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[ TITLE

This Agreement shall be known as the Allied Health Professionals Public Sector Union Wages
Agreement 2022.
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3 APPLICATION

3.1 This Agreement is made in respect of all persons employed as Allied Health Professionals (as
specified in Schedule | of this Agreement) in the Department of Health (DOH) and in children
and youth services in the Department for Education, Children and Young People (DECYP),
and all persons employed as Allied Health Professionals (as specified in Schedule 2 of this
Agreement) in DECYP, the Department of Justice (DOJ), the Department of Police, Fire and
Emergency Management (DPFEM) and the Department of Premier and Cabinet (DPAC).

3.2 This Agreement cancels and replaces the following agreement:

()  Allied Health Professionals Public Sector Unions Wages Agreement No.2 of 2019 which
was registered 29 September 2022.

3.3 This Agreement applies with effect from | July 2022 and will remain in force until 30 June
2025.

34  The parties agree to commence negotiations for a replacement agreement on or before 30
November 2024.

4 PARTIES BOUND

This Agreement is between the Minister administering the State Service Act 2000; Australian
Education Union, Tasmanian Branch; Community & Public Sector Union (State Public Services
Federation Tasmania) Inc;; and the Health Services Union, Tasmania Branch.

5 PURPOSE OF THIS AGREEMENT

The parties recognises the unique circumstances that exist at the time of making this agreement.
That;

5.1  The interim agreement does not represent the full offer and terms and conditions that were
voted on by members and a commitment by all parties to reach full agreement.

52  The AEU, CPSU, and HACSU conducted ballots of membership with respect to the full offer
dated |13 December 2022 where CPSU and AEU members voted in favour of that offer, and
HACSU members voted to reject the offer.

53  The interim agreement is to ensure that employees can receive salary increases effective from
the first full pay period commencing on or after | December 2022 and Christmas Close Down
Day provisions.




54  That this offer does not prejudice any decision made by members of HACSU to pursue
further matters including structural adjustments as democratically voted upon by its
membership and remain unresolved. Nor does this offer prejudice the CPSU, AEU and
HACSU to pursue matters contained in the offer letter of 13 December 2022, in Schedule 10,
for the purpose of finalising a full AHP Agreement by no later than 31 March 2023.

55  That negotiations with respect to the matters unresolved will continue between the parties
following the 2022 Christmas New Year break.

56  Recognises that the unions have no ability to seek endorsement of its members on this interim
agreement, and in light of the Employer deadline for signing and registering this agreement.

RELATIONSHIP TO AWARDS AND AGREEMENTS

This Agreement prevails to the extent of any inconsistency that occurs between this Agreement, the
Health and Human Services (Tasmanian State Service) Award, and the Tasmanian State Service
Award, or any registered Agreement with the Minister administering the State Service Act 2000.

SALARY INCREASES

7.1 Salaries will increase as follows:

i 3.5 percent per annum with effect from the first full pay period commencing on or after
P P pay g
(ffppcooa) | December 2022

(ii) 3 percent per annum with effect from the fippcooa | December 2023
(i) 3 percent per annum with effect from the ffppcooa | December 2024

7.2 All employees covered by this Agreement receive a flat rate $1,000 cost of living increase to
the base salaries in Schedule 5, 6 and 7 of this Agreement effective ffppcooa | December
2022, to apply prior to the percentage increase outlined in Clause 7.1(j).

7.3 In addition to Clause 7.2 employees whose substantive classification is AHP Level | Year 2 and
AHP Level | Year 3, and who are earning the salary AHP Level | Year 2 and AHP Level |
Year 3 of receive a $500 increase to their base salaries in Schedule 5, 6 & 7 of this Agreement,
effective from the ffppcooa | December 2022, to apply prior to the percentage increase
outlined in Clause 7.1(i).

74  Employees whose substantive classification and earnings is AHP Level | Year 2 and AHP Level
| Year 3, at the point the payment is due will receive a one-off Lower Income Payment as
follows:

(i)  $1,000 (pro-rata) payable from the ffppcooa the date of registration of this Agreement
(i) $500 (pro-rata) payable from the ffppcooa | December 2023

(i) $500 (pro-rata) payable from the ffppcooa | December 2024




7.5  Part-time and fixed term casual employees will receive pro-rata payment of the Lower Income
Payment referred to in Clause 7.4 on the basis of their average fortnightly hours worked as a
proportion of the full time equivalent fortnightly hours. The following approach applies to the
calculation of average fortnightly hours worked:

()  For part-time employees who regularly work their contracted hours, the average
fortnightly hours will be those hours specified in that employee’s appointment;

(i)  For part-time employees who regularly work a pattern of hours above their contracted
hours, the fortnightly hours will be those hours worked in the employee’s regular pattern;

(if)  For fixed-term casual employees and for part time employees who work an irregular
pattern of hours, the average fortnightly hours will be calculated on the basis of average
fortnightly hours worked over the previous |12 months. Where these employees have
commenced employment within 12 months of the date on which the Lower Income
Payment is payable, the average fortnightly hours will be calculated on the basis of the
average fortnightly hours worked over that employee’s period of employment.

7.6 Schedules 5, 6 and 7 of this Agreement sets out the annual rates of pay effective ffppcooa |
December 2022, fippcooa | December 2023, and ffppcooa | December 2024.

COMPETENCY PROGRESSION BARRIER (LEVEL [-2) — SCHEDULE |

AND 2

This clause covers Allied Health Professionals contained by Schedule | and Schedule 2, including
excluding Forensic Scientists.

8.1 Competency Progression

()

(i)

An Allied Health Professional may, after reaching the classification Level |
Year 6, apply to their Manager for personal progression to Level 2, Year |,

Provided that, an Allied Health professional who was an employee as at
the date of registration of this Agreement will be eligible to apply for
personal progression to Level 2, Year | after reaching the classification
Level | Year 5.

This application must address the criteria as stipulated in Clause 8.3. A
panel consisting of the Manager and a relevant Allied Health Professional
will assess the application. If the Allied Health Professional demonstrates
they meet the requirements as stipulated in Clause 8.3, they will be
progressed to Grade 2 Year | on their next anniversary.

8.2  Accelerated Competency Progression

0]

An Allied Health Professional may, after reaching Level |, Year 5 apply to
their Manager for accelerated progression to the classification of Level 2,
Year |.




(if)

(i)

Provided that, an Allied Health professional who was an employee as at
the date of registration of this Agreement will be eligible to apply for
accelerated progression to Level 2, Year | after reaching the classification
Level | Year 4.

This application must address the criteria as stipulated in Clause 8.3 and
must be supported in writing by a senior Allied Health Professional.

A panel consisting of their Manager and a relevant senior Allied Health
Professional will assess the application. This panel will make a
recommendation to the delegated Manager who may approve this
accelerated progression.

83  Competency Criteria

The Allied Health Professional concerned must demonstrate detailed knowledge of standard
professional tasks and professional expertise in one or more areas of the profession as shown by (for

example):
() modifications to standard procedures and practices and contributions to the
development of new techniques and methodologies
(i) professional contribution relevant to the profession at a local level
(iii) evidence of recognition by peers, industry or other client groups for knowledge and

skill in a specific clinical area, which may be demonstrated by:

a.

b.

C

original in-service presentations, or
active involvement in conference or seminars, or

recognition as a resource person.

9 COMPETENCY PROGRESSION BARRIER (LEVEL [-2) — FORENSIC

SCIENTISTS

9.l Competency Progression

()

(if)

A Forensic Scientist may, after reaching the classification Level | Year 6,
apply to their Manager for personal progression to Level 2, Year |.

Provided that, a Forensic Scientist who was an employee as at the date of
registration of this Agreement will be eligible for personal progression to
Level 2, Year | after reaching the classification Level | Year 5.

This application must address the criteria as stipulated in Clause 9.3.
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(i)

(iv)

A panel consisting of the Director, Forensic Scientists Services Tasmania
and a representative as nominated by the Secretary, Department of Police,
Fire and Emergency Management, will assess the application.

If the Forensic Scientist demonstrates they meet the requirements
stipulated in Clause 9.3, they will, on confirmation from the controlling
authority, be progressed to Level 2, Year | on their next anniversary.

9.2 Accelerated Competency Progression

0]

(i

(i)

(iv)

A Forensic Scientist may, after reaching the classification Level |, Year 5,
apply to their Manager for accelerated progression to the classification of
Level 2, Year |.

Provided that, a Forensic Scientist who was an employee as at the date of
registration of this Agreement will be eligible for personal progression to
Level 2, Year | after reaching the classification Level | Year 4.

This application must address the criteria as stipulated in Clause 9.3 and
must be supported in writing by a relevant senior Forensic Scientist.

A panel consisting of the Director, Forensic Scientists Services Tasmania
and a representative as nominated by the Secretary, Department of Police,
Fire and Emergency Management, will assess the application.

This panel will make a recommendation to the controlling authority, which
may approve this accelerated progression.

9.3 Competency Criteria

()

(if)

(i)

(V)

The claim may be further supported by:

The Forensic Scientist concerned must demonstrate detailed knowledge of
standard professional tasks and professional expertise in one or more areas
of the profession which demonstrates their ability to perform at Level 2 as
demonstrated by:

analytical proficiency through consistently satisfactory completion of
assigned case work, internal and/or external proficiency tests, or other
devised tests of proficiency;

demonstrated proficiency in the consistent satisfactory operation of
appropriate analytical equipment and instrumentation routinely used by the
work unit;

demonstrated understanding of the principles and techniques routinely
applied in the work unit;




10

13

0) modifications to standard procedures and practices and contribution to the
development of new techniques and methodologies in forensics;

(i) professional contribution relevant to their work unit; and

(iii) evidence of recognition by peers, industry or other client groups for
knowledge and skill in forensics, which may be demonstrated by:

a. original in-service presentations; or

b. recognition as a resource person.

QUALIFICATIONS RECOGNITION

10.1 Employees at Level 3 who obtain a relevant Graduate Diploma qualification (or equivalent)
and who work in an area relevant to that qualification will be entitled to a one off
advancement of two increment levels and thereafter be entitled to progress, by annual
increments to the Level 3.5 qualified increment point (AHP 3.5 (Qual)).

10.2 Employees at Level 4 who obtain a relevant Masters qualification (or equivalent) and who
work in an area relevant to that qualification will be entitled to a one off advancement of
two increment levels and thereafter are entitled to progress, by annual increments, to the
Level 44 qualified increment point (AHP 4.4 (Qual)).

10.3 Employees who do not hold a relevant graduate qualification or a relevant Masters degree
as prescribed in subclauses 10.1 and 10.2 of this clause are not entitled to progress to
increments levels 3.5 Qual or 44 Qual respectively.

CORRECTIONS ALLOWANCE

In addition to the employee's salaried incremental point (excluding shift allowance) an all-purpose
allowance of 6.5 per cent is to be paid to employees who are engaged to undertake duties in a
Correctional Fadility, a Forensic Mental Health Facility, the Secure Mental Health Unit however titled,
and the Ashley Youth Detention Centre.

This allowance is payable for all periods of paid leave entitlements including personal leave and
recreation leave.

NIGHT SHIFT ALLOWANCE

In substitution for the night shift allowance provision contained within Part VIII Clause | of the Health
and Human Services (Tasmanian State Service) Award and Part VII Clause 2 of the Tasmanian State
Service Award, a shift worker, whilst on night shift is to be paid 24 per cent more than the ordinary
rate for such shift. Current provisions regarding shift payments contained within the Award will
continue to apply.

ON CALL ALLOWANCE




An employee who is rostered to remain on call (that is, on call for duty at short notice and allowed
to leave his/her place of employment) shall be paid an allowance of $4.50 per hour for each hour the
employee is required to be available, with a minimum payment of $36.00 per day.

[4 AVAILABILITY ALLOWANCE

14.1 The employer may require an employee to perform work on an after-hours basis, where
they are not recalled to work but rather provide a telephone or PC service from their
home.

4.2 An employee shall be paid an allowance of $3.52 per hour each hour the employee is
required to be available.

4.3 If an employee is required to undertake work from their home during this period of

availability, the employee shall be remunerated time for time at the rate payable to that
particular employee and rounded to the nearest hour with a minimum payment of one
(1) hour.

|5 ADJUSTMENT OF WAGE RELATED ALLOWANCES

Unless specified separately in this Agreement, all the monetary allowances in this Agreement will be
automatically adjusted upward from ffppcooa | July each year by the same percentage as the salary
rate for lowest level of the AHP Level 3 classification in Schedule 5 increases between | July in the
preceding year and 30 June of that year.

6 HOURS OF WORK

The ordinary hours of work for all employees bound by this Agreement are 38 hours per week and
are to be worked in accordance with the provisions of the Tasmanian State Service Award in respect
of employees engaged by the Do), DPFEM, DECYP, and DPAC as prescribed; or the Health and
Human Services Award in respect of employees engaged by DoH and DECYP (children and youth
services) as prescribed.

|7 PROFESSIONAL DEVELOPMENT

17.1 The parties recognise that continuous development of skills and knowledge is critical to
both the provision of professional services to the Tasmanian community and pursuit of
excellence in the Allied Health Professions.

172 Professional Development support will be available to provide Allied Health Professionals
(AHP) with assistance to develop professional knowledge and skills and for the imparting of
the knowledge and skills to others. Access to the entitlement contained in this clause will
be by way of employee application.

Purpose:

7.3 Professional Development includes opportunities sometimes referred to as training or

but is not limited to:




|74

0] Professional practice and recognition requirements;

(i) Specific training courses relevant to the operational needs of the Agency;
(iii) Exchange programs and other training initiatives; and
(iv) Training and development requirements of the Health Professionals

National Registration and Accreditation Scheme.

For the purpose of this section Professional Development does not include in-house,
employer initiatives or opportunities employees participate in during the normal course of
their work.

Professional Development Fund

17.5

17.6

A Professional Development Fund is to be created within each Agency for each employee
to access funds. The fund will allow each employee to access their entitlement as outlined
at subclause 17.7.

The Professional Development entitlement for each employee will be available from the
first full pay period on or after | December 2022.

Access to Professional Development Fund

7.7

17.8

179

[7.10

17.11

17.12

17.13

An employee is entitled to $724 per annum for professional development.

An employee may accumulate any unspent annual entitlements for a maximum period of
five years. An employee may accumulate unspent funds from the preceding five years.

The amount available to an employee is dependent upon the years of accumulation.

Costs associated with professional development will be paid by the employer when access
to professional development is approved. This will include costs for attendance at
conferences and reasonable travel, accommodation and meals.

An employee's attendance at approved professional development will be counted as being
on duty.

Where an employee is absent from their normal duties due to Professional Development,
their workload will be managed as appropriate to the duration of absence and the
workload, and may include replacement staffing. The parties acknowledge that workload
should not be an impediment to undertaking Professional Development and that adverse
impact on other employees should be avoided.

Nothing in this section precludes the ability of either the employee to apply for or the
employer to grant any funding or other support for Professional Development/Training in
excess of the entitlement at subclause | 7.7 above.




17.14

| 7.15

17.16

Management of funds and approvals are to be undertaken at an appropriate level within
the Agency that encourages equitable access, maximises relevance and efficiencies and
enables approvals by an appropriate health professional.

A decision on any application for access to funding for Professional Development made
under this section will be communicated to the applicant within 14 days of the submission
to the relevant delegate.

In the event of a dispute, the Grievance and Dispute Procedure in the relevant Award
applies.

18 NOVATED LEASE

18.1

182

Employees may elect to salary sacrifice a proportion of their salary for the novated lease of a
motor vehicle subject to compliance with any Tasmanian or Commonwealth government
directive and legislation.

Salary sacrifice arrangements are to be administered by one or more organisations nominated
by the employer following consultation with unions.

()

(i)

(ii)

(iv)

All fringe benefits tax, other tax liabilities, and/or direct administrative costs incurred by a
salary sacrifice arrangement under this clause is the employee's responsibility and does
not create any employer liability.

The salary payable to an employee who enters into a salary sacrifice arrangement is the
salary payable under that arrangement.

Payment of an accrued leave entitlement, or in lieu of notice, made to an employee who
ceases employment and employer and employee superannuation contributions and
overtime and penalty payments are based on the salary that would have been payable
had the salary sacrifice agreement not existed.

An employee who withdraws from a salary sacrifice arrangement is required to comply
with the requirements of the administrator of that arrangement.

19 SAFE WORKING AND FATIGUE MANAGEMENT

19.1

19.2

19.3

Disruption to an employee's normal sleep routines as a consequence of a call out
(extended hours of work) results in a loss of adequate, high quality, restorative sleep.

Fatigue is tiredness that results from physical or mental exertion. In a workplace
environment the need to concentrate over a sustained period of time may cause fatigue.

Both lack of sleep and fatigue, individually and in combination, can affect task performance
levels, individual health and safety and the safety of others.




19.4

19.5

19.6

19.7

In the management of sleep disruption and fatigue the employer is to ensure that the
working arrangements of employees who are required to perform call outs is undertaken
as part of normal business planning and is reviewed regularly.

Within a period of extended hours as a result of attending to a call out a sufficient break
should be taken for the employee to recover from the application of applying a further
intensive period of concentration.

Where recall to duty is necessary particular attention should be given to the employee's
current and recent work pattern to minimise sleep disruption and fatigue with the
consequential loss of reduced work performance and with the object of addressing health
and safety concerns of the individual.

In matters associated with sleep and fatigue management the employee hasa
responsibility in meeting health and safety obligations and to take reasonable care not to
put themselves or others at risk.

(i) Where an employee is recalled to work in accordance with Part VIl Clause 6 of the
Health and Human Services (Tasmanian State Service) Award or Part VI of the Tasmanian
State Service Award to undertake duties and that work becomes continuous with the
commencement of the ordinary hours of work such time is counted towards the
ordinary hours of work on that day.

(i) Where an employee has been subject to significant intermittent call outs over the
previous 24 hour period, upon the request or initiative of the employee,
arrangements for alternative duties or a period of time from the workplace without
loss of pay to maximise service delivery and employee safety will be available.

20 PROFESSIONAL PRACTICE FUNCTIONS ALLOWANCE

20.1

20.2

20.3

204

A professional practice functions allowance will be paid to Allied Health Professionals who
are directed to perform higher level professional practice functions and where essential
professional practice intervention is required beyond the scope of the employee's
classification level.

The professional practice functions allowance is payable where an Allied Health
Professional accepts responsibility for higher level professional practice functions normally
performed by another Allied Health Professional and for which they are professionally
trained and qualified.

This could include functions arising from a statutory obligation or delegated requirements.
This allowance is payable after performing these higher/extra professional practice functions
for one days or more.

The professional practice functions allowance is not payable for undertaking higher level
supervisory or management functions except where supervisory functions include




21

22

23

prioritising workload on the basis of professional practice need or involves referrals to
other professionals.

20.5 The allowance quantum will be the difference between the employee's current salary and
the next higher salary rate of the next higher classification level.

20.6 If the undertaking of these functions continues for 5 days or more the Higher Duties
Allowance provisions in the relevant award will apply.

APPOINTMENT SALARIES
21.1 The appointment and entry classification salary for the following is:
0) Clinical Psychologists Level 3 Year 2 (DOH and DECYP only).

21.2 The minimum salary on appointment for the following:

0] 3 year degree — Level | Year 2
(i) 4 year degree — Level | Year 3

The application of this clause is not intended to restrict the ability of Agencies to appoint
employees to salary points above those outlined in this clause and within the salary range in
appropriate circumstances.

AHP 3 PERSONAL UPGRADE

An AHP Personal Upgrade scheme is available to employees listed in Schedule | and Schedule 2 of
this Agreement (excluding Forensic Scientists), as set out in Schedule 8 of this Agreement.

MARKET ALLOWANCE

On receipt of an application, the State Service Agency may determine to pay a market allowance of
up to 10 percent of the maximum salary level specified in each grade of the classification structure as
detailed in Schedules 5, 6, and 7 of this agreement where it can be demonstrated to the satisfaction
of the employer the following applies to a specific group or role:

0] Highly specialist skills at the respective work value level and/or;
(i) Scarcity of skills compared to other similar roles at the work value level and/or;
(iii) High paying market rates for the particular role at the work value level.

In exceptional circumstances involving attraction and retention issues for a specialised group or role
the employer may determine a total package of conditions in excess of 10 per cent of the maximum
salary level in each grade of the classification structure detailed in Schedules 5, 6 and 7 of this

»
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24

The details of the market allowance are to be expressed in the employee’s instrument of
appointment.

DAY WORKER — CHRISTMAS CLOSE DOWN DAYS

24.1

242

24.3

244

24.5

24.6

24.7

24.8

24.9

Notwithstanding Part VIIl Clause 5(a)(vii) of the Tasmanian State Service Award and Part [X
Clause 5(a)(iv) of the Health and Human Services Award, where a Head of Agency
determines to close an Agency or part of an Agency for the period commencing from
Christmas Day and ending on New Year's Day including days that are not State Service
Holidays with Pay, day workers who work in that Agency or parts of that Agency that are
closed will be entitled to three (3) Christmas close down days with pay to cover those usual
working days without deduction from recreation leave.

Where a day worker entitled to the Christmas close down days is directed to attend work on
any of those three (3) Christmas close down days, they will have access to the Christmas close
down days worked up until 30 June of that same year. Any Christmas close down day/s not
taken before 30 June of that year will be forfeited.

Where a day worker is entitled to Christmas close down days in accordance with Clause 24.2
the day/s are to be taken at a time or times mutually agreed between the employee and the
employer. The employer will not unreasonably deny an employee an opportunity to access
these days.

The rate of salary paid to an employee directed to work on a Christmas close down day will
be the normal rate of salary the employee would have received for the ordinary hours of work
during the relevant period.

For those employees covered by the Health and Human Services Award who are entitled to
leave loading on recreation leave, no recreation leave loading is payable on the Christmas close
down days.

Part-time employees entitled to Christmas close down day/s will only be paid for the days they
would normally work during the period from Christmas Day and ending on New Year's Day.

Employees eligible for Christmas close down days who are on a period of unpaid or paid leave
(other than recreation leave) and who would not otherwise be at work will not be eligible for
Christmas close down days.

Christmas close down days do not accrue and any days not accessed in accordance with
Clause 24.2 are not eligible to be paid out on cessation of employment.

Heads of Agency are to determine by | November of the relevant year whether the Agency
or parts of the Agency are to be closed for the for the period commencing from Christmas
Day and ending on New Year's Day. This determination will be communicated to employees
by | November each year. Where the determination by the Head of Agency for an Agency
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or part of an Agency is different from the determination made in the previous year, the Head
of Agency will provide reasons why the determination has changed.

24.10  This clause is subject to review over the life of the Agreement.

25 GRIEVANCES AND DISPUTE SETTLING PROCEDURE

25.1  The parties are committed to avoiding industrial disputation about the application of this
Agreement.

252 If a grievance or dispute arise about the application of this Agreement:

0] In the first instance, it is to be dealt with at the workplace by appropriate employer
and employee representatives;

(i) In circumstances where discussions at that level fail to resolve the grievance or
dispute, the issue will be referred to appropriate union and management
representatives; and

(i) If still unresolved, the matter will be referred to the Tasmanian Industrial
Commission.

253 Where a grievance or dispute is being dealt with under this process, normal work will
continue.

254  This grievance and dispute procedure does not take away an employee’s rights to seek redress
of a grievance either under the State Service Act 2000 or the Industrial Relations Act 1984, or
any other relevant legislation.




26 SIGNATORIES

SIGNED FOR AND ON BEHALF OF
The Minister administering the State Service Act 2000

|

\

Name: . J% \RW

Signed..

Dt covesiivas g‘\\fzf\w&z

SIGNED FOR AND ON BEHALF OF

Australian Education Union, Tasmanjan Branch




SIGNED FOR AND ON BEHALF OF

Community & Public Sector Union (State Public Services Federation Tasmania) Inc.

SIGNED FOR AND ON BEHALF OF

Health Services U , Tasmania Branch




Schedule | — DOH and DECYP (children and youth services) Allied Health Professional Groups

¢ Aboriginal and Torres Strait Islander HealthPractice
o ACAT Assessor

¢+ Alcohol and Other Drug Worker

* Audiology

¢+ Cardiology/Health Professional

+ Case Manager

+ Children and Families/Youth Justice Professional

+  Counselling (Degree Qualified AQF Level 7)

* Dental Prosthetics

o Dental Therapy

* Dietitian

¢ Diversional Therapy (Degree Qualified AQF Level 7)
¢+ Environmental /Public Health Officer

+ Epidemiology

¢+ Exercise Physiologist

¢+ Genetic Counselling

* Health/Medical Librarian

*  Health Physics

¢ Health Professional Project/Management Roles

¢+ Hospital/Medical Scientist

¢« Mammographic Technologists

¢+ Medical Librarian Physicist

+  Microbiology

*  Music Therapy

¢« Neurophysiology Science

¢+ Nuclear Medicine Technology Health Professional
¢+ Occupational Therapy

+  Optometry
¢ Oral Health Therapy
*  Orthoptics

*  Orthotics/Prosthetics

*  Perfusionist

*  Pharmacy

*  Physiotherapy

¢« Play Therapy (Degree Qualified AQF Level 7)
*  Podiatry

*  Psychology

+  Public Health Officer/Public Health Science

+ Radiation Oncology Medical Physics

+ Radiographer

 Rehabilitation Counselling (Degree Qualified AQF Level 7)
* Respiratory Science
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*  Social Work

*  Sonography

«  Speech Pathology

e Scientific/Research Officer

The above list includes positions required to coordinate, manage, or advise in relation to any of the above
professions.




Schedule 2 — DECYP, DPFEM, DPAC and DOJ Allied Health Professional Groups

Department for Education, Children and Young People
+ Speech and Language Pathologist
* Social Worker

- Department of Police, Fire and Emergency Management
*  Psychology
 Forensic Science (FSST)

Department of Premier and Cabinet
*  Occupational Therapy
*  Psychology

* Social Work
» Speech Pathology/Health Professional Project/Management Roles

Department of Justice

* Psychology
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Schedule 3 — Classification Structures and Standards for Allied Health Professionals
(except Forensic Scientists classified from Level | to Level 4)

(a) Definitions
For the purposes of this Agreement, unless the contrary intention appears:

‘complex professional work' means work which includes various tasks involving different and unrelated
processes and methods. It depends on analysis of the subject, phase or issues involved in each assignment
and the appropriate course of action may have to be selected from many alternatives. The work involves
conditions and elements that must be identified and analysed to discern interrelationships.

‘corporate impact' means a measure of the effect of decisions made or advice required in a position on
Agency policies and operations and the achievement of program objectives. Corporate impact is direct in
the case of decisions taken, e.g. in determining policy or committing resources, or indirect where advice or
recommendations are involved. The effect of advice or recommendations is a measure of the influence of
the advice or recommendations upon the decision-maker and the consequences for the organisation of the
decision made. Recommendations of a highly technical or specialised nature, for example, may influence the
work of a major function or area of the Agency's operations or have an effect beyond the Agency.

‘critical professional work' is a term used in the sense commonly accepted in technological areas in relation
to a critical component, critical issue or critical decision. It means a cornerstone, or fundamental decision,
requiring the exercise of sound professional judgement of the effects of a decision within a particular
professional discipline or field of work.

‘general professional guidance' means direction and guidance given by a senior professional employee on a
range of professional assignments. There is discretion in selecting the most appropriate method of
completing these, and conformity with directions is measured by satisfactory completion of allocated
professional assignments.

‘seneral supervision' means the supervision given by a professional employee to technical and other staff. It
consists of the allocation, direction, oversight and co- ordination of the work of subordinate staff.
Professional employees may receive supervision on non-technical administrative matters from non-
professional staff.

‘managerial complexity' is one of a number of factors which can be used in determining the appropriate
grading of Professional Managers, including Department Heads, at Level 5 of this Agreement. Managerial
complexity is largely a qualitative measure and as such would typically be used when quantitative measures
indicate a particular position is at the margin between one grade and another. The level of managerial
complexity might then be used to determine which grade the position most appropriately fits. Exceptions
to this rule might include some positions which, although not large in terms of budget and staff numbers,
have state-wide responsibility and may be the ultimate authority/adviser to Government.

The factors which together determine managerial complexity are:

e scope of authority and responsibility;




e geographical spread of staff/services to be delivered;

e span of control (numbers of staff reporting directly to the Manager);

e functional dispersion within the area managed (the number of separate and distinct areas/disciplines
managed);

o level of autonomy/discretion in decision making. This includes the extent to which managerial
direction is proved and the extent to which management decisions can be made without reference
to a higher authority;

e professional caseload. The amount of time spent on caseload and the degree of complexity of that
caseload; and

e professional responsibility including involvement in activities such as teaching, research, or policy
development.

‘normal professional work' includes ongoing professional duties performed in accordance with conventional
established professional practice, methods and standards, but excludes professional Work of a novel,
complex or critical nature.

‘novel professional work' encompasses work requiring a degree of creativity, originality, ingenuity and
initiative and of a type not normally undertaken in a department or significant organisational unit within a
department. The term may refer to the introduction of a new technology or process used elsewhere.

‘professional discipline' means a branch of a profession.
‘professional field of work' means a major subdivision of a professional discipline.

‘professional judgement' means the application of professional knowledge and experience in defining
objectives, solving problems, establishing guidelines, reviewing the work of others, interpreting results and
providing and assessing advice or recommendations and other matters which have an element of latitude in
decision- making.

‘professional knowledge' includes knowledge of principles and techniques applicable to the profession. It is
obtained during the acquisition of professional qualifications and relevant experience.

‘Professional Manager' is a person required to have a sound knowledge of the relevant principles, practices
and procedures applicable to a professional discipline or field of work. Professional Managers are responsible
for the achievement of particular objectives or completion of a project. This responsibility includes
accountability for material, human and financial resources allocated to that objective or project.

‘Professional Practitioner’ means an individual, team member or team leader. In their initial years at
Professional Employee Level | they apply professional judgement across a limited range of activities.
Professionals may perform normal professional work under different types of supervision and guidance.
Professional supervision is required, but it may not need to be continuous. As they gain experience at Level
| and at the higher Levels they carry out a broad range of activities or functions using relevant practices or
procedures within a professional discipline or field of work. This role can provide advice to others on
aspects of the discipline or field and can be expected to contribute in an original and innovative manner to
activities of the work area. This role includes the supervision of subordinate professional staff and staff from
other fields of work.




‘Professional Specialist' means a person who has an in-depth knowledge of, and is acknowledged as an
authority both by senior management and by professional peers in a professional discipline, field of work or
a range of disciplines or fields. An original and continuing contribution to the discipline(s) or field(s) is an
essential element of this role.

'professional supervision' means supervision given to subordinate professional officers which requires the
exercise of professional judgement and consists of:

e setting guidelines for the work of professional employees;

e suggesting approaches to the conduct of professional work

e solving technical problems raised by subordinate professional employees;

e giving decisions on technical solutions proposed by subordinate professional employees;
e reviewing and sometimes checking the work of other professional employees.

'work of a professional nature' means the application of professional knowledge initially gained by
satisfactorily completing an appropriate course of study at a recognised tertiary institution, experience and
judgement in the development, management and use of technology; investigation; survey; analysis; testing;
observation; evaluation; applied research; planning; provision and maintenance of facilities and services;
diagnosis/prognosis; remediation/treatment; liaison; administration of safety regulations; and education in
laboratory, field or other situations.

(b) Classification Structure
ALLIED HEALTH PROFESSIONAL EMPLOYEES

Level 1-2 (P1-2)

A Professional Practitioner, initially under close professional supervision as to method of approach and
requirements, performs normal professional work under general professional guidance, and with
professional development may perform novel, complex or critical professional work under professional
supervision.

The work involves any or all of the following:

e the normal professional work of an organisational unit, or of a specialised professional field
encompassed by the work of the unit;

e normal professional work where it is isolated from immediate professional supervision, for example,
because of remoteness of the functional work area;

e difficult or novel, complex or, critical professional work under professional supervision;

e research carried out under professional supervision and which may be expected to contribute to
advances in the techniques used; and/or

e professional supervision of less experienced professional employees together with general
supervision over technical and other personnel.




Initially the work of a new graduate is subject to professional supervision. As experience is gained, the
contribution and the level of professional judgment increases and professional supervision decreases, until a
wide range of professional tasks is capable of being performed under general professional guidance. It is
expected that independent professional judgment will be exercised, when required, particularly in
recognising and solving problems and managing cases where principles, procedures, techniques and methods
require expansion, adaptation or modification.

Persons initially are required to have sound theoretical professional knowledge gained through satisfactory
completion of an appropriate course of study at a recognised tertiary institution.

Competency Progression Barrier (Level 1-2)

Competency Progression

An Allied Health Professional may, after reaching the classification Level | Year 6, apply to their Manager for
personal progression to Level 2, Year |. This application must address the criteria as stipulated in Clause 8.3.
A panel consisting of their Manager and a relevant senior Allied Health Professional will assess the
application. If the Allied Health Professional demonstrates they meet the requirements as stipulated in Clause
8.3, they will be progressed to Grade 2 Year | on their next anniversary.

Accelerated Competency Progression

A Health Professional may, after reaching Level |, Year 5, apply to their Manager for accelerated progression
to the classification of Level 2, Year |. This application must address the criteria as stipulated in Clause 8.3
and must be supported in writing by a relevant senior Health Professional. A panel consisting of their
Manager and a relevant senior Health Professional will assess the application. This panel will make a
recommendation to the delegated Manager who may approve this accelerated progression.

Competency Criteria

The Health Professional concerned must demonstrate detailed knowledge of standard professional tasks
and professional expertise in one or more areas of the profession as shown by (for example):

e modifications to standard procedures and practices and contributions to the development of new
techniques and methodologies;
e professional contribution relevant to the Profession at a local level;
e evidence of recognition by peers, industry or other client groups for knowledge and skill in a specific
clinical area, which may be demonstrated by:
o original in-service presentations; or
o active involvement in conferences or seminars; or
O recognition as a resource person.

Level 3




Under broad policy control and direction is a senior Professional Practitioner who performs novel, complex
or critical professional work, or performs a limited range of the duties of Professional Manager or
Professional Specialist with general professional guidance.

The work includes the formulation of professional or policy advice for senior management and may involve
provision of such advice to senior executives in other Departments, the private sector and the wider
community.

Normally there is limited corporate impact at this level as technical advice is often reviewed by higher
authority.

The work includes the role of team/project leader requiring the co-ordination of the work of a number of
professionals and/or other staff. The staff co-ordinated need not necessarily be in the same discipline as the
leader. Persons at this Level may oversee the operations of a section comprising professional and/or
technical staff engaged in field, laboratory, clinical, production or operational work and which may be
organised on a geographical or functional basis.

Persons at this Level are expected to have wide experience in their professional field. They perform a
variety of tasks of a novel, complex or critical nature, either individually or as a leader or member of a team.
Direction is provided in terms of a clear statement of overall objectives with limited direction as to work
priorities.

Where a professional at this Level works as a member of a team he/she should have skills and the
experience necessary to perform all the tasks undertaken by the team or to have knowledge and
professional judgment to seek and utilise specialist advice when it is required.

Specialists require substantial or higher knowledge in a particular professional discipline or field and the
exercise of independent professional judgment to, resolve complex problems or issues.

Level 4
Under broad policy control and direction is:

e a Senior Professional Practitioner ; or
e a Professional Specialist; or
e a Deputy Head of Department

The work contributes to the formulation of Agency policies for the work area. It requires an understanding
of the wider policy and strategic context. Technical or professional advice generally has consequences
beyond the immediate work area and is normally only reviewed for policy and general approach. The work
has moderate corporate impact.

The work is performed under broad direction in terms of objectives, policies and priorities. Programs,
projects, assignments or other work are generally decided by higher level management, but at this
Level authority is given to decide on how to achieve end results within limits of available resources.




Decisions at this Level have direct consequences on the achievement of results for the function or
group of activities for which the person is responsible.

Persons at this Level are expected to have extensive experience in their professional field and to
perform a range of tasks in the absence of general professional guidance.

A Senior Professional Practitioner at this Level operates in the absence of general professional guidance
and is expected to apply significant professional knowledge and professional judgment in one or more
professional disciplines or fields in relation to more novel, complex and critical work. The Senior
Professional Practitioner need not necessarily be supported by other professionals.

A Deputy Head of Department occupies a position which is specifically designated as such and provides
support and assistance to the Professional Manager including a Head of Department and is responsible for
the management of an organisational element in the absence of the Professional Manager including a Head
of Department. Such positions would generally be established only in large more complex organisational
elements.

Professional Spedialists at this level exercise a high degree of independent professional judgment in the
resolution of more novel, complex and critical problems or issues.

They are required to provide authoritative technical or policy advice which draws on in- depth knowledge in
a professional or technical field or discipline. Analysis, design and interpretation of results of research or
investigations represent authoritative and final professional conclusions. An original continuing contribution
to the knowledge in the relevant discipline(s) or field(s) and the application of that advance in knowledge to
the organisation's work would be expected.

Level 5
Under broad policy control and direction is

e a Senior Professional Practitioner, or
e a Senior Professional Manager, or
e a Senior Professional Specialist.

The work requires the exercise of a high degree of independence in the determination of overall strategies,
priorities, work standards and the allocation of resources.

Judgments made at this level form the basis of advice to senior levels within a department and are often
critical to the achievement of overall objectives of a departmental program or organisational unit. Work is
monitored against broad objectives and has a high corporate impact. Administrative direction is given on the
Agency's policies and objectives and to ensure co-ordination with other major work units.

A Senior Professional Practitioner at this level operates in accordance with broad objectives and is expected
to apply unusually significant professional knowledge and professional judgment in one or more disciplines
or fields directly relevant to the work area and in relation to most novel, complex or critical work.
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A Senior Professional Manager position at this level will be graded in accordance with the following
managerial standards:

Grade |

A Professional Manager including a Head of Department at this Level leads and directs an organisational
element or team or professionals and other _staff requiring co- ordination, and is responsible for human,
physical and financial resources under the control of the position. The management role may require
professional leadership over subordinate staff including supervisors. This involves setting standards for
and evaluation of performance; interpreting policy relevant to the work area; and may involve
resolving more complex technical or professional problems.

Guidelines
Typical features of positions classified at this level include:

e responsibility for human, physical and financial resources;

e responsibility (usually) for less than 10 staff, who are predominantly professional but may include
some technical, clerical or operational staff;

e responsibility for managing a budget which is generally less than $0.7m (This figure is at | October
2005, and the salary component of which is to be adjusted in accordance with any future salary
increases);

e managerial complexity (as defined) is usually moderate.

Grade 2

Professional Manager including a Head of Department at this Level leads and directs a medium sized
organisational element or team of professionals and other staff requiring considerable co-ordination, and is
responsible for human, physical and financial resources under the control of the position. The management
role may require professional leadership over subordinate staff including supervisors. This involves setting
standards for and evaluating performance, interpreting policy relevant to the work area; and may involve
resolving more complex technical or professional problems.

Guidelines
Typical features of positions classified at this level include:

e responsibility for human, physical and financial resources;

e responsibility (usually) for 10-19 staff, who are predominantly professional but may include some
technical, clerical or operational staff;

e responsibility for managing a budget which is generally between $0.7m and $l.4m. (This figure is at |
October 2005 and the salary component of which is to be adjusted in accordance with any future
salary increases);

e managerial complexity (as defined) is usually considerable.

Grade 3 —
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A Professional Manager including a Head of Department at this level leads and directs a large sized
organisational element or team or professionals and other staff requiring considerable co-ordination, and has
significant responsibility for human, physical and financial resources under the control of the position. The
management role may require professional leadership over subordinate staff including supervisors. This
involves setting standards for and evaluating performance, interpreting policy relevant to the work area; and
may involve resolving more complex technical or professional problems.

Guidelines
Typical features of positions classified at this level include:

e responsibility for human, physical and financial resources;

e responsible (usually) for 20-29 staff, who are predominantly professional but may include some
technical, clerical or operational staff;

e significant budget responsibility which is generally in excess of $ | 4m (This figure is at | October
2005 and the salary component of which is to be adjusted in accordance with any future salary
increases);

e managerial complexity (as defined) is usually significant.

Grade 4

A Senior Professional Manager including a Head of Department at this Level directs and co-ordinates a
major function or work area involving a considerable variety of activities and organised on a geographical
(including state-wide) or functional basis. Relative to other senior professional employee positions, Senior
Professional Managers at this Level have unusually significant responsibility for the human, physical and
financial resources under their control and the work may also include extensive co-ordination of projects
involving unusually large numbers of professional and other staff engaged in field, laboratory, clinical,
production or construction work. They direct professional and technical staff working in different fields.

Guidelines
Typical features of positions classified at this level include:

e responsibility for human, physical and financial resources;

e usually responsible for more than 30 staff, who are predominantly professional but may include
some technical, clerical or operational staff;

e significant budget responsibility which is generally greater than $2.Im (This figure is at | October
2005 and the salary component of which is to be adjusted in accordance with any future salary
increases);

e managerial complexity (as defined) is usually extensive.

A Senior Professional Specialist at this Level is expected to have a depth of knowledge in his/her discipline
or field of significance to the Department. Persons at this Level often have a national reputation. There is a
requirement for a high degree of originality and analytical and conceptual skills in the resolution of
particularly complex technical or policy issues. The work requires expert knowledge in a professional or
technical field or in a range of fields and in most cases a comprehensive knowledge of relevant legislation
and policies. In some circumstances, Senior Professional Specialists also have a management-and/or
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coordination role. The work requires constant adaptation of existing principles to new and unusual
problems and involves frequent changes in policy, program or technological requirements.

Senior Professional Specialist Progression for AHP Level 5 employees will occur in accordance with
Schedule 9.

Level 6
Under broad policy control is an Executive Professional Manager.

The work involves executive management of several major work areas in an agency involving a very wide
variety of activities associated with the development, co- ordination and implementation of state-wide
policies.

Only broad Government objectives govern the position within which total flexibility exists for developing
policies, strategies and tactics to achieve objectives.

Direction would be an exception and limited only to issues which have impact upon other external
operational policy areas. Work at this level has the higher corporate impact.
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Schedule 4 — Classification Structures and Standards for Allied Health Professionals as Forensic
Scientists (only)

(a) Definitions
For the purposes of this Agreement, unless the contrary intention appears:

'complex forensic work' means work which includes various tasks involving different and unrelated
processes and methods. It depends on analysis of the subject, phase or issues involved in each assignment
and the appropriate course of action may have to be selected from many alternatives. The work involves
conditions and elements that must be identified and analysed to discern interrelationships.

'critical forensic work' is a tem| used in the sense commonly accepted in technological areas in relation to a
critical component, critical issue or critical decision. It means a cornerstone, or fundamental decision,
requiring the exercise of sound professional judgement of the effects of a decision within a particular
forensic discipline or field of work.

'seneral professional guidance' means direction and guidance given by a senior professional employee on a
range of professional assignments. There is discretion in selecting the most appropriate method of
completing these, and confom lity with directions is measured by satisfactory completion of allocated
professional assignments.

'general supervision' means the supervision given by a professional employee to technical and other staff. It
consists of the allocation, direction, oversight and co- ordination of the work of subordinate staff.
Professional employees may receive supervision on non-technical administrative matters from non-
professional staff.

'normal professional work' includes ongoing professional duties perfomled in accordance with conventional
established forensic practice, methods and standards, but excludes forensic work of a novel, complex or
critical nature.

'novel professional work' encompasses work requiring a degree of creativity, originality, ingenuity and
initiative and of a type not nom lally undertaken in Forensic Science Service Tasmania. The tem| may refer
to the introduction of a new technology or process used elsewhere.

'professional discipline' means Forensic Science.
'professional field of work' means a major subdivision of Forensic Science.

'professional judgement' means the application of professional knowledge and experience in defining
objectives, solving problems, establishing guidelines, reviewing the work of others, interpreting results and
providing and assessing advice or recommendations and other matters which have an element of latitude in
decision-making.

'professional knowledge' includes knowledge of principles and techniques applicable to Forensic Science. It is
obtained during the acquisition of professional qualifications and relevant experience.




'Professional Specialist Manager' is a person who has an in-depth knowledge of, and is acknowledged as an
authority both by senior management and by professional peers in Forensic Science. The person is required
to have a sound knowledge of the relevant principles, practices and procedures applicable to Forensic
Science or field of work. Professional Specialist Managers are responsible for the achievement of particular
objectives or completion of a project. This responsibility includes accountability for material, human and
finandial resources allocated to that objective or project.

'Professional Practitioner' means an individual, team member or team leader. In their initial years at
Professional Employee Level | they apply professional judgement across a limited range of activities.
Professionals may perform normal forensic work under different types of supervision and guidance.
Professional supervision is required, but it may not need to be continuous. As they gain experience at Level
| and at the higher Levels they carry out a broad range of activities or functions using relevant practices or
procedures within Forensic Science. This role can provide advice to others on aspects of Forensic Science
and can be expected to contribute in an original and innovative manner to activities of the work area. This
role includes the supervision of subordinate professional staff and staff from other fields of work.

'professional supervision' means supervision given to subordinate professional officers which requires the
exercise of professional judgement and consists of:

o setting guidelines for the work of professional employees;

e suggesting approaches to the conduct of professional work;

e solving technical problems raised by subordinate professional employees;

e giving decisions on technical solutions proposed by subordinate professional employees;
e reviewing and sometimes checking the work of other professional employees.

'work of a professional nature' means the application of professional knowledge initially gained by
satisfactorily completing an appropriate course of study at a recognised tertiary institution; experience and
judgement in the development, management and use of technology; investigation; survey; analysis; testing;
observation; evaluation; applied research; planning; provision and maintenance of facilities and services;
diagnosis/prognosis; remediation/treatment; liaison; administration of safety regulations; and education in
laboratory, field or other situations.

(b) Classification Structure

FORENSIC SCIENTIST
Level |

A graduate with relevant qualifications, but without prior practical experience in forensic science. Persons
are required to have a sound theoretical knowledge in a relevant science gained through satisfactory
completion of an appropriate course of study at a recognised tertiary institution. A practitioner at this level
is expected to be analytically proficient in routine methodologies relevant to their work unit and operate
under general supervision and/or professional supervision.

The work involves any or all of the following under administrative, policy and procedural control and
direction:




e The routine forensic work of an organisational unit as assigned;

e Routine forensic work where it is isolated from immediate professional supervision, for example,
because of remoteness of the functional work area;

e Complex or critical forensic work under professional supervision if suitably proficient; and/or

e The issuing of general reports and the drafting of court reports

Level 2

A practitioner at this level will have at least 3 years prior practical experience in one or more areas relevant
to forensic science. The practitioner is analytically proficient in routine methodologies relevant to forensic
science and able to competently collate and interpret results of analyses. Under general supervision and/or
professional supervision as to method of approach and requirements, this person performs routine forensic
work relevant to their work unit. With appropriate professional development may perform novel, complex
or critical professional work under professional supervision.

The work involves any or all of the following under administrative, policy and procedural control and
direction:

e the routine forensic work of an organisational unit.

e routine forensic work where it is isolated from immediate professional supervision, for example,
because of remoteness of the functional work area;

e difficult or novel, complex or critical forensic work under professional supervlslon;

e forensic research carried out under professional supervision and which may be expected to
contribute to advances in the techniques used; and/or

e professional supervision of less experienced professional employees together with general
supervision over technical and other personnel.

e may be required to issue court reports and provide expert evidence in court.

e may be required to peer review the court reports of others.

Level 3

Under broad administrative, policy and procedural control and direction is an experienced Practitioner who
performs routine and/or novel, complex or critical forensic work.

The work may include the formulation of professional or policy advice for senior management and may
involve provision of such advice to senior executives in other Departments, the private sector and the
wider community.

The work includes the role of team/project leader requiring the co-ordination of the work of a number of
professionals and/or other staff within their work unit and sometimes, the staff co-ordinated may be outside
the leader's work unit. Persons at this level may oversee the operations of a team comprising professional
and/or technical staff engaged in field, laboratory, clinical, production or operational work and which may be
organised on a geographical or functional basis.

Persons at this Level are highly competent in the practice of one or more fields of Forensic Science. They
perform a variety of tasks of a novel, complex or critical nature, either individually or as a leader or member




of a team. Direction is provided in terms of a clear statement of overall objectives with limited direction as
to work priorities.

Programs, projects, assignments or other work are generally decided by higher level management but, if
assigned at this Level authority is given to decide on how to achieve end results within limits of available
resources.

Where a professional at this Level works as a member of a team he/she should have skills and the
experience necessary to perform all the tasks undertaken by the team or to have knowledge and
professional judgment to seek and utilise specialist advice when it is required.

Persons at this Level will issue court reports, peer review the court reports of others as directed by the
work unit Manager and are required to give expert evidence in court.

Level 4

Under broad policy control and direction is a Professional Specialist or a Senior Professional Practitioner and
is most often managing a discrete work unit within FSST. The Professional Specialist or Senior Professional
Practitioner is recognised at least as a State expert in a field of Forensic Science. The Professional Specialist
or Senior Professional Practitioner participates in policy development in a national and/or international
forum making recommendations to the Director or delegate in relation to human, physical and financial
resources under the control of the position.

The work is performed under broad direction in terms of objectives, policies and priorities from the
Director or Deputy Director. Programs, projects, assignments or other work are generally decided by higher
level management, but at this Level authority is given to decide on how to achieve end results within limits
of available resources. Decisions at this Level have direct consequences on the achievement of results for
the function or discrete work unit for which the person is responsible.

Persons at this Level are expected to have extensive experience in their professional field and to perform a
range of tasks in the absence of general professional guidance.

Persons at this level exercise a high degree of independent professional judgment in the resolution of more
novel, complex and critical problems or issues. They are required to provide authoritative technical or policy
advice which draws on in-depth knowledge in a field of Forensic Science. Analysis, design and interpretation
of results of research or investigations represent authoritative and final professional conclusions. An original
continuing contribution to the knowledge in Forensic Science and the application of that advance in
knowledge to the organisation's work would be expected.

Persons at this level prepare court reports, peer review the court reports of others and are required to give
expert evidence in court.
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Schedule 5 — Salary Rates for Allied Health Professionals as defined in Schedule |

Classification Current Low Cost of 3.5% One-off One-off 3.0% One-off 3.0%
effective income Living effective Low Low effective Low effective
fippcooa | payment | payment | ffppcooa Income Income | ffppcooa | Income | ffppcooa

| Dec into base | into base | Dec Payment Payment | Dec Payment | Dec
2021 effective | effective 2022 ffppcooa | ffppcooa 2023 ffppcooa 2024
ffppcooa | ffppcooa Base date of | Dec Base | Dec Base
| Dec | Dec Salary registration 2023 Salary 2024 Salary
2022 2022
($500) ($1,000)
AHPI-2 $64,072 | $64.572 | $65572 | $67,867 $1,000 $500 $69,903 $500 $72,000
AHPI-3 $68,089 | $68589 | $69,589 | $72,025 $1,000 $500 $74,186 $500 $76,412
AHPI-4 $72,178 $73,178 | $75,739 $78,011 $80,351
AHPI-5 $76,261 $77,261 $79,965 $82,364 $84,835
AHPI-6 $76,542 $77542 | $80,256 $82,664 $85, 144
COMPETENCY ASSESSMENT POINT (ACCELERATED COMPETENCY ASSESSMENT POINT AT AHP-5)
AHP2-1 $80,346 $81,346 | $84,193 $86,719 $89,321
AHP2-2 $84,431 $85,431 $88,421 $91,074 $93,806
AHP2-3 $88,512 $89,512 | $92,645 $95,424 $98,287
AHP2-4 $92,607 $93,607 | $96,883 $99,789 $102,783
AHP2-5 $96,689 $97,689 | $101,108 $104,141 $107,265
AHP2-6 $98,027 $99,027 | $102,493 $105,568 $108,735
PROMOTION
AHP3-2 $96,689 $97,689 | $101,108 $104,141 $107,265
AHP3-3 $100,779 $101,779 | $105,341 $108,501 $111,756
AHP3-4 $103,871 $104,871 | $108,541 $111,797 $115,151
AHP3-5 $105,245 $106,245 | $109,964 $113,263 $116,661
AHP3.5 Qual | $107,629 $108,629 | $112,431 $115,804 $119,278
AHP3 PUG |
(without PG | $107,629 $108,629 | $112,431 $115,804 $119,278
Qual)
AHP3 PUG 2
(with PG $111,672 $112,672 | $116616 $120,1 14 $123,717

Qual)




AHP3 PUG 3
(with PG $114,391 $115391 | $119,430 $123013 $126,703
Qual)
PROMOTION
AHP4-2 $111,672 $112,672 | $116,616 $120,114 $123717
AHP4-3 $114,391 $115391 | $119,430 $123,013 $126,703
AHP4-4 $115819 $116819 | $120,908 $124,535 $128271
AHP4-4 Qual | $118,949 $119,949 | $124,147 $127,871 $131,707
PROMOTION
AHP 5-1-1 $129,849 $130,849 | $135429 $139,492 $143,677
AHP 5-1-2 $131,355 $132,355 | $136,987 $141,097 $145,330
AHP 5-2-1 $135,299 $136,299 | $141,069 $145,301 $149,660
AHP 5-2-2 $136,831 $137,831 | $142,655 $146,935 $151,343
AHP 5-3-1 $139,383 $140,383 | $145,296 $149,655 $154,145
AHP 5-3-2 $140,935 $141,935 | $146,903 $151,310 $155,849
AHP 5-4-1 $143,472 $144,472 | $149,529 $154,015 $158,635
AHP 5-4-2 $145,043 $146,043 | $151,155 $155,690 $160,361
PROMOTION
AHP6- | $154,364 $155364 | $160,802 $165,626 $170,595
AHP6-2 $155,993 $156,993 | $162,488 $167363 $172,384

Note: An Allied Health Professional classified at Level 2.6 who applies for and is appointed to a position at
Level 3 will be appointed at Level 3.3 at a minimum.
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Schedule 6 - Salary Rates for Allied Health Professionals as defined in Schedule 2

excluding Forensic Scientists

Classification Current Low Cost of 3.5% One-off One-off 3.0% One-off 3.0%
effective income Living effective Low Low effective Low effective
fippcooa | payment | payment | ffppcooa Income Income | ffppcooa | Income | ffppcooa

| Dec into base | into base | Dec Payment Payment | Dec Payment | Dec
2021 effective | effective 2022 fippcooa | ffppcooa 2023 fippcooa 2024
ffppcooa | ffppcooa Base date of | Dec Base | Dec Base
| Dec | Dec Salary registration 2023 Salary 2024 Salary
2022 2022
($500) ($1,000)
AHPI-2 $64,901 $65,401 $66,401 $68,725 $1,000 $500 $70,787 $500 $72,911
AHPI-3 $69,007 | $69,507 | $70507 | $72,975 $1,000 $500 $75,164 $500 $77,419
AHPI-4 $73,151 $74,151 $76,746 $79,048 $81,419
AHP1-5 $77,289 $78,289 | $81,029 $83,460 $85,964
AHPI-6 $77,597 $78,597 | $81,348 $83,788 $86,302
COMPETENCY ASSESSMENT POINT (ACCELERATED COMPETENCY ASSESSMENT POINT AT AHP|-5)
AHP2-1 $81,388 $82,388 | $85,272 $87,830 $90,465
AHP2-2 $85,472 $86,472 | $89,499 $92,184 $94,950
AHP2-3 $89,556 $90,556 | $93,725 $96,537 $99,433
AHP2-4 $93,650 $94,650 | $97,963 $100,902 $103,929
AHP2-5 $97,728 $98,728 | $102,183 $105,248 $108,405
AHP2-6 $99,072 $100,072 | $103,575 $106,682 $109,882
PROMOTION
AHP3-2 $97,728 $98,728 | $102,183 $105,248 $108,405
AHP3-3 $101,818 $102818 | $106,417 $109,610 $112,898
AHP3-4 $104915 $105915 | $109,622 $112911 $116,298
AHP3-5 $106,293 $107,293 | $111,048 $114,379 $117810
AHP3.5 Qual | $108,678 $109,678 | $113,517 $116923 $120431
AHP3 PUG |
(without PG | $107,629 $108,629 | $112,431 $115,804 $119,278
Qual)




AHP3 PUG 2
(with PG $111,672 $112,672 | $116,616 $120,114 $123,717
Qual)
AHP3 PUG 3
(With PG $114,391 $115391 | $119,430 $123,013 $126,703
Qual)

PROMOTION
AHP4-2 $112,713 $113713 | $117,693 $121,224 $124,86
AHP4-3 $115435 $116435 | $120510 $124,125 $127,849
AHP4-4 $116,866 $117,866 | $121,991 $125,651 $129,421
AHP4-4 Qual | $119,996 $120,996 | $125,231 $128,988 $132,858

PROMOTION
AHP 5-1-1 $130,893 $131,893 | $136,509 $140,604 $144,822
AHP 5-1-2 $132,403 $133,403 | $138,072 $142,214 $146,480
AHP 5-2-1 $136,337 $137,337 | $142,144 $146,408 $150,800
AHP 5-2-2 $137,876 $138,876 | $143,737 $148,049 $152,490
AHP 5-3-| $140,426 $141,426 | $146,376 $150,767 $155,290
AHP 5-3-2 $141,984 $142,984 | $147,988 $152,428 $157,001
AHP 5-4-1 $144,515 $145515 | $150,608 $155,126 $159,780
AHP 5-4-2 $146,091 $147,091 | $152,239 $156,806 $161510

PROMOTION
AHP6-| $154,364 $155364 | $160,802 $165,626 $170,595
AHP6-2 $155,993 $156,993 | $162,488 $167,363 $172,384

Note: An Allied Health Professional classified at Level 2.6 who applies for and is appointed to a position at
Level 3 will be appointed at Level 3.3 at a minimum.




Schedule 7 - Salary Rates for Forensic Scientists

Classification Current Low Cost of 3.5% One-off | One-off 3.0% One-off 3.0%
effective income Living effective Low Low effective Low effective
fippcooa | payment | payment | ffppcooa | Income Income | ffppcooa | Income | ffppcooa

| Dec into base | into base | Dec Payment | Payment | Dec 2023 | Payment | Dec
2021 2022 fippcooa | ffppcooa | Base Salary | ffppcooa 2024
effective | effective Base date of | Dec | Dec Base
fippcooa | ffppcooa Salary | registratio 2023 2024 Salary
| Dec | Dec n
2022 2022
($500) ($1,000)
AHPI-2 $64,901 $65,401 $66,401 $68,725 $1,000 $500 $70,787 $500 $72911
AHPI-3 $69,007 | $69,507 | $70,507 | $72,975 $1,000 $500 $75,164 $500 $77,419
AHP1-4 $73,151 $74,151 $76,746 $79,048 $81,419
AHP1-5 $77,289 $78,289 | $81,029 $83,460 $85,964
AHP1-6 $77597 $78,597 | $81,348 $83,788 $86,302
COMPETENCY ASSESSMENT POINT (ACCELERATED COMPETENCY ASSESSMENT POINT AT AHP-5)
AHP2-1 $81,388 $82,388 | $85272 $87,830 $90,465
AHP2-2 $85,472 $86,472 | $89,499 $92,184 $94,950
AHP2-3 $89,556 $90,556 | $93,725 $96,537 $99,433
AHP2-4 $93,650 $94,650 | $97,963 $100,902 $103,929
AHP2-5 $97,728 $98,728 | $102,183 $105,248 $108,405
AHP2-6 $99,072 $100,072 | $103,575 $106,682 $109,882
PROMOTION
AHP3-2 $97,728 $98,728 | $102,183 $105,248 $108,405
AHP3-3 $101,818 $102,818 | $106,417 $109,610 $112,898
AHP3-4 $104915 $105915 | $109,622 $112911 $116,298
AHP3-5 $106,293 $107,293 | $111,048 $114,379 $117.810
AHP3.5 Qual | $108,678 $109,678 | $113517 $116,923 $120431
PROMOTION
AHP4-2 $112,713 $113713 | $117,693 $121,224 $124,861
AHP4-3 $115,435 $116435 | $120,510 $124,125 $127,849
AHP4-4 $116866 $117,866 | $121,991 $125,651 $129,421




AHP4-4 Qual | $119,996 $120,996 | $125,231 $128,988 $132,858
PROMOTION

AHP5-2 $136,337 $137,337 | $142,144 $146,408 $150,800

AHP5-3 $140,426 $141,426 | $146,376 $150,767 $155,290

AHP5-4 $144515 $145515 | $150,608 $155,126 $159,780

AHP5-5 $146,091 $147,091 | $152,239 $156,806 $161510

Note: An Allied Health Professional classified at Level 2.6 who applies for and is appointed to a position at
Level 3 will be appointed at Level 3.3 at a minimum.




Schedule 8 — Allied Health Professional Level 3 Personal Up-Grade Scheme

Scheme Obijectives and Overview

The objectives of the scheme are:

e To recognise advanced skills, clinical leadership and contribution to the profession, service and
relevant agency,

e To assist in the retention of experienced Allied Health Professionals, and

e To provide a mechanism to encourage employees to undertake desirable training to update skills,
knowledge and practice in areas aligned to organisational priorities.

The scheme aims to recognise and reward the efforts of eligible Allied Health Professional Level 3
employees that have achieved excellence in allied health professional skills and competence through study,
research and/or skill acquisition relevant to their profession and service, through a process of salary
advancement.

The scheme envisages necessarily high standards to ensure the integrity and recognition of only those Allied
Health Professionals who are truly performing at a level of outstanding achievement and professional
excellence.

In the context of the scheme, assessment of outstanding achievement and professional excellence is based
on two fundamental concepts:

e The extent of the contribution the employee has made to their service, profession and relevant
Agency through clinical practice, leadership, education and /or research, and

e The extent to which the employee has contributed to the relevant Agency's business and / or
strategic plans and priorities.

The contribution of the employee to their service, profession and relevant Agency can be demonstrated
through:

e Professional leadership and specialist or generalist knowledge, skills and experience, as applied in
their workplace,

e  Further dlinical study through possession of relevant qualifications, research and publications, and/or

e Teaching and development of others in the workplace

Permanently appointed eligible AHP Level 3 employees (either full or part time) must demonstrate to the
assessment panel that they performing at a level consistent with the assessment criteria on an ongoing basis.

Eligibility
Applicants eligible for personal-up-grade assessment must:

e Be permanently appointed at the Allied Health Professional Level 3, and
e Not be subject to a review resulting from a negative performance management process, and




e Have served a minimum of 12 months at AHP Level 3 year 3 or higher, or
e Have worked for 3 years either in Tasmania or in another jurisdiction at an equivalent level.

Assessment Criteria

The assessment criteria aim to encompass a wide variety of allied health professions and roles undertaken
by allied health professionals, and hence are neither detailed nor specific for any one profession or role.

Applicants must interpret each criterion in relation to their own achievements with in the ambit of their
particular position within the relevant Agency, with reference to the applicant’s statement of duties.

Applicants must provide primary examples from within the last 5 years to demonstrate how they meet each
criterion, list achievements and outcomes, and provide evidence to support claims against each criterion.

Assessment criteria are in two parts: Part | and Part 2. Part | comprises two mandatory criteria that every
applicant must address. Part 2 comprises a suite of elective criteria grouped under 4 categories.

Mandatory Criteria
The mandatory criteria are:

|.  Demonstrated outstanding achievement and excellence in a specialist or generalist field, and

2. Demonstrated outstanding achievement and excellence in clinical leadership, including leading
significant service changes and improvements and achievement of specific outcomes of
demonstrable benefit to the service, profession and relevant agency.

Elective Criteria
Applicants must choose two elective criteria to address from two different categories:

Research and Publication
Qualification and Development
Teaching and Education
Innovation

Hw N —

The specific elective criteria are outlined under these headings in the AHP Level 3 Personal Upgrade
Scheme Guidelines.

Application Process

Applications can be made at any time once the applicant meets the eligibility criteria. The application
process is summarised in Figure |, full details of application process are detailed in the AHP Level 3 Personal
Upgrade Scheme Guidelines.
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Figure 1 AHP Level 3 Personal Upgrade Scheme Process
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Assessment process

Assessment panels

The relevant Agency delegate will convene the assessment panel and include an allied health manager and
representative from the relevant profession as stipulated in the AHP Level 3 Personal Upgrade Scheme
Guidelines.

The Assessment Panel will be looking for evidence of performance within the current workplace, and
sustained achievements on an ongoing basis. Primary examples of achievement should be from within the
last 5 years. Applicants need to provide evidence of their achievements and outcomes and these must be
validated by their manager. An application must be completed in full as outlined in the AHP Level 3
Personal Upgrade Scheme Guidelines.

Approval
The panel will make a recommendation, to the delegate.
The AHP Level 3 Personal Upgrade will take effect from the date of receipt of application.

Each applicant will be notified in writing of the outcome of the process, and is entitled to receive a brief
written feedback summary from the Assessment Panel. Other than the summary, no further feedback
process will occur.




Unsuccessful applicants must wait twelve months from the date of submission of the previous application
before reapplying to the scheme, and may make application to the Tasmanian Industrial Commission for a
review of action under section 50 of the State Service Act 2000.

Successful Candidates

Successful Applicants without post graduate qualifications will be advanced to AHP Level 3 PUG | (without
PG Qual) pay point. No further increments will be available to an employee advanced to this level under
the scheme unless the employee gains a post graduate qualification in which instance the employee would
advance to AHP 3 PUG 2 (PUGS with PG Qual).

Successful applicants with relevant post graduate qualifications will be advanced to AHP Level 3 PUG 2
(PUGS with PG Qual) pay point and will increment to AHP Level 3 PUG 3 (PUGS with PG Qual) after 12
months. No further increments will be available to an employee advanced to this level under the scheme.

If an Applicant is successful in being appointed to another higher level AHP position on a substantive basis,
normal incremental progression will apply and the PUG concludes.

Successful candidates must maintain performance to the level demonstrated in their application through
their annual Performance Development Plan. An awarded Personal Upgrade must be reassessed when an
employee varies their duties or moves to another role to determine if their skills and attributes affording the
upgrade remain applicable.

Mobility of Upgrade

The personal upgrade will be portable within the Tasmanian State Service. The underpinning philosophy is
that the skills and attributes that an individual has demonstrated to achieve their personal upgrade should be
transferable.




Schedule 9 —AHP Level 5 Senior Professional Specialist Progression

Objective

This schedule outlines the process for an AHP Level 5 Senior Professional Specialist to apply for progression
from AHP Level 5 Senior Professional Specialist Grade 1-2 to AHP Level 5 Senior Professional Specialist
Grade 3-4 through assessment by a Peer Review Panel and recommendation to the Head of Agency, or
delegate, for approval.

Eligibility
Applicants eligible for progression must:

e Be permanently appointed at AHP Level 5 Senior Professional Specialist Grade |-2; and

e Not be subject to a review resulting from a negative performance management process; and

e Have served a minimum of 3 years at AHP Level 5 Senior Professional Specialist Grade |-2; or
e Have worked for 3 years in another jurisdiction in an equivalent role.

Progression Criteria

The progression criteria aim to encompass a wide variety of allied health professions and roles undertaken
by allied health professionals, and hence are neither detailed nor specific for any one profession or role.

Applicants must interpret each criterion in relation to their own achievements with in the ambit of their
particular AHP Level 5 Senior Professional Specialist position within the Agency, with reference to the
applicant’s statement of duties and the AHP Level 5 Senior Professional Specialist classification standards
outlined in Schedule 3.

Applicants must provide primary examples from within the last 5 years to demonstrate how they meet each
criterion, list achievements and outcomes, and provide evidence to support claims against each criterion.

AHP Level 5 Senior Professional Specialist Progression Criteria
Criteria Grade 1-2 Grade 3-4

Professional and Leadership Skills
Professional and | The Senior Professional Specialist has a | The Senior Professional Specialist has a

Leadership requirement for developing and requirement for developing and
advancing the knowledge and advancing the knowledge and
professional skills of other staff within professional skills of other staff within
the team the profession and / or Agency

Strategic and Corporate Impact

Strategic The Senior Professional Specialist The Senior Professional Specialist
demonstrates the ability to exercise a demonstrates the ability to exercise of a
high degree of independence in the high degree of independence in the
determination of overall priorities and determination of overall priorities and
strategies which have a significant strategies which have a critical

corporate impact corporate impact




Judgement

The Senior Professional Specialist
demonstrates the ability to make
judgements which form the basis of
conclusive and authoritative advice to
regional or statewide management and
have a significant impact on the
achievement of regional or statewide
objectives

The Senior Professional Specialist
demonstrates the ability to make
judgements which may be significant to
the achievement of Government
objectives.

Qualifications and Experience

Qualification and
Experience

Expected to have at least 8 years of
relevant experience following post
graduate qualification.

Expected to have greater than 8 years
of relevant experience following post
graduate qualification.

Professional Specialist Reputation and Recognition

Reputation and
recognition

The Senior Professional Specialist will
often have a national reputation in their
specialty.

The Senior Professional Specialist will be
recognised on a regional and / or
statewide basis as an expert in the area
of specialty or profession.

Recognised through consideration of at
least three of the following attributes:

- Invitations to lead at recognised
statewide forums and conferences

- Participation in approved statewide
working parties and consultancies

- Teaching and lecturing in their
specialty

- Acknowledgement of expertise in legal
and regulatory aspects of the specialty

The Senior Professional Specialist will
have a national and /or international
reputation in their speciality.

The Senior Professional Specialist will be
recognised on a national and / or
international basis as an expert in the
area of speciality.

Recognised through consideration of at
least three of the following attributes:

- Invitations to lead or present at
national or international forums and
conferences

- Participation in national or
international working parties and
consultancies

- Teaching and lecturing nationally or
internationally in their specialty

- Acknowledgement of expertise in legal
and regulatory aspects of the specialty

Research and
Publication

The Senior Professional Specialist is
actively involved in undertaking research
at a statewide level, and/or

Preparation and review of authoritative
publications or papers to influence
senior management decision making

The Senior Professional Specialist is
actively involved in undertaking research
at a national and / or international level;
and/ or

Preparation and review of authoritative
national or international publications or
papers to influence government
decisions.




Application Process

Applications can be made at any time once the applicant meets the eligibility criteria. The application
process is summarised in Figure |, full details of application process are detailed in the AHP Level 5 Senior
Professional Specialist Progression Guidelines.

Figure 2 AHP Level 5 Senior Professional Specialist Progression Process
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Assessment process

A Peer review panel will be convened and chaired by the applicant’s manager to review the application. The
Peer Review Panel will consist of the manager and two members with the requisite skills and experience to
assess the application. The peer review panel can be convened from the following sources of specialist
expertise

e Internal or external health professional with comparable specialist skills in the same area of speciality
(i.e. peer professional); and / or

e Internal or external health professional with related and relevant knowledge in the applicants area
of specialty (i.e. medical specialist with related specialty); and / or

e A representative from a relevant professional body (i.e. professional association or college); and/or

e A union nominee with requisite qualification, experience and seniority in the applicant’s discipline or
related field.

The Peer Review Panel will assess the applicant against the AHP Level 5 Senior Professional Specialist
progression criteria outlined above and with reference to the AHP Level 5 Senior Professional Specialist
classification standards prescribed in Schedule 3. The grades specified within AHP Level 5 Senior
Professional Specialist represent the salary range for Senior Professional Specialists at this level.




The Peer Review Panel will be looking for evidence of performance within the current workplace, and
sustained achievements on an ongoing basis. Primary examples of achievement should be from within the
last 5 years. Applicants need to provide evidence of their achievements and outcomes, and these must be
validated, An application must be completed in full as outlined in the AHP Level 5 Senior Professional
Specialist Progression Guidelines.

The Peer Review Panel will make a recommendation, to the Head of Agency, or delegate, within 4 months
of receiving an application.

The applicant will be notified in writing of the outcome of the process, and is entitled to receive a brief
written feedback summary from the Peer Review Panel. Unsuccessful applicants must wait twelve months
from the date of submission of the previous application before reapplying to progress to AHP Level 5
Senior Professional Specialist Grade 3-4, and may make application to the Tasmanian Industrial Commission
for a review of action under section 50 of the State Service Act 2000.

Successful Candidates

Successful applications will be effective from the date of receipt of application.

Successful applicants will be appointed to AHP Level 5 Senior Professional Specialist Grade 3-4 Year |.
Normal annual incremental progression to the top of AHP Level 5 Senior Professional Specialist Grade 3-4
will occur thereafter.

Successful candidates must maintain performance to the level demonstrated in their application through
their annual Performance Development Agreement.




Schedule 10 — Letter of Offer AHP Agreement |3 December 2022

Department of Premier and Cabinet N

Executive Building 15 Murray Street HOBART TAS 7000 Australia N7
GPO Box 123 HOBART TAS 7001 Australia

Ph: 1300 135 513 Fax: (03) 6233 5685

Tasmanian

Web: www.dpac.tas.gov.au G overnment

Mr David Genford
davidg@aeutas.org.au

Thirza White
twhite@tas.cpsu.com.au

Tim Jacobson
tim.jacobson@hacsu.org.au

Dear David, Thirza and Tim

Tasmanian State Service wages negotiations - Offer to unions — Allied Health Professionals
Agreement

Thank you for your engagement since the original the Allied Health Professionals (AHP)
Agreement. The meetings that have occurred since my offer went to you on 2 December, have
been productive discussions, and | am therefore providing you with an offer with the addition of
an offer of the Christmas closedown days for AHPs.

This offer proposes:

Terms of Offer for the Agreement

Period of Operation of Agreement+.

An agreement operating for 3 years, commencing from | July 2022 and remaining in force until
30 June 2025.

Salary Increases

3.5%  per annum with effect from the first full pay period commencing on or after
(ffppcooa) | December 2022

3.0%  per annum with effect from the ffppcooa | December 2023
3.0%  perannum with effect from the ffppcooa | December 2024

In addition to this, employees covered by the AHP agreement at AHP Level A (new), AHP Level
|-2 and AHP Level 1-3 receive a $500 flat rate increase to their base salary, with effect from the
ffppcooa | December 2022.

Cost of Living/Retention Payment (COL/Retention payment) i
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In addition to the salary increases, employees covered by the AHP agreement receive a Cost of
Living/Retention Payment of $1000 flat rate increase to their base salary, with effect from the
ffppcooa | December 2022.

Lower Income Payment (LIP payment)

Employees covered by the AHP Agreement at AHP Level A (new), AHP Level -2 and AHP
Level |- 3 receive a One-off Lower Income Payment applied prior to the salary increase each
year of the Agreement of:

$1,000 (pro rata) payable from the ffppcooa the date of registration of this Agreement
(note this is an addition to the $500 flat rate increase to the base).

$500 (pro rata) payable from the ffppcooa | December 2023
$500 (pro rata) payable from the ffppcooa | December 2024

Current Agreement clauses

It is proposed to carry over all the clauses from the current Agreement that are not
superseded by the terms of this offer.

Increased and new Tasmanian State Service standard conditions
The finalisation of the standard clauses to give effect to these that will be varied as part of all

Tasmanian State Service awards are intended to be completed by consent of the union parties
by 31 March 2023 and are to be effective first full pay period on or after | December 2022.

Paid Parental Leave Primary Caregiver: |8 weeks paid parental
leave

(increase to current standard and a change

to conditions) Secondary Caregiver: 4 weeks paid parental
leave at the time of the birth.
An additional |2 weeks paid parental leave
if the secondary caregiver takes over
primary care responsibilities within the first
|8 months of the life of the child.

Paid and Unpaid Grandparent Leave (as part | To support primary caregivers, TSS

of Parental Leave) grandparents acting as primary caregivers
. will be entitled to paid Parental Leave: 18
(New entitlement) weeks continuous paid parental leave where |

the grandparent has primary responsibility
for the care of a newborn or newly adopted
grandchild.

Further including the |18 weeks paid parental
leave grandparents acting as primary

caregivers are entitled to 52 weeks

continuous unpaid leave where

grandparents assume primary care giving_——.__




' Foster Leave

(New entitlement)

|
|
' Surrogacy Leave

f (New entitlement)

' Bereavement and Compassionate Leave

' (Amended entitlement)
i
Aboriginal Cultural Leave

- (New entitlement)

- Disability Leave

' (New entitlement)

- Gender Transition Leave
(New entitlement)

Family Violence Leave

 (increase to current standard)

responsibilities in respect of the birth or
adoption of a child.

Up to 10 days paid leave per year to
support foster carers, recognising diverse

family arrangements.

6 weeks paid surrogacy leave for an

~ employee acting as a surrogate in a formal

surrogacy arrangement pursuant to
Surrogacy Act 201 2.

Amend the scope of Bereavement and
Compassionate Leave to include still birth
and miscarriage, enabling employees to take
up to 10 days compassionate and
bereavement leave in these circumstances.

5 days paid leave per year for Aboriginal or
Torres Strait Islanders, to assist in cultural
and ceremonial obligations or community
culture events.

5 days paid leave per year to be used for
activities or appointments associated with
the employee’s disability.

4 weeks paid leave and 48 weeks unpaid
leave for employees undertaking a gender
affirmation process.

That the quantum of paid Family Violence
Leave be increased to 20 days per personal
leave year.

Further to the standard TSS salary and conditions matters listed above the following specific
Allied Health Professional condition matters also form part of the offer:

Revised AHP Career Structure and
Classification Standards

Introduction of a new career structure
including:

- Inclusion of new Level A which is
designed as a facilitative pathway for
AHP students to commence

employment (attraction of graduates
to TSS)
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Revised AHP classification standards,
based on the domains utilised in the
HAHSA award, with point-to-point
translation

New classification levels of Level 4b,
Level 5 Grade 5 and Level 5 Grade 6
to address identified career structure
issues will be completed by 31 March
2023 with new rates effective from |
December 2022.

A series of salary adjustments
effective from | December in each
year of the agreement to implement
the new career structure.
Advertisement of graduate positions
as AHP Level |, or other positions as
AHP Level 2 as required, without
losing the ability to broadband AHP
[-2

Updating criteria for competency
progression/accelerated competency
progression

Amend post graduate qualification
recognition clause to exclude entry
to practice qualifications (such as
qualifying Masters)

Amend appointment salaries clause
to clarify appointment salary for
qualifying Masters being AHP Level |
Year 3 the same as 4 year bachelor
degree graduates

Clarify appointment salaries
psychologists’ positions with an
essential requirement of any Area of
Practice Endorsement being AHP
level 3 year 2, not just Clinical
Psychologists.

Additional advice to be developed to
guide appointment above entry level
to support recognition of experience
over the life of the agreement.
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Christmas close down days (no deduction from
recreation leave)

Insert a new clause into the AHP Agreement.
The clause is to provide that where a Head of
Agency determines to close the Agency or part
of Agency commencing from Christmas Day
and ending on New Year's Day including days
that are not State Service Holidays With Pay,
day workers covered by the AHP Agreement
and who work in those offices that are closed
will be entitled to three (3) ex gratia days with
pay (non accruable) to cover those usual
working days without deduction from
recreation leave. Where a day worker
employee entitled to the ex-gratia days is
directed to attend work, they make access the
ex-gratia days within a 6 month period from
New Years Day. This clause is to be subject
to review over the life of the Agreement.

Note — part-time employees are paid for the
days they would normally work.

The offer of the clause for three ex gratia days
relating to Christmas close down is contingent]
on the incorporation of the new standard
recreation leave clause in all TSS awards.

Medical Physicists Career Structure

Inclusion of a new career structure and new
classification standards for Medical Physicists.

Transition Radiation Therapist Agreement to
AHP Agreement

Inclusion of Radiation Therapists Agreement
specific provisions and structure as a
schedule to the AHP Agreement and retire
from the Radiation Therapist Agreement.

Agree to a review of the Radiation
Therapists' career structure and classification
standards over the life of the agreement as a
leave reserve matter.
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AHP2 to AHP3 Personal Progression Model

Include new clause for personal progression
from AHP level 2 to AHP level 3.

This model will also facilitate implementation
of the Allied Health Rural Generalist Pathway
and development of a Psychology Pathway
over the life of the agreement.

Overtime

Uncap overtime clause such that overtime is
uncapped and not limited to any particular
Allied Health Professions or DoH only.

2 weeks non-contact/non-attendance time

Introduce non-contact/non-attendance time
of ten days for school-based Social Workers
and Speech and Language Pathologists in the
Department for Education, Children and
Young People (to be taken during school
holiday periods and not accruable from year
to year, pro rata for part-time employees).

Increase Professional Development Fund

Increase to the AHP Professional
Development Fund from $724 per annum to
$1000 per annum.

Review of Schedule | and 2

Amend Schedule | and 2 to refine to a list of
allied health professions employed in the
Tasmanian State Service. This will include
removal of terms considered to be roles in




which an allied health professional may work
(i.e. ACAT assessor, alcohol and other drug
worker, case manager, health professional
project roles and scientific/research officer)
and introduction of additional allied health
professions including diversional therapy, play
therapy, rehabilitation counselling

Amend how professions are referred to in
Schedule | and 2 to be consistent with
national standards.

And amend the statement at the bottom of
Schedule | to:
“The above list includes positions
required to coordinate, manage,
advise and undertake research or
projects in relation to any of the
above professions”

And include a statement at the bottom of
Schedule 2 to:

“The above list includes positions
required to coordinate, manage,
advise and undertake research or
projects in relation to any of the
above professions”

The DECYP, DPFEM or DOJ may also
employ any Allied Health Profession included
in Schedule | as/when the operational need
emerges.

Inclusion of a new crime scene roster
provision for defined employees

To facilitate crime scene availability at
DPFEM for qualified employees. Draft clause
and related eligibility criteria and framework
being developed by DPFEM for discussion
with CPSU during December 2022.
Participation in the roster would be based on
expressions of interest from employees who

are appropriately qualified and appointment
by the Director FSST.

Span of Hours

To expand the spread of hours for
dayworkers from 1730 to 1900 by mutual
agreement in writing or where employee
requests to participate in a flexitime

armrangement.
Amend Part VI | Clause |(c)
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(c) Notwithstanding the provisions of
this subclause, the spread of hours
may be altered between 6.00am and
7.00pm where there is an agreement
to all or a section of employees by
mutual agreement in writing between
the employer and, the relevant union
and the majority of the employees
affected, but not so as to require any
employee to work more than nine
hours in any day or more than |52
hours in any two consecutive
fortnightly pay periods.

Such an agreement may be for a period up
to 12 months.

Personal impact days: Child Safety

|. An employee may apply for up to 5
personal impact days in the first year
of service and in each subsequent
year for the purposes of being
provided with additional support
relating to the physical, mental, social
and emotional impact of incidents in
the workplace.

2. Personal impact days are not
cumulative, are not paid out on
separation and are pro-rata for part-
time employees.

3. A leave form is not required;
evidence will be sighted or discussed
with the employer. The employer will
consider appropriate supports that
can be provided by the workplace,
which may include specialist
counselling.

4. Applications will be considered on a
case-by-case basis and will be
dependent on the ongoing provision
of services and operational
requirements.




Non-Agreement Matters

Further to the conditions matters above the following non-agreement matters were considered as
part of the union claims and form part of this offer.

AHP Position Titles Development of an AHP position titling
nomenclature to ensure consistency in
position titling across classification levels and
across agencies over the life of the
agreement.

Workload Management Models Explore demand-based workload
management models/tools applicable to
AHPs such as child safety officers over the
life of the agreement.

Positive Response

You have indicated your support to put the previous offer to your members, and | urge you to
provide information to your members of this updated offer, and ideally with your
recommendation to accept the offer, during the ballot of members. As previously stated, |
confirm that as long as the offer is accepted and | am notified of the outcome by 16 December
2022, then employees will receive their pay increase by first full pay period on or after
(ffppcooa) | December 2022.

Please note that if there is a negative vote that negotiations will continue and that any pay
increases will occur from the date that any subsequent agreement occurs.

This offer applies to all AHP Agreement covered employees who are employed at the time of
registration of the Agreement.

| look forward to your response and if you have any questions, you should contact Jane
Hanna Head Lead Negotiator for any specific queries you may have.

Yours sincerely

Ma’a
Jenny Gale

Head of the State Service

| 3 December 2022




