker or Aboriginal Health Worker at Level 2 will work under 
general supervision and undertake a range of health work activities requiring the application of established 
procedures and exercise limited initiative and judgement within clearly established protocols. 

General features of work in this category requires performing tasks of a sensitive nature including the 
provision of health information requiring the exercise of judgement, initiative and confidentiality. 

Employees receive instructions on the broader aspects of work while having the freedom to act within 
defined established practices, exercising initiative in the application of established health protocols and 
procedures. 

Problems can usually be solved by reference to procedures, documented methods and instructions. 
Assistance is available when problems occur. 

Employees will be responsible for the time management of their work, and will set priorities for their work and 
monitor own workflow. 

Employees may provide limited assistance to Trainees. 

Requirements of the job 

Some or all of the following are needed to perform work at this level: 

• Ability to undertake a range of health work activities requiring the application of established procedures 
and exercise limited initiative and judgement within clearly established protocols. 

• Ability to perform tasks of a sensitive nature including the provision of health information requiring the 
exercise of judgement, initiative and confidentiality. 

• Ability to undertake community health education programs 
• Ability to set priorities and monitor own workflow. 
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Skills, Knowledge, Experience, Qualifications and Training 

Level 2 Aboriginal Health Workers: 

• Minimum qualification is Certificate Level 3 in Aboriginal Primary Health Care and one year of 
demonstrated vocational experience in the relevant health field consistent with the position's role and 
responsibilities relevant to a Health Worker. 

• Progressive clinical health/social health knowledge gained through qualification and experience. 
• Sound knowledge of health screening/social health protocols. 
• Understanding and use of computing equipment and databases. 
• Working knowledge of statutory requirements and quality assurance processes associated with clinical 

practice. 

Other Level 2 Health Services Worker Roles: 

• Minimum qualification in Certificate Ill and/or mm1mum of one year of demonstrated vocational 
experience in the relevant health field consistent with the positions role and responsibilities 

• Understanding and knowledge of social, health, and cultural issues effecting the Aboriginal and Torres 
Strait Islander population in Adelaide and the greater metropolitan region 

• Well-developed written and verbal communication skills 
• Ability to competently use computing software. 
• Ability to effectively communicate with clients 
• Self-confidence and the ability to work without direct supervision, exercising tact and confidentiality as 

required. 
• Commitment to the principles of primary health care 
• Ability to work well as part of a multi-disciplinary team 

Responsibilities 

To contribute to the operational objectives of the work area, a position at this level may include some of 
the following inputs or those of a similar value: 

• Conduct Information sessions with individuals, families and other groups such as school and community 
events 

• Refer people for Aboriginal health checks and other lifestyle modification and health programs as 
appropriate 

• Keep accurate documentation and records of activities undertaken required to meet program outcomes 
• Assist with providing clinical and preventative health service programs using a Primary Health Care 

framework 
• Provide administrative support to ensure quality client and customer service 

Organisational Relationships/Direction 

• Works under general supervision 
• May provide assistance to Trainees. 

Extent of Authority 

• Receive instructions on the broader aspects of work. 
• Freedom to act within defined established practices, exercising initiative in the application of established 

health protocols and procedures. 
• Problems can usually be solved by reference to procedures, documented methods and instructions. 
• Assistance is available when problems occur. 

Examples of Health Services Level 2 roles include but are not limited to: 

Aboriginal Health Worker- Clinic Case Worker roles 
Aboriginal Health Worker- Community Care 
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Level 3 -Health Services Worker 

Characteristics of the level. 

A person employed as a Health Services Worker or Aboriginal Health Workers at Level 3 will fulfil all the 
requirements of Level 2 plus demonstrate knowledge of health delivery and support programs, policies and 
activities, with some knowledge of wider Nunkuwarrin Yunti programs. 

Requirements of the job 

The following are needed to perform work at this level: 

• Ability to undertake a range of health work activities requiring the application of established procedures 
and exercise limited initiative and judgement within clearly established protocols. 

• Ability to perform tasks of a sensitive nature including the provision of health information requiring the 
exercise of judgement, initiative and confidentiality. 

• Ability to undertake community health education programs 
• Ability to set priorities and monitor own workflow. 

Skills, Knowledge, Experience, Qualifications and Training 

Level 3 Aboriginal Health Workers 

• Minimum qualification is Certificate IV in Aboriginal Primary Health Care (Practice) and minimum of two 
years of demonstrated vocational experience in the relevant health field consistent with the position's 
role and responsibilities. 

Other Level 3 Health Services Officer: 

• An appropriate vocational and/or tertiary qualification in health sciences, health promotion, counselling, 
community services or similar disciplines to at least the equivalent of Certificate IV in Primary Health 
Care (Community care) and/or Community/social health services; and/or minimum of two years 
vocational, experience attained through previous appointments, services and/or study at an equivalent 
level and expertise to undertake the range of activities required. 

• May hold a Medicare Provider Number. 
• Experience in providing all or some of the following: effective and well informed advice, assessment, 

counselling, case management, advocacy, liaison and referral to community services. 
• Well developed written and verbal communication skills and the ability to communicate effectively with 

Aboriginal people. 
• Ability to liaise, network and negotiate with a range of human service organisations and government 

agencies. 
• Ability to deal with people with high and complex needs and the ability to deal with conflict 

constructively. 
• Demonstrated experience in managing a diverse range of tasks and competing priorities, working with 

minimal supervision and working as a member of a team. 

Responsibilities 

To contribute to the operational objectives of the work area, a position at this level may include some of the 
following inputs or those of a similar value: 

• Provide clinical services directly relevant to a clinic setting, including comprehensive client health 
screening, assisting with project/program implementation for addressing specific health issues, and 
community based service delivery 

• Provide community services including social emotional wellbeing and assist with program/project 
implementation 

• Facilitate accurate and concise clinical documentation directly associated with client medical records 
and treatment including record and data entry into computers 

• Provide administrative support ensuring quality working relationships and client service 
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• Ensure a comprehensive culturally appropriate management plan inclusive of both social and physical 
needs 

• Provide specific home based casework services to clients using appropriate assessment I development 
I monitoring frameworks 

• Ensure strong linkages and brokerage activities are undertaken with internal and external services 
related to key performance outcomes of the program 

• Work in partnership with other health services staff 
• Develop and maintain support networks to assist Aboriginal and Torres Strait Islander individuals and 

families seeking appropriate services 

Organisational Relationships/Direction 

• Works under general supervision 
• May provide assistance to trainees and less experienced/lower classified support staff. 

Extent of Authority 

• Receive instructions on the broader aspects of work. 
• Freedom to act within defined established practices, exercising initiative in the application of established 

health protocols and procedures. 
• Problems can usually be solved by reference to procedures, documented methods and instructions. 
• Assistance is available when problems occur. 

Examples Health Services Level 3 roles include but are not limited to: 

Aboriginal Health Worker (non AHPRA or Medicare Provider Number registered) 
Social Health Duty Worker 
Social Worker (non AHPRA non-professional association or Medicare Provider Number registered) 
Caseworkers 
Community Health Coordinator 
Counsellors 

Level 4- Health Services Worker 

Characteristics of the level 

A person employed as a Health Services Worker, Caseworker, Counsellor, Social worker or Aboriginal 
Health Practitioner Level 4 and Senior Aboriginal Health Practitioner will work under limited direction 
providing advice and services to clients on health issues of some complexity 

A person at this level must be registered with the Australian Health Practitioner Registration 
Authority (AHPRA) or another suitable nationally recognised professional association, and may 
hold a Medicare Provider Number. 

General features of work at this level include coordinating and delivering a range of health related 
community education activities and performing clinical tasks of a sensitive nature requiring the exercise of 
judgement, initiative and confidentiality. 

Work at this level requires a high level of experience and expertise and an understanding of the broader 
goals of Nunkuwarrin Yunti. 

Contributing to policy is expected at this level. 

Employees may represent Nunkuwarrin Yunti with other bodies and/or members of the public. 

Employees may provide limited assistance to lower classified employees. 

Requirements of the job 
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Some or all of the following are needed to perform work at this level: 

• Provide generalised health care delivery 
• Provides advice to clients on physical, emotional and social health issues of some complexity. 
• Exercise judgement and initiative where procedures are not clearly defined. 
• Undertake duties utilising knowledge of procedures and statutory requirements. 
• Coordinate and undertake community education programs in health and associate programs 
• Contribute to the development of policy. 
• Exercise a high level of interpersonal skills in dealing with the public and other organisations. 
• Represent Nunkuwarrin Yunti with other bodies and/or members of the public. 

Skills, Knowledge, Experience, Qualifications and Training 

Level 4 Aboriginal Health Practitioner: 

• Minimum qualification is Certificate IV in Aboriginal Primary Health Care or equivalent deemed suitable 
by the Australian Health Practitioner Registration Authority (AHPRA), minimum of three years of 
demonstrated vocational experience in the relevant health field consistent with the positions role and 
responsibilities and registration with the Australian Health Practitioner Registration Authority (AHPRA). 

• May hold a Medicare Provider Number. 
• Knowledge of policies, protocols, standards and practices relevant to health services delivery. 
• Well-developed clinical skills with a specialisation in health care 
• Applies health and wellbeing knowledge gained through experience, training or education. 
• Sound knowledge of health screening protocols. 
• Undertake various health work activities requiring a high level of knowledge and skills including quality 

assurance clinical audit activities. 
• Support the goals of the Nunkuwarrin Yunti. 

Other level 4 Health Services Worker positions: 

• For Counsellors and Social Workers: a recognised qualification in Social Work, Psychology, 
Counselling, Behavioural Science or related field. 

• May hold a Medicare Provider Number, or be eligible to apply for registration for a Medicare Provider 
Number. 

• Must be a registered member of an appropriate professional body. 
• Require a minimum of four years demonstrated vocational experience in the relevant health field 

consistent with the position role and responsibilities. 
• Demonstrated experience such as health promotion, counselling, case management, program 

coordination and delivery. 
• Counsellor roles to demonstrate skills in assessment, individual therapy, counselling and treatment of a 

broad range of emotional and psychosocial health issues. 
• A comprehensive understanding of contemporary Aboriginal and Torres Strait Islander family dynamics 

and kinship systems. 
• An understanding of legal issues and legislation related to the role. 
• A strong understanding of the principles and delivery of comprehensive services such as primary health 

care, social and emotional wellbeing and group work. 
• Demonstrate high level negotiation skills with the ability to resolve conflict successfully. 
• Highly developed knowledge of theory and practice in a range of therapeutic counselling methodologies 

and interventions. 
• Experience in managing a clinical caseload of clients with high and complex needs 
• Ability to research, analyse and contribute to project planning and delivery. 
• Demonstrate a high level communication, presentation and negotiation skills with people from a diverse 

range of backgrounds, professions and organisations. 
• Demonstrated experience in the use of computer software appropriate to the role. 

Responsibilities 
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To contribute to the operational objectives of the work area, a position at this level may include some of the 
following inputs or those of a similar value: 

• Provide a range of counselling services to clients using appropriate assessment frameworks 
• Participate in the planning, development, implementation and promotion of services through the 

establishment appropriate plans to ensure services are delivered in a culturally safe manner 
• Provide education/awareness presentations to the wider community 
• Work collaboratively with other community support and health teams on a daily basis to ensure quality 

services are delivered to clients 
• Liaise with and broker services between clients and internal and external stakeholders as necessary 
• Provide advice and services to clients on issues of some complexity 
• Perform tasks of a sensitive nature including the provision of health information requiring the exercise of 

judgement, initiative and confidentiality 
• Liaison with external agencies as necessary for individual client care and development of accessible 

and appropriate systems and services for client groups 
• Assist Nunkuwarrin Yunti to identify barriers that may impact on access to services 
• Develop literacy resources to empower individuals and community groups to access relevant and 

appropriate health care services 
• Undertake and/or broker education programs with relevant internal and external stakeholders 

Organisational Relationships/Direction 

• Works under limited direction. 
• May provide assistance to lower classified employees. 
• Supervision of other staff, including establishing and monitoring work outcomes may be required 

Extent of Authority 

• Exercise a degree of autonomy (advice available on complex or unusual matters). 
• Coordinate programs and activities as needed. 
• Scope for exercising initiative in the application of established work procedures. 
• Scope for influencing operational health activities. 

Examples of roles at Level 4 include but are not limited to: 

Aboriginal Health Practitioner registered with AHPRA as an Aboriginal Health Practitioner and eligible for a 
Medicare Provider Number 

Level 5- Health Services Worker 

Characteristics of the level 

A person employed as a Health Services Worker, Caseworker, Counsellor, Social worker or Aboriginal 
Health Practitioner Level 5 and Senior Aboriginal Health Practitioner will work with autonomy with advice 
being available on highly complex or unusual matters, providing advice and services to clients on complex 
health issues. 

A person at this level must be registered with the Australian Health Practitioner Registration 
Authority (AHPRA) or another suitable nationally recognised professional association and hold a 
Medicare Provider Number. 

General features of work at this level include coordinating programs and/or functions as needed. 

Coordinating and delivering a range of health related community education activities and performing clinical 
tasks of a sensitive nature requiring the exercise of judgement, initiative and confidentiality. 

Work at this level requires a high level of experience and expertise and an understanding of the broader 
goals of Nunkuwarrin Yunti. 
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Provide expert advice on policy matters to senior management and contribute to policy development. 

Represent Nunkuwarrin Yunti with other bodies and/or members of the public. 

Employees will provide assistance to lower classified employees. 

Perform duties with little professional direction. 

Requirements of the job 

Some or all of the following are needed to perform work at this level: 

• Provide specialised health care delivery 
• Provides advice to clients on complex physical, emotional and social health issues 
• Exercise autonomy, judgement and initiative where procedures are not clearly defined. 
• Undertake duties utilising comprehensive knowledge of procedures and statutory requirements 
• Coordinate and undertake community education programs in health and associate programs 
• Provide expert advice and contribute to the development of policy 
• Exercise a very high level of interpersonal skills in representing Nunkuwarrin Yunti with the public and 

other organisations. 
• Control, coordinate, plan and evaluate operations which include providing reports, analysis and 

interpretation for senior management. 
• Responsible for the specialised health care delivery and/or evaluation of health programs 
• Undertake a range of health and/or counselling duties, including developing work practices and 

procedures, problem definition, planning and requiring the exercise of judgement. 
• Ensure primary health care assessments are performed. 
• Ensure primary Health Care client plans are implemented 
• Supervise Aboriginal Health and/or service Worker 

Skills, Knowledge, Experience, Qualifications and Training 

Level 5 Aboriginal Health Practitioner- Specialist: 

• Minimum qualification is Certificate IV in Aboriginal Primary Health Care or equivalent deemed suitable 
by the Australian Health Practitioner Registration Authority (AHPRA), minimum of three years of 
demonstrated vocational experience in the relevant health field consistent with the positions role and 
responsibilities and registration with the Australian Health Practitioner Registration Authority (AHPRA). 

• Must hold a Medicare Provider Number. 
• A comprehensive knowledge of policies, protocols, standards and practices relevant to health services 

delivery. 
• Applies health and wellbeing knowledge gained through experience, training or education. 
• Sound knowledge of health screening protocols. 
• Undertake various health work activities requiring a high level of knowledge and skills including quality 

assurance clinical audit activities. 
• Support the goals and vision of Nunkuwarrin Yunti. 
• Extensive knowledge of program activities and work practices. 
• Specialist knowledge gained through experience, training or education. 

Other level 5 Health Services Officer positions 

• Other allied health professionals must have a recognised qualification in that is suitable for registration 
by AHPRA. 

• Must hold a Medicare Provider Number 
• Must be a registered member with of an appropriate professional body regulated by AHPRA. For 

example, the Psychology Board of Australia, Podiatry Board of Australia, Occupational Therapists 
Board of Australia, Physiotherapy Board of Australia. 

• Require a minimum of four years demonstrated vocational experience in the relevant health field 
consistent with the position role and responsibilities. 
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• Demonstrated experience such as health promotion, counselling, case management, program 
coordination and delivery. 

• Well-developed clinical skills with a specialisation in health care 
• Demonstrated high level of health worker skills and experience in supervision 
• Specialist knowledge gained through experience, training or education 

Responsibilities 

To contribute to the operational objectives of the work area, a position at this level may include some of the 
following inputs or those of a similar value: 

• Provide advice to clients on complex physical, emotional and social health issues 
• Provide expert advice and contribute to the development of policy 
• Undertake a range of health duties including developing work practices and procedures, problem 

definition, planning and evaluation 
• Represent Nunkuwarrin Yunti to the public and other organisations 
• Control, coordinate, plan and evaluate operations which include providing reports, analysis and 

interpretation for senior management 
• Provide generalised and specialised health care delivery 
• Supervise Aboriginal Health and/or service Workers/Practitioners 
• Undertake billing for services in alignment with Medicare and MBS protocols 
• Provide specialist, expert advice to clients and allied health professionals, primarily within Nunkuwarrin 

Yunti, to facilitate culturally appropriate best practice 
• Contribute as a member of a multi-disciplinary care team to the development/and provision of care 

plans for clients 

Organisational Relationships/Direction 

• Works under limited direction 
• Provides assistance to lower classified employees 
• Supervision of other staff, including establishing and monitoring work outcomes may be required 

Extent of Authority 

• Exercise autonomy with advice being available on highly complex or unusual matters. 
• Scope for exercising initiative in the application of established work procedures. 
• Scope for influencing operational health activities. 

Examples of roles at Level 5 include but are not limited to: 

Senior Aboriginal Health Practitioner registered with AHPRA as a Senior Aboriginal Health Practitioner 
(Member of a Professional body and with a Medicare Provider Number) 
Aboriginal Health Practitioner- Specialist registered with AHPRA as a Senior Aboriginal Health Practitioner 
(Member of a Professional body and with a Medicare Provider Number) 
Psychologist, (Member of a APHRA national body and with a Medicare Provider Number) 
Health Services Project Coordinators (Member of a APHRA national body and with a Medicare Provider 
Number) 
Social Worker I Community Liaison Worker (Member of a APHRA national body and with a Medicare 
Provider Number) 

Level 6 - Health Services Worker 

Characteristics of the level 

A person employed as a Health Services Worker Level 6 will assist with the development of service 
delivery plans, ensure they are implemented and evaluate and review for quality improvement 
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opportunities. Contribution will be required to Organisational Clinical and Practice Governance and 
monitoring of ongoing appropriateness of clinical procedures, protocols and work instructions. 

Management of work programs within delegations will entail ensuring all service delivery meets legislative 
requirements and professional standards and complies with any funding body expectations and obligations. 

For appointment as a Specialist Allied Health Practitioner at this level a person must be registered with the 
Australian Health Practitioner Registration Authority (AHPRA) or another suitable nationally recognised 
professional association. Appointment to other roles will require recognised qualifications or possess 
sufficient knowledge and skills commensurate with the level of autonomy, decision making authority and 
influence expected at this level. 

General features of work at this level entails allocation and coordination of staff and other resources across 
services according to client need and coordination with managers and staff within Nunkuwarrin Yunti and 
external agencies to ensure integrated client services. 

Work at this level requires: 

• The application of high levels of experience and expertise and a sound understanding of the broader 
goals of Nunkuwarrin Yunti 

• Applying high levels of specialist knowledge and skill as recognised by the employer in performing tasks 
that are novel, complex, or critical and specific to their discipline. 

• Representing Nunkuwarrin Yunti with other bodies, external committees, reference and leadership 
groups 

Requirements of the job 

Some or all of the following are needed to perform work at this level: 

• Provide supervision and coordination of staff in health care service delivery 
• Ensure staff have requisite registrations, attend compulsory training updates and continue professional 

development 
• Undertake duties utilising comprehensive knowledge of procedures and statutory requirements 
• Manage and coordinate organisational research activity in the Clinical Services area as relevant 
• Exercise a very high level of interpersonal skills in representing Nunkuwarrin Yunti with the public and 

other organisations 
• Control, coordinate, plan and evaluate operations which include providing reports, analysis and 

interpretation for senior management 
• Exercise autonomy, judgement and initiative where procedures are not clearly defined 
• Provide expert advice and actively contribute to the development of policy 

Skills, Knowledge, Experience, Qualifications and Training 

• Specialist Allied Health Practitioners must be a registered member with an appropriate professional 
body regulated by AHPRA. or another suitable nationally recognised professional association 

• Other roles at this level will require recognised qualifications or sufficient knowledge and skills 
commensurate with the level 

• Demonstrated understanding of the contemporary issues facing Aboriginal people and the impacts 
these issues have on Indigenous Australian societies and cultures 

• Demonstrated Knowledge of program activities and work practices, quality standards and assurance 
processes and clinical governance in a leadership role 

• Demonstrated experience in contribution and implementation of policy and procedure relevant to the 
practice environment 

Responsibilities 

To contribute to the operational objectives of the work area, a position at this level may include some of the 
following inputs or those of a similar value: 
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• Provide advice in respect to policy development, governance directions, activity and outcomes 
• Undertake a range of duties including developing work practices and procedures to manage risk and 

ensuring all service delivery meets legislative requirements and professional standards, complies with 
any funding body expectations and obligations 

• Represent Nunkuwarrin Yunti to the public and other organisations 
• Control, coordinate, plan and evaluate operations which include providing reports, analysis and 

interpretation for senior management 

Organisational Relationships/Direction 

• Works under limited direction 
• Supervision of other staff, including establishing and monitoring work outcomes may be required 

Extent of Authority 

• Exercise autonomy in managing and coordinating day to day activities of staff 
• Exercise initiative in the application of established work procedures. 
• Scope for influencing policy and operational activities 

Examples of roles at Level 6 include but are not limited to: 

Psychologist with experience and post-graduate qualifications 

Level 7 - Health Services Worker 

Characteristics of the level 

A person employed as a Health Services Worker level 7 will lead and manage a team of staff working to 
achieve health outcomes. This includes allocating resources, setting priorities and ensuring budgets are 
met. 

A person at this level must possess suitable qualifications and relevant experience in a medical or health 
related field. 

General features of work at this level requires implementation of strategies to ensure achievement of the 
organisation's business plan outcomes aligned to the strategic plan. The role would also contribute 
significantly to the development of operational and program plans. 

Applying high levels of leadership skills as well as specialist knowledge as recognised by the employer in 
performing tasks that are novel, complex, or critical and specific to their discipline. 

Work at this level requires high levels of experience and expertise and a sound understanding of the 
broader goals of Nunkuwarrin Yunti. 

Actively contributing to the development of professional knowledge and skills in their field of work as 
demonstrated by positive impacts on service delivery, positive referral patterns to area of expertise and 
quantifiable/measurable improvements in health outcomes. 

Represent Nunkuwarrin Yunti with other bodies and/or members of the public. 

Perform duties with little professional direction. 

Requirements of the job 

Some or all of the following are needed to perform work at this level: 

• Provide supervision of staff in health care delivery 
• Provide leadership of clinical and practice governance 
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• Exercise autonomy, judgement and initiative where procedures are not clearly defined 
• Undertake duties utilising comprehensive knowledge of procedures and statutory requirements 
• Provide expert advice and actively contribute to the development of policy in their field of expertise 
• Exercise a very high level of interpersonal skills in representing Nunkuwarrin Yunti with the public and 

other organisations 
• Control, coordinate, plan and evaluate operations which includes ensuring organisational and clinical 

accreditation standards are met and maintained, providing reports, analysis and interpretation for senior 
and executive management 

• Responsible for ensuring health care delivery program objectives and outcomes are achieved 
• Undertake a range of duties, including quality improvement, developing work practices and procedures, 

problem definition, planning and requiring the exercise of judgement. 
• Contribute to policy development and lead the implementation of appropriate processes at the service 

level 

Skills, Knowledge, Experience, Qualifications and Training 

• Must possess a suitable qualifications and relevant experience in a medical or health related field 
• Demonstrated understanding of the contemporary issues facing Aboriginal people and the impacts 

these issues have on Indigenous Australian societies and cultures 
• Demonstrated significant experience leading multi-disciplinary teams 
• Specialist knowledge gained through experience, training or education 

Responsibilities 

To contribute to the operational objectives of the work area, a position at this level may include some of the 
following inputs or those of a similar value: 

• Leading a team of staff including providing advice, guidance and support on complex matters, 
coordinating team outputs, ensuring compliance with program requirements and relevant policies & 
practices 

• Provide expert advice and contribute to the development of policy 
• Contribute to the development of integrated client services 
• Undertake a range of health duties including developing work practices and procedures, problem 

definition, planning and evaluation 
• Represent Nunkuwarrin Yunti to the public and other organisations 
• Control, coordinate, plan and evaluate operations which include providing reports, analysis and 

interpretation for senior and executive management 

Organisational Relationships/Direction 

• Works under limited direction 
• Supervision of other staff, including establishing and monitoring work outcomes will be required 

Extent of Authority 

• Exercise autonomy with advice being available on highly complex or unusual matters 
• Exercising initiative in developing practices and procedures and in the application of established work 

procedures 
• Significant influence on operational health activities 

Examples of roles at Level 7 include but are not limited to: Health Services Manager 

Nunkuwarrin Yunli of SA Inc-Final- 5 October 2017 72 of 86 



NUNKUWARRIN YUNTI OF SA 
CLASSIFICATION CHARACTERISTICS 

NURSING 

All employees employed within the Nursing levels will have: 

• an understanding of the issues affecting Aboriginal and/or Torres Strait Islander people; and 

Schedule 8 

• an ability to communicate sensitively and effectively with Aboriginal and/or Torres Strait Islander 
people 

commensurate with the classification level of their position. 

General Definition: 

Registered Nurse means an employee who is registered by the Australian Health Practitioner Regulation 
Agency as a Registered Nurse and who holds a current practicing certificate. 

Registered Nurse Level 1 

A Registered Nurse works under general guidance and is required to perform general nursing duties which 
substantially include, but are not confined to: 

• delivering direct and comprehensive nursing care and individual case management to clients within the 
practice setting; 

• coordinating services, including those of other disciplines or agencies, to individual clients within the 
practice setting; 

• providing education, counselling and group work services orientated towards the promotion of health 
status improvement of clients within the practice setting; 

• providing support, direction and education to newer or less experienced staff. 

• accepting accountability for the employee's own standards of nursing care and service delivery; 

• participating in action research and policy development within the practice setting. 

Registered Nurse Level 2 

Employees classified at this level provide nursing and/or midwifery services in the primary health care 
setting. The activities required of roles at this level are predominantly clinical in nature. Work at this level is 
undertaken by employees with at least 3 years post registration experience. An employee at this level 
accepts accountability for own practice standards, activities delegated to others and the guidance and 
development of less experienced staff. 

Employees in these roles will: 

• provide proficient clinical nursing/midwifery care and/or individual case management to clients in a 
defined clinical area; 

• assess client needs, plan, implement and coordinate appropriate service delivery options and 
communicate changes in condition and care; 

• oversee the provision of care within the team or unit; 
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• provide health education, counselling and rehabilitation programs to improve the health outcomes of 
individual clients or groups; 

• plan and coordinate services including those of other disciplines or agencies as required to meet 
individual and/or group health care needs; 

• demonstrate and promote an approach to practice that supports the implementation and maintenance 
of systems to protect clients and staff; 

• integrate theoretical knowledge, evidence from a range of sources and own experience to devise and 
achieve agreed client care outcomes; 

• work within and promote a nursing model of client centred care or midwifery model of partnership and 
support for the right to self-determination in life processes; 

• act to resolve local and/or immediate nursing care or service delivery problems; 

• support change management processes; 

• contribute to communication processes that effectively deal with challenging behaviours and the 
resolution of conflicts; 

• work within a local leadership team to attain consistency of practice standards and local service 
outcomes; 

• participate in clinical teaching, overseeing learning experiences, and goal setting for students, new staff 
and staff with less experience or knowledge; 

• Act as a resource person within an area based on knowledge, experience and skills; 

• Manage own professional development activities and portfolio. Support the development of others. 

Registered Nurse Level 3 

Employees classified at this level use their clinical knowledge and experience to provide the pivotal co
ordination of client care delivery. The main focus of this role is the line management, coordination and 
leadership of team activities to achieve continuity and quality of client care. 

Employees in this role accept accountability for the outcomes of practices in the practice setting, for 
addressing inconsistencies between practice and policy; and for developing team performance and a 
positive work culture in the interest of patienUclient outcomes. 

All employees in these roles will: 

• coordinate and oversee client care and health service delivery for a specified area; 

• lead the practise team within a professional practice framework; 

• integrate contemporary information and research evidence with personal experience to support decision 
making, innovative thinking and objective analysis; 

• maintain productive working relationships and manage conflict resolution; 

• develop and maintain a learning environment, taking a coaching approach to team development, 
individual capability development and performance management; 

• implement and co-ordinate, within the span of control, processes for quality improvement and 
professional practice; 
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• use available information systems to inform decision making, evaluate outcomes and convey 
information to staff; 

• implement local processes to investigate complaints, incidents and accidents; 

• change local processes and practices in accordance with emerging service needs, care evaluation 
results, identified imminent systems problems, and coordination of local activities with corporate 
systems; 

• may hold a contemporary professional practice portfolio containing evidence of learning and practice 
experience that underpin a demonstrable application of knowledge and skills commensurate with the 
level and type of practice expected of the role. 

Registered Nurse Level 4 

Employees classified at this level provide the pivotal co-ordination of client care delivery. The main focus of 
this role is the line management, coordination and leadership of the nursing/midwifery and AWH team 
activities, including where relevant, such local resource management as to achieve continuity and quality of 
patient/client care. 

Employees in this role accept accountability for the outcomes of practices in the specific practice setting, for 
addressing inconsistencies between practice and policy; and for developing team performance within 
positive work cultures in the interest of patient/client outcomes. 

Employees in this role will: 

• manage, oversee and advise on nursing/midwifery and AWH care and health service delivery for a 
specified service delivery area which is demonstrably beyond the usual range for the Registered 
Nurse/Midwife (Level 3); OR 

• manage, oversee and advise on nursing/midwifery and AWH care and health service delivery for a 
specified service delivery area which is demonstrably more professionally isolated than the usual range 
of the Registered Nurse (Level 3); OR 

• lead a nursing/midwifery and/or multi-disciplinary team, which is (by direct reports and/or span of 
control or multiple operational links) demonstrably beyond the usual range of the Registered Nurse 
(Level 3) position; 

• initiate, implement and co-ordinate processes within span of control, for quality improvement and 
continuity within corporate risk management and nursing/midwifery and AHW professional practice 
frameworks; 

• integrate contemporary information and research evidence with personal experience to support the 
decision making, innovative thinking and objective analysis that are expected at this level; 

• maintain productive working relationships and manage conflict resolution; 

• develop and maintain a learning environment, taking a coaching approach to team development, 
individual capability development and performance management; 

• use available information systems to inform decision making, evaluate outcomes and convey 
information to staff; 

• implement local processes to operationalise the corporate risk management framework including 
investigating complaints, incidents and accidents; 

• change local processes and practices in accordance with emerging service needs, care evaluation 
results, identified imminent systems problems, and coordination of local activities with corporate 
systems; 
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• Hold a contemporary professional practice portfolio containing evidence of qualifications and learning 
and practice experiences that underpin a demonstrable application of knowledge and skills 
commensurate with the level of autonomy, decision making authority and influence of 
recommendations expected of the role; 

Employees in this role may be required to: 

(a) undertake a formal support/advisor role to other staff in relation to an area of expertise in 
service co-ordination; 

(b) implement important and/or influential systems used beyond own area of service co-ordination; 

(c) initiate, conduct, implement and/or guide a major research or systems development portfolio 
relevant to improved service outcomes and beyond the scope of the Clinical Service Co
ordination role; 

(d) undertake and/or oversee, within their span of control, some or all local resource management 
within the corporate administrative framework; 

(e) act as a consultant to the state or national health system in area of expertise; 

(f) present at conferences, undertake teaching and assessment and/or publish in refereed 
professional journals. 

Registered Nurse Level 5 

Employees classified at this level use their clinical knowledge and experience to provide strategic and 
operational leadership, governance, and direction for service delivery. These roles balance and integrate 
strategic and operational perspectives within a specified span of appointment. 

Employees in this role accept accountability for the governance and practice standards; the effective 
implementation of corporate systems to support, evaluate and consistently improve practice and healthy 
work environments, and the cost effective provision of health services within their span of appointment. 

Employees in this role will typically: 

• provide corporate and professional advice, leadership, and management for a specified service; 

• provide professional advice and leadership; 

• initiate and/or oversee innovations, systemic change processes, and co-ordination of responses to 
practice and health service needs within their span of control; 

• integrate contemporary information and research evidence with personal knowledge and experience to 
support executive level decision making; 

• contribute to and implement the corporate professional practice framework established by Nunkuwarrin 
Yunti; 

• implement the corporate administrative and risk management frameworks within span of responsibility; 

• contribute to financial budgeting and management within a culture of due diligence; 

• guide the use of information systems to inform decision making, and manage practice; 

• oversee human resource systems implementation including processes and standards of staff 
recruitment, performance, development and retention; 
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• lead, coach, coordinate and support direct reports; 

• lead the establishment of healthy working environments, respectful relationships and learning cultures 
across span of appointment; 

• provide strategic leadership for innovation, change processes, and coordinated responses to emerging 
service and workforce needs within span of control; 

• may hold a contemporary professional practice portfolio containing professional development evidence 
commensurate with the level of autonomy, authority and influence expected of the role. 

Nunkuwarrin Yunti of SA Inc-Final- 5 October 2017 77 of 86 



NUNKUWARRIN YUNTI OF SA 
CLASSIFICATION CHARACTERISTICS 

MANAGER LEVELS 

All employees employed within the Manager levels will have: 

SCHEDULE 9 

• an understanding of the issues affecting Aboriginal and/or Torres Strait Islander people; and 
• an ability to communicate sensitively and effectively with Aboriginal and/or Torres Strait Islander 

people 

commensurate with the classification level of their position. 

This schedule applies to employees engaged in positions determined by the employer as a Manger. All 
other provisions of this Agreement apply to Employees engaged in Manager Level positions. 

OVERVIEW 

The Manager Structure of Nunkuwarrin Yunti is designed to ensure an integrated, holistic approach to the 
health/wellbeing services provided by the organisation. Managers will work cooperatively with the Executive 
and other Operational Managers and Program Managers. 

The Manager Classification Criteria identifies two levels of manager roles in the organisation. These are 
operational management positions responsible managing the delivery of programs and services to the 
community. Entry levels to both Level 1 and Level 2 positions are dependent on the experience and 
qualifications of new managers. Note: These levels do not apply to Executive Level roles. 

MANAGER LEVEL 1 

Operates under limited direction and with increasing levels of professional independence in the 
determination of overall strategies, priorities, work standards and allocation of resources. At this level work 
may involve the exercise of significant professional judgement based on knowledge of the organisation's 
initiatives and involvement in the development and I or application of discipline theories, techniques or 
principles which have impact across the organisation. 

Level 1 Managers generally operate in environments which have a narrower range of functions than do 
Level 2 managers. i.e. one of the determinants of the work level is the degree of expertise/responsibility 
required by the complexity of the role across the functions, as distinct from the depth of experience of the 
manager. 

Job Titles at Manager Level 1 (As determined by Executive) 

MANAGER LEVEL 2 

Operates under broad direction and with high levels of professional independence in the determination of 
overall strategies, priorities, work standards and allocation of resources. At this level work may involve the 
exercise of significant professional judgement based on a detailed knowledge of organisation and state
wide initiatives and involvement in the development and/or application of discipline theories, innovative 
techniques or principles which have impact across the organisation. 

Level 2 managers generally operate in environments which have the responsibility of a broad range of 
functions such as a multi-functional unit. i.e. one of the determinants of the work level is the degree of 
expertise/responsibility required by the complexity of the role across the functions, as distinct from the 
depth of experience of the manager. 

Job Titles at Manager Level 2 (As determined by Executive) 
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CLASSIFICATION CHARACTERISTICS- MANAGER LEVEL 1 and MANAGER LEVEL 2 
I LEVEL 1 MANAGER I LEVEL 2 MANAGER 

Capability, • The general pre-requisite for appointment at this level is a • The general pre-requisite for appointment at this level is a relevant 
Qualifications relevant qualification to at least a Diploma Level and/or a qualification to at least a Diploma Level and a significant level of 
Knowledge, significant level of specialised skills, experience and expertise. specialised skills, experience and expertise. 
Scope' and 
Experience 0 There are entry levels for less experienced and/or unqualified • There are two entry levels: one for new managers with relatively less 

managers which accommodate varying levels of expertise, management experience, and one for managers with extensive relevant 
education and skills. experience. 

• The ability and proficiency in applying established technical, • There is a requirement to demonstrate a high level of leadership within the 
professional and administrative disciplines is a feature of this Program and the wider organisation including act as an 'expert' resource to 
level. Executive and other managers. 

0 Manage a function/program or control and coordination of • Manage a specialist or multi-faceted function/program to achieve results in 
elements of a total organisation program to achieve results in line with organisation goals and within budgetary constraints. 
line with organisation goals. 

• Manage projects/programs considered to be complex and sensitive for the 
• Manage a function/program within budgetary constraint. organisation with wide ranging impact. 

• Manage projects/programs cons,idered to be complex and • Contribute to the development of new services and initiatives including 
reasonably broad in scope. identifying, investigating, reporting and leading new initiatives which enable 

Program improvement. 

• Contribute to the development of organisation policy, new 
procedures and methodology. • Contribute to the development of organisation policy and new procedures 

and methodology. 

• Contribute to Program budget planning . 
• Negotiate on matters of significance to the organisation with other bodies 

• Contribute high level of analytical, research and communication and/or members of the public including liaising with other health/community 
skills including high level of writing skills. service providers and ensuring the development of collaborative service 

partnerships. 

• Negotiate on matters of significance to the organisation with 
other bodies and/or members of the public. • Contribute to Program budget planning. 

• Manage staff including establishing and monitoring work • Manage staff including establishing and monitoring work outcomes and 
outcomes. KPI's to ensure quality services and external accreditation and providing 

professional feedback and development opportunities. 

• Develop and maintain effective relationships with external stakeholders and 
strategic partners. 
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Thinking' • May involve the exercise of significant sound reasoning and • May involve the exercise of significant sound reasoning and thinking based 
and Overall thinking based on understanding and implementing on understanding and implementing Nunkuwarrin Yunti's mission and 
Job Nunkuwarrin Yunti's mission and business activities. business activities. 
Environment' 

• The complexity of the role based on the nature and variety of • The complexity of the role based on the nature and variety of tasks, the 
tasks, the scope for determining strategies and methods of scope for determining strategies and methods of work, and the clarity of 
work, and the clarity of identified goals. identified goals. 

• Understanding and appreciation of the long term goals of the • Understanding and appreciation of the long term goals of the Organisation. 
Organisation. 

• May be required to manage specialised projects requiring considerable 

• Work objectives are usually clearly defined and require the interpretation and understanding of organisation operations and specialist 
application of recognised techniques, policies and practices to subject matter. 
achieve goals. 

• May be required to develop/significantly modify operational practices to 
achieve improved outcomes and goals. 

Accountability, • Work under limited direction, usually reporting directly to a • Work under broad direction, reporting directly to Executive Management or 
Authority, member of Executive Management. the Chief Executive Officer. 
and Impact 

• Responsible for the operational management of a • Responsible for the management of a specialist or multi-function/program. 
function/program, or control and coordination of entire elements 
of a total program. • Responsible for projects/programs considered to be complex and sensitive 

which may have political and state-wide or national implications. 

• Responsible for projects/programs considered to be reasonably 
complex and broad in scope. • Negotiate on matters of significance to the organisation with other bodies 

and/or members of the public, including liaising with other 
• Positions at Level1 are generally governed by clear objectives health/community service providers and ensuring the development of 

and/or budgets and policy and business plans are well defined collaborative service partnerships. 
for significant aspects of the position. 

• Provide expert advice and assistance including consultation and 

• Negotiate on matters of significance to Nunkuwarrin Yunti with innovation. 
other bodies and/or members of the public. 

• Positions at Level 2 have substantial operational autonomy and have some 

• Provide expert advice including consultation and innovation . flexibility in the use of financial and other resources within budget 
guidelines. 

• Recognition of the level of impact the role has across the 
organisation through identifying the degree to which the work • Ability to contribute significantly to the strategic and business planning 
influences the mission and goals of Nunkuwarrin Yunti. activities of the Organisation. 

• The influence of Level1 positions may be limited to within the • The influence of Level 2 positions may have broad community impact and 
organisation. social implications outside the Organisation. 
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Key 
responsibilities 
and typical 
activities 

Progression 
within Levels 

• High level of specialist skill and knowledge and/or 
supervision/management abilities gained through experience, 
training or education. 

• A high level of specialist skill and knowledge and/or 

• Securing and managing contracts in areas of responsibly - • 
Service level Agreements, Supplier Contracts. 

• Appreciation of the long term goals of the organisation. • 

• There is a requirement to handle ambiguity, manage and 
demonstrate a high level of interpersonal skills. • 

• Broad knowledge of program activities and work practices in the 
organisation. • 

• Comprehensive knowledge of organisation policies and 
statutory requirements. • 

• Ability to contribute to the strategic and business planning 
activities of the organisation. • 

• Contribute to the facilitation of a seamless and effective • 
managerial system built on trust and goodwill at all levels. 

• The understanding and ability to implement effective staff 
management procedures/protocols including motivating and • 
training other staff and professionals. 

supervision/management abilities gained through experience, training or 
education. 

Securing and managing contracts in areas of responsibly - Service level 
Agreements, Supplier Contracts. 

Significant level of discipline knowledge and competence including detailed 
knowledge of statutory requirements. 

Comprehensive knowledge of policy, programs, guidelines, procedures 
and practices of the organisation and external bodies. 

Ability to contribute significantly to the strategic and business planning 
activities of the organisation. 

Contribute to the facilitation of a seamless and effective managerial system 
built on trust and goodwill at all levels. 

Understanding and appreciation of the long term goals of the organisation. 

A high level of interpersonal skills is required to resolve organisational 
issues, deal with controversy, negotiate difficult situations and manage 
ambiguity. 

Broad knowledge of program activities and work practices in the 
organisation. 

• Ability to apply computing concepts including 'office' suite 
applications. 

• Understanding and ability to implement effective staff management 
procedures/protocols including motivating and training other staff and 
professionals. 

Progression through the salary range of Level1 is subject to annual 
increment. 

Progression to Level 2 is subject to: 
• The demands of the position increasing significantly such that it 

warrants classification to Level 2 
• The completion of recognised, relevant tertiary qualifications by 

the Manager. 

• Ability to apply computing concepts including 'office' suite applications. 

Progression through the salary structure of Level 2 is subject to annual 
increment. 
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Definitions: 

Scope1 is the variety of functions which comprise activities. Within these activities there are various tasks to perform. It is the range or spread of functions within a Program 
which influences the level of the role. 

Example: A General Manager of a retail store would be accountable for a range of diverse functions, one of which is Marketing. The Marketing Manager would be 
responsible for a single function with a range of activities, that of marketing. The Sales Manager of would be responsible for a group of tasks, including managing the sales 
staff. The sales staff would undertake single task- that of selling. 

Thinking' is the level of 'thinking challenges' required in the position. Where there are few guidelines and precedents, greater 'thinking' and reasoning is required. This 
includes the requirement for the manager to analyse, interpret, evaluate and apply creativity within the role and to consider the likely outcomes of particular courses of action. 
Where issues/problems are recurring and procedures are established, there is likely to be limited choice. 

Job Environment' is defined as how the job is organised. It measures the degree to which there is clarity about work expectations, ie whether there are policies and 
procedures which enable the greater proportion of the work to be performed within a framework of 'known' guidelines including organisational objectives and expectations. 
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SCHEDULE10 
NUNKUWARRIN YUNTI OF SA 
CLASSIFICATION CHARACTERISTICS 

DENTAL SERVICES LEVELS 

All employees employed within the Dental Services levels will have: 

• an understanding of the issues affecting Aboriginal and/or Torres Strait Islander people; and 
• an ability to communicate sensitively and effectively with Aboriginal and/or Torres Strait 

Islander people 

commensurate with the classification level of their position. 

LEVEL & TITLE CHARACTERISTICS 
Level 1 A Dental Assistant: 

• works closely with a dental practitioner in all stages of patient 
Dental Assistant treatment, preparation of instruments and sterilising instruments. 

• will undertake routine duties by performing reception and 
administration duties, ordering of stock, preparing accounts. 

At this level may be undertaking a Certificate Ill or IV in Dental 
Assisting. 

Level2 A Grade 2 Dental Assistant who has completed a Dental Assistant 
Certificate Ill qualification or has relevant experience as deemed 

Dental Assistant acceptable by the employer: 

• works closely with the Dental Practitioner in all stages of patient 
treatment, preparation of instruments and sterilising instruments 

• will undertake routine duties by performing reception and 
administration duties, ordering of stock, recording notes into 
patient files, participating in health promotion activities 

• provide supervision to dental assistant trainees 

Level3 A Dental Hygienist/Therapist works with Dentists in treating patients: 

Dental • perform routine dental treatment under general professional 
TherapisUHygienisUOral guidance 
Health Therapist • may work in areas of children and adult oral health care or in oral 

health care promotion activities and projects or in an oral 
administration position and have some supervision responsibilities. 

Dental Hygienist/Therapists will be registered with the Dental 
Registration Board 

Level4 At this level, the work of dentists is focussed on prevention and 
involves the application of professional oral health knowledge and 

Dentist experience in the independent selection of procedures for the clinical 
examination, diagnosis and treatment of commonly encountered oral 
diseases and oral health problems, requiring corrective, restorative, 
prosthetic or preventive measures. 

Dentist will be reqistered with the Dental Reqistration Board. 
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Level5 Senior Dentists are required to demonstrate the competence to 
independently diagnose and treat routine and complex cases. For the 

Senior Dentist more complex cases, the Senior Dentist may seek advice from 
specialists or dentists with specialised interests or expertise. An 
Employee at this level: 

• has the capacity to allocate resources, set priorities and ensure 
budgets are met 

• may be responsible to the senior management for providing 
effective services and ensuring budget/strategic targets are met 

• supervises staff where required 

• is expected to develop/implement and deliver strategic business 
plans which increase the level of care to customers within a 
budQet framework. 
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Schedule 11 

SALARY PACKAGING ARRANGEMENTS 

1. Salary Packaging under this agreement allows employees to receive up to 28% of their 
remuneration, or up to the maximum value of non-salary benefits provided concessional 
treatment by the Fringe Benefits Tax laws, whichever is the lesser, in a form other than take 
home pay. Employees will be offered the opportunity to choose from a list of benefits which 
will be paid for by the employer instead of receiving gross salary. Gross salary is reduced 
by the amount of the benefits paid by the employer. The net gross salary is then subject to 
"Pay-As-You-Go" (PAYG) tax. 

2. All existing entitlements (ie. employer superannuation, leave loading, penalties, overtime) 
will be based on "pre-package" salary. 

3. All employees covered under this Agreement have access to salary packaging 
arrangements subject to the following provisions: 

a) Entry into a salary packaging arrangement is only to occur with the genuine consent 
of both parties. Employees have the right to take the salary rate only as outlined 
within this Agreement. 

b) Employees wishing to enter into a salary packaging arrangement will be required to 
sign a document which indicates that: 

i. they have sought expert advice (ie Tax Accountant I Financial Advisor) in 
relation to entering into such an arrangement, and; 

ii. they understand that in the event that Fringe Benefits Tax (FBT) becomes 
payable on the benefit items which are selected, the salary packaging 
arrangement shall lapse and a new arrangement be put in place whereby the 
total cost of salary packaging to the employer does not increase. If the 
employee elects to continue with packaging, the cost of the payment of the FBT 
will be passed back to him/her, or benefit items can be converted back to salary 
to be taxed at the relevant PAYG tax rate, and; 

iii. that upon resignation or termination of employment the employer shall be, by 
deduction from final payments or upon demand, reimbursed any amounts of 
over -expenditure. 

4. Salary packaging arrangements are undertaken by an external provider. 

5. An employee may cancel a salary packaging agreement after twelve (12) months and 
revert to the salary rate applicable under this Agreement, by giving one month's notice. 

6. An employee may change their salary packaging arrangements in consultation with the 
external provider. 
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Schedule 12 

12.1 TRAVEL ALLOWANCES 

12.1.1 The employer will pay an allowance to a staff member when they are required to travel 
for business purposes & stay overnight for at least 1 night. Allowances will be paid for: 

a. Accommodation at daily rates (for domestic travel only) 
b. Meals (breakfast, lunch & dinner) unless provided by meeting/conference 

organisers or arranged as part of accommodation booking 
c. Deductible expenses incidental to travel 

Accommodation and meals allowances vary according to city, country or regional areas 
and will be sourced from the Australian Tax Office (ATO) and updated annually. 

12.1.2 For 2017/18 the amount for incidentals only is $19.35 per day. 

12.1.3 The accommodation rates apply only for stays in commercial establishments like hotels, 
motels & serviced apartments. If a different type of accommodation is used the rates do 
not apply. 

12.1.4 The amount for meals depends on the period & time of travel. That is, the rates only 
apply to meals (that is breakfast, lunch, dinner) that fall within the time of day from the 
commencement of travel to the end of travel covered by the allowance. If meals are 
included as part of the meeting I conference a separate meal allowance will not apply. 

12.1.5 Incidental travelling expenses will be reimbursed in accordance with the ATO 
allowance. 

12.2 ON-CALL ALLOWANCE 

12.2.1 An on-call allowance will be paid to an employee where it is deemed necessary for an 
employee to be available after hours. On-call arrangements are subject to prior 
approval by the relevant Manager. 

12.2.2 The on-call allowance will be paid as follows: 

a) Monday- Friday 
b) Weekends/Public Holidays 

$17.96 
$35.56 

12.2.3 Where an employee who is on-call is recalled to duty the employee will, in addition to 
the rates prescribed above, be entitled to receive TOIL in accordance with the 
provisions of clause 21. 

12.2.4 The on-call allowance will be increased in accordance with the wage increase amounts 
set out in clause 10. 
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Model consultation term  Schedule 2.3 
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Schedule 2.3—Model consultation term 
(regulation 2.09) 
   

Model consultation term 

 (1) This term applies if the employer: 

 (a) has made a definite decision to introduce a major change to 

production, program, organisation, structure or technology in 

relation to its enterprise that is likely to have a significant 

effect on the employees; or 

 (b) proposes to introduce a change to the regular roster or 

ordinary hours of work of employees. 

Major change 

 (2) For a major change referred to in paragraph (1)(a): 

 (a) the employer must notify the relevant employees of the 

decision to introduce the major change; and 

 (b) subclauses (3) to (9) apply. 

 (3) The relevant employees may appoint a representative for the 

purposes of the procedures in this term. 

 (4) If: 

 (a) a relevant employee appoints, or relevant employees appoint, 

a representative for the purposes of consultation; and 

 (b) the employee or employees advise the employer of the 

identity of the representative; 

the employer must recognise the representative. 

 (5) As soon as practicable after making its decision, the employer 

must: 

 (a) discuss with the relevant employees: 

 (i) the introduction of the change; and 

 (ii) the effect the change is likely to have on the employees; 

and 

 (iii) measures the employer is taking to avert or mitigate the 

adverse effect of the change on the employees; and 

Federal Register of Legislative Instruments F2014C00008
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 (b) for the purposes of the discussion—provide, in writing, to the 

relevant employees: 

 (i) all relevant information about the change including the 

nature of the change proposed; and 

 (ii) information about the expected effects of the change on 

the employees; and 

 (iii) any other matters likely to affect the employees. 

 (6) However, the employer is not required to disclose confidential or 

commercially sensitive information to the relevant employees. 

 (7) The employer must give prompt and genuine consideration to 

matters raised about the major change by the relevant employees. 

 (8) If a term in this agreement provides for a major change to 

production, program, organisation, structure or technology in 

relation to the enterprise of the employer, the requirements set out 

in paragraph (2)(a) and subclauses (3) and (5) are taken not to 

apply. 

 (9) In this term, a major change is likely to have a significant effect on 

employees if it results in: 

 (a) the termination of the employment of employees; or 

 (b) major change to the composition, operation or size of the 

employer’s workforce or to the skills required of employees; 

or 

 (c) the elimination or diminution of job opportunities (including 

opportunities for promotion or tenure); or 

 (d) the alteration of hours of work; or 

 (e) the need to retrain employees; or 

 (f) the need to relocate employees to another workplace; or 

 (g) the restructuring of jobs. 

Change to regular roster or ordinary hours of work 

 (10) For a change referred to in paragraph (1)(b): 

 (a) the employer must notify the relevant employees of the 

proposed change; and 

 (b) subclauses (11) to (15) apply. 

 (11) The relevant employees may appoint a representative for the 

purposes of the procedures in this term. 
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 (12) If: 

 (a) a relevant employee appoints, or relevant employees appoint, 

a representative for the purposes of consultation; and 

 (b) the employee or employees advise the employer of the 

identity of the representative; 

the employer must recognise the representative. 

 (13) As soon as practicable after proposing to introduce the change, the 

employer must: 

 (a) discuss with the relevant employees the introduction of the 

change; and 

 (b) for the purposes of the discussion—provide to the relevant 

employees: 

 (i) all relevant information about the change, including the 

nature of the change; and 

 (ii) information about what the employer reasonably 

believes will be the effects of the change on the 

employees; and 

 (iii) information about any other matters that the employer 

reasonably believes are likely to affect the employees; 

and 

 (c) invite the relevant employees to give their views about the 

impact of the change (including any impact in relation to 

their family or caring responsibilities). 

 (14) However, the employer is not required to disclose confidential or 

commercially sensitive information to the relevant employees. 

 (15) The employer must give prompt and genuine consideration to 

matters raised about the change by the relevant employees. 

 (16) In this term: 

relevant employees means the employees who may be affected by 

a change referred to in subclause (1). 
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Consolidated Undertakings in Respect to AG2017/5744- Nunkuwarrin Yunti of South 
Australia Inc Enterprise Agreement 2017 

Coverage (Clause 5) 

The employer undertakes that employees employed as Medical Officers are not bound by this 
Agreement. 

Dispute Resolution (Clause 44) 

The employer undertakes that clause 44 of the Agreement will apply in relation to disputes 
arising under the Agreement or the NES, in accordance with section 186(6) of the Act. 

Transfer to a safe job (Clause 32.9) 

The employer undertakes that if there is no appropriate safe job available, an employee is 
entitled to be paid 'no safe job' leave until the intended start of their parental leave period. The 
employee will receive their base rate of pay for the period of the no safe job leave. 

Wage Rates- Schedules 1 & 2 

Rates of Pay at Corporates Services - NY Level 1 Step 1 and Health Services - Level 1 
Step 1 

The employer undertakes to adjust the rates of pay for these 2 classifications to ensure each 
meets the award minimum rate . 

TOIL in respect to Part-time Employees (Clause 21.2.1) 

The employer undertakes that part-time employees, for all work in excess of their agreed 
ordinary hours, will receive TOIL in accordance with this clause. 

Meal Allowance 

The employer undertakes that when an employee is required to work overtime for more than 
two (2) hours before or after ordinary hours a meal allowance will be paid in accordance with 
the amount specified in clause 15.6 of the Aboriginal Community Controlled Health Services 
Award 2010. 
For clarity, this allowance is distinct from the provision for meals contained in Schedule 12.1 
of the Agreement (Travel Allowances). 

Higher Duty Qualifying Period (Clause 13) 

The employer undertakes that where an employee is approved to perform work at a higher 
classification level, a qualifying period of 4 working days will apply. The remaining provisions 
of clause 13 are unaltered. 
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Signed for and on behalf of Nunkuwarrin Yunti of South Australia Inc: 

... \\.~~-'-····-~~ .... ....... . r· ~c 
·~~· .. · · ····~- ---·· .. · · - --·~-·· ................. .. 

(Name) (Title) 

, ... ~ .. ..... ... .... ,, 
(Signature) 

Address: 182-190 Wakefield Street, Adelaide SA 5000 

In the presence of 

.~~.0!.~ .... ~": ... v.~.~-~CF.: ."::{ .. 
(Name) 

rp,a, v~1 
. .. ........... ~ ...... -. --- .. . . -- .. --.. ---.. -... --~ . . . ~ -.. 

(Signature) • 

Signed by the employer in accordance with subsection 190(5) of the Fair Work Act and Regulation 2.07 

Agreement with Consolidated Undertaking in Respect to AG2017/5744- Nunkuwarrin 
Yunti of South Australia Inc Enterprise Agreement 2017 

Signed for on behalf of the Employees of Nunkuwarrin Yunti of South Australia Inc: 

.. ·~.~0.~ .(1. .... ~9.~.~~. .. .. . .... ~t£ .... ~. ~ .... ., ... , ... .. .... . 
(Title) 

Address: 182-190 Wakefield Street, Adelaide SA 5000 

In the presence of 

.. PAY.h( d.~·-·-c. ..... V.i:.g_ t:.t;;t, ... .. 
(Name) -- · ~i~~ ---··-··J 
Signed for on behalf of the Employees of Nunkuwarrin Yunti of South Australia Inc: 

;:::,~~<~ ---·· · · · .... S!:~~~(~ir./>. _______ ____ ______ _ 

- on•·>'·~---····· ~ ti)ol../r~ 
(Srgnat@r..e) 

Address: 182-190 Wakefield Street, Adelaide SA 5000 

In the presence of 

.. :&:1 .'.n do ... H 9. .~.9~. 9 ........ . 
(Name) 
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