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1.
TITLE

This award shall be known as the "Governor of Tasmania Staff Award".

2.
SCOPE

Subject to the exceptions and conditions contained herein, this award shall apply to persons employed under the provisions of the Governor of Tasmania Act 1982 and for whom classifications appear in this award.
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4.
DATE OF OPERATION

This award shall come into operation from first full pay period to commence on or after 1 August 2015.
5.
SUPERSESSION AND SAVINGS

This award incorporates and supersedes the Governor of Tasmania Staff Award No. 1 of 2014 (Consolidated).

PROVIDED that no entitlement accrued or obligation incurred is to be affected by the supersession.

PROVIDED FURTHER that the provisions of the Governor of Tasmania Act 1982 and any regulations made thereunder shall continue to apply to employees or classes of employee covered by this award, as and where such Act and regulations are applicable, save insofar as the salary to be received by and the conditions of service of such employees or classes of  employee are inconsistent with the provisions of this award.
6.
AWARD INTEREST
(a)
The following employee organisations have an interest in this award pursuant to section 63(10) of the Industrial Relations Act 1984:
(i)
The Community & Public Sector Union (State Public Services Federation Tasmania) Inc.;

(ii)
The Australian Workers' Union, Tasmania Branch.
(b)
The employer deemed to be an employer organization having an interest in this award pursuant to section 62(4) of the Industrial Relations Act 1984:
The Governor-in-Council.
7.
DEFINITIONS

'Employee' means a State employee permanently or temporarily employed under the provisions of the Governor of Tasmania Act 1982, who, on the date upon which this award comes into force, occupies a position covered by this award, or who after that  date is appointed to one of such positions.

8.
SALARIES

(a)
Salaries Table

Band 1 to Band 3:

	Band
	Salary

20/02/2012

	B1-R1-1
	$35,511

	B1-R1-2
	$36,995

	B1-R1-3
	$38,480

	B1-R1-4
	$39,173

	Advancement Assessment Point / Entry

	B1-R2-1
	$39,963

	B1-R2-2
	$41,445

	B1-R2-3
	$43,112

	B1-R2-4
	$44,233

	Promotion

	B2-R1-1
	$45,823

	B2-R1-2
	$46,767

	B2-R1-3
	$47,725

	B2-R1-4
	$48,712

	B2-R1-5
	$49,978

	Promotion

	B3-R1-1
	$51,832

	B3-R1-2
	$52,888

	B3-R1-3
	$53,946

	B3-R1-4
	$54,988

	B3-R1-5
	$56,418

	Promotion


Band 4 to Band 4

	Band
	Salary

20/02/2012

	B4-R1-1
	$58,179

	B4-R1-2
	$59,236

	B4-R1-3
	$60,777

	Advancement Assessment Point

	B4-R2-1
	$62,406

	B4-R2-2
	$63,460

	B4-R2-3
	$65,110

	B4-R2-4
	$67,288

	Promotion

	B5-R1-1
	$69,753

	B5-R1-2
	$71,148

	B5-R1-3
	$72,946

	Promotion

	B6-R1-1
	$76,016

	B6-R1-2
	$78,101

	B6-R1-3
	$79,663

	Advancement Assessment Point

	B6-R2-1
	$82,267

	B6-R2-2
	$84,363

	B6-R2-3
	$85,848

	B6-R2-4
	$87,325

	Promotion

	B7-R1-1
	$90,309

	B7-R1-2
	$92,713

	Advancement Assessment Point

	B7-R2-1
	$94,567

	B7-R2-2
	$96,458

	Promotion

	B8-R1-1
	$98,977

	B8-R1-2
	$100,956

	Advancement Assessment Point

	B8-R2-1
	$102,975

	B8-R2-2
	$106,612


(b)
Classification and Progression

(i) For the purposes of this clause:

'Advancement assessment point' means a salary increase available without promotion subject to assessment for advancement.
'B1' means to Band 1, and so forth, and 'R1' means to Range 1, and so forth. 

'B1-R1-1' means level 1 in Range 1 of Band 1, and so forth. 

'Progression' means a salary increase within a band subject to assessment.

(ii)
Subject to this award, progression from one band to another is via promotion. Progression from one range to another is via Advancement Assessment. Progression within a range is via progression criteria. An employee may advance through more than one salary level within the same band on the same date, as determined by the employer.

(iii)
The new level of salary is payable immediately an advancement or progression has effect. 

(iv)
Appointment or promotion may be to any level within a band, as determined by the employer.

(c)
Graduates, Cadets, Apprentices and Trainees
The salaries in this clause are those applicable on translation and the salaries after this date are as specified in this Clause.

'AQF' means Australian Qualification Framework 

'Approved training' means training undertaken (both on and off the job) in a traineeship involving formal instruction, both theoretical and practical and supervised practice in accordance with a traineeship scheme approved by the Tasmanian State Training Authority (the Authority).

For the purpose of this definition, the training will be accredited by and lead to qualifications being issued under the Australian Qualifications Framework (AQF) Level II, III or IV.

'Certificate' means a qualification or part qualification endorsed under the AQF.

'Trainee' means a person employed under the provisions of the Governor of Tasmania Act 1982  and who is bound by a traineeship Agreement made in accordance with this award.

'Traineeship Agreement' means an agreement made between the employer and trainee for a traineeship and which is registered with the Authority.

For the purpose of this definition, a Traineeship Agreement is to be made in accordance with the traineeship scheme and is not to operate unless this condition is met.

'Traineeship scheme' means an approved traineeship applicable to a group or class of employees employed under the Governor of Tasmania Act 1982.

For the purpose of this definition, a traineeship scheme is not to be given approval unless consultation and negotiation has occurred with the relevant union on the terms of the traineeship scheme and traineeship.  An application for approval of a traineeship scheme is to identify the relevant union and demonstrate to the satisfaction of the Authority that the above-mentioned consultation and negotiation has occurred.   A traineeship scheme is to include a standard format to be used for a Traineeship Agreement.

'Year 10' means, for the purposes of this award, any person leaving school before completing year 10 will be deemed to have completed year 10.

(a)
Salaries for Certificate II, III & IV – Administrative Trainees

(i)
The salary on commencement for an employee undertaking an administrative traineeship, or equivalent, is B1-R1-1.

(ii)
The administrative trainee employee salary commences in B1-R1-1 and progresses through to B1-R2-3, subject to meeting the performance requirements of the satisfactory completion of each stage of the traineeship and satisfactory work performance.

(iii)
The trainee employee is eligible for advancement through the Advancement Assessment Points in Band 1, subject to satisfying the traineeship requirements.

	Year 10
	Year 11
	Year 12
	Band

	Entry
	
	
	B1-R1-1

	
	Entry
	
	B1-R1-2

	
	
	Entry
	B1-R1-3

	
	
	Year 12 only

 2nd year
	B1-R2-1

	Completion
	Completion
	Completion
	B1-R2-3


(b)
Salaries for Certificate III – Apprenticeship – Tradesperson 

(i)
The salary of an apprentice or trainee trade employee commences at B1-R1-1 and progresses through to B3-R1-1 without the requirement for promotion, subject to meeting the performance requirements of the satisfactory completion of each stage of the training qualification and satisfactory work performance. They are then eligible to advance through other progression points in Band 3.

	Year 10 
Entry
	Year 11
Entry
	Year 12
Entry
	Adult
Apprentice
	Band

	
	
	
	
	

	Stage 1
	
	
	
	B1-R1-1

	
	Stage 1
	
	
	B1-R1-2

	
	
	Stage 1
	Stage 1
	B1-R1-3

	Stage 2
	Stage 2
	
	
	B1-R2-1

	
	
	Stage 2
	Stage 2
	B1-R2-3

	Stage 3
	Stage 3
	Stage 3
	Stage 3
	B2-R1-1

	Stage 4
	Stage 4
	Stage 4
	Stage 4
	B2-R1-4

	On completion
	On completion
	On completion
	On completion
	B3-R1-1


(ii)
The minimum salary on commencement for an employee undertaking trade value work requiring an essential trade qualification and for which a trade qualification of AQF Certificate III (that is Trades Certificate requiring a nominal 960 hours of training or equivalent delivered by a Registered Training Organisation) is required, is B3-R1-1.

(c)
Salaries for Certificate IV – Apprenticeship – Special Class Tradesperson 

(i)
The salary of an apprentice or trainee special class trade employee commences at B1-R1-1 and progresses through to B3-R1-1 without the requirement for promotion, subject to meeting the performance requirements of the satisfactory completion of each stage of the training qualification and satisfactory work performance. They are then eligible to advance through other progression points in Band 3.

(ii)
The minimum salary on commencement for an employee for which a trade qualification of Certificate IV (Special Class/Higher), or equivalent, is essential is B3-R1-2.
	Stage
	Band

	Stage 1
	B1-R1-3

	Stage 2
	B1-R2-3

	Stage 3
	B2-R1-1

	Stage 4
	B3-R1-1

	On completion
	B3-R1-2


(iii)
The salary on completion of the trade's qualification of Certificate IV (Special Class) at a minimum is that of B3-R1-2, otherwise the salary continues at the rate for the classification of the work undertaken by the employee.

 (d)
Salaries for Diploma – Apprenticeship – Advanced Tradesperson, Diploma for Technical Trainee:
(i)
The salary of an apprentice/technical trainee commences in B1-R1-3 and progresses through to B3-R1-2 without the requirement for promotion, subject to meeting the performance requirements of the satisfactory completion of each stage of the qualification and satisfactory work performance. They are then eligible to advance through other progression points in Band 3.

(ii)
The technical trainee is eligible for advancement through the Advanced Assessment Points in Band 1 subject to satisfying the performance requirements stated above.

	Stage
	Band

	Stage 1
	B1-R1-3

	Stage 2
	B1-R2-3

	Stage 3
	B2-R1-1

	Stage 4
	B3-R1-1

	On completion
	B3-R1-2


(iii)
The minimum salary on commencement for an employee undertaking technical work and for which a technical qualification of Diploma, or equivalent, is an essential qualification is B3-R1-2.

(e)
Salaries for Advanced Diploma – Technical Trainee

(i)
The salary on commencement for an employee undertaking technical work for which a technical qualification of Advanced Diploma, or equivalent, which involves a minimum of 1200 hours training delivered by a Registered Training Organisation, is B3-R1-4.

(ii)
The technical trainee salary commences in B1-R1-3 and progresses through to B3-R1-4 without the requirement for promotion, subject to satisfactory completion of each stage of the qualification and satisfactory work performance. They are then eligible to advance through other progression points in Band 3.

	Stage
	Band

	Stage 1
	B1-R1-3

	Stage 2
	B1-R2-3

	Stage 3
	B2-R1-4

	Stage 4
	B3-R1-2

	On completion
	B3-R1-4


 (f)
Minimum Adult Wage Rates – Adult Apprenticeships

(i)
When a person, employed under the Governor of Tasmania Act 1982, enters into a contract of training as an adult apprentice pursuant to the provisions of the Vocational Education and Training Act 1994, the employee is not to suffer a reduction in salary as a consequence of entering into a contact of training, unless the salary exceeds B2-R1-1 (Stage 3).

(ii)
The rate of salary the adult apprentice is to receive is that of the classification of work in which the adult apprentice was engaged immediately prior to entering into the contract of training, subject to a maximum of the salary specified for B2-R1-1.  A salary in excess of B2-R1-1 may continue to be paid at the discretion of the employer.
(g)
Salaries for School Based Apprenticeships

(i)
Definition


This subclause applies to school based apprentices. A school based apprentice is a person who is undertaking an apprenticeship in accordance with this clause while also undertaking a course of secondary education.

(ii)
Wage Rates


The hourly rates for full-time apprentices as set out in this award apply to school based apprentices for total hours worked including time deemed to be spent in off-the-job training.


For the purposes of the above paragraph, where a school based apprentice is a full time school student, the time spent in off-the-job training for which the apprentice is paid is deemed to be 25 per cent of the actual hours each week worked on-the-job. The wages paid for training time may be averaged over the semester or year.
(iii)
Off-The-Job Training


A school based apprentice is allowed, over the duration of the apprenticeship, the same amount of time to attend off-the-job training as an equivalent full-time apprentice.


For the purposes of this subclause, off-the-job training is structured training delivered by a Registered Training Organisation separate from normal work duties or general supervised practice undertaken on-the-job.

(iv)
Duration of Apprenticeship


The duration of the apprenticeship is to be as specified in the training agreement or contract for each apprentice. The period so specified to which the apprentice wage rates apply is not to exceed six years.

(v)
Progression Through Wage Structure


School based apprentices progress through the wage scale at the rate of 12 months' progression for each two years of employment as an apprentice.


The rates of pay are based on a standard apprenticeship of four years. The rate of progression reflects the average rate of skill acquisition expected from the typical combination of work and training for a school based apprentice undertaking the applicable apprenticeship.

(vi)
Conversion from a School Based to Full Time Apprenticeship


Where an apprentice converts from a school based to a full-time apprenticeship, all time spent as a full-time apprentice counts for the purposes of progression through the wage scale. This progression applies in addition to the progression achieved as a school based apprentice.

(vii)
Award Entitlements


School based apprentices are entitled to pro rata entitlements available to employees covered by this award.

(h)
Salaries for Cadets – Bachelor Degree 

(i)
The salary on commencement for an employee undertaking a cadetship, or equivalent, is B1-R1-3.

(ii)
The salary for an employee undertaking a cadetship commences in B1-R1-3 and progresses through to B4-R2-1 without the requirement for promotion, subject to meeting the performance requirements of the satisfactory completion of each stage of the cadetship and satisfactory work performance. An employee is then eligible to advance through other progression points in Band 4.

	Stage
	Band

	Year 1 - 1st year of degree 
	B1-R1-3

	Year 2 - 1st year of degree 
	B1-R2-3

	Year 3 - 2nd year of degree
	B2-R1-4

	Year 4 - 2nd year of degree
	B3-R1-1

	Year 5 - 3nd year of degree
	B3-R1-4

	Year 6 - 3rd year of degree
	B4-R1-2

	Salary of next progression point after Graduation
	B4-R2-1


(iii)
The salary of B4-R2-1 is the minimum salary for a cadet graduate with 12 months work experience.

(i)
Salaries for Graduate Development Program – Bachelor Degree 

(i)
A Graduate Development Program employs graduates for formal career development based on the relevance of qualifications for specific Agency occupations.  

(ii)
The salary on commencement of a graduate officer is B3-R1-1 and progresses through to B4-R2-1 without the requirement for promotion, subject to satisfactory work performance.  An employee is then eligible to advance through other progression points in Band 4.

	Stage
	Band

	1st year (min)
	B3-R1-1

	2nd year (min)
	B3-R1-4

	3rd  year (min)
	B4-R1-2

	4th year (min)
	B4-R2-1


(iii)
Minimum Salary Point:


The salary progression outlined above for this group of employees represents the minimum salary steps required according to these salary arrangements. The employer may accelerate the progress of employees, subject to performance requirements and competency assessment.  The entry level may be advanced in cases where the qualification requirements have already been satisfactorily completed.

(j)
Tasmanian Minimum Wage


In accordance with s47 AB of the Industrial Relations Act 1984 (the Act) the minimum weekly wage for an adult full time employee is the Tasmanian Minimum Wage as determined by the Tasmanian Industrial Commission pursuant to s35(10A) of the Act.

The Tasmanian Minimum Wage is $656.90 per week operative from 1 August 2015.


PROVIDED this clause has no application to employees engaged under a contract of training or to an employee who is in receipt of a supported wage assessment.
9.
SUPPORTED WAGE SYSTEM FOR PERSONS WITH DISABILITIES

This clause defines the conditions which will apply to employees who because of the effects of a disability are eligible for a supported wage under the terms of this award. 

In this clause:

'approved assessor' means a person accredited by the management unit established by the Commonwealth under the supported wage system to perform assessments of an individual’s productive capacity within the supported wage system

'assessment instrument' means the tool provided for under the supported wage system that records the assessment of the productive capacity of the person to be employed under the supported wage system

'disability support pension' means the Commonwealth pension scheme to provide income security for persons with a disability as provided under the Social Security Act 1991 (Cth), as amended from time to time, or any successor to that scheme

'relevant minimum wage' means the minimum wage and includes any incremental adjustment prescribed in this award for the class of work for which an employee is engaged

'supported wage system' (SWS) means the Commonwealth Government system to promote employment for people who cannot work at full award wages because of a disability, as documented in the Supported Wage System Handbook. The Handbook is available from the following website: www.jobaccess.gov.au

'SWS wage assessment agreement' means the document in the form required by the Department of Education, Employment and Workplace Relations that records the employee’s productive capacity and agreed wage rate

 (a)
Eligibility Criteria

(i)
Employees covered by this schedule will be those who are unable to perform the range of duties to the competence level required within the class of work for which the employee is engaged under this award, because of the effects of a disability on their productive capacity and who meet the impairment criteria for receipt of a disability support pension.

(ii)
This schedule does not apply to any existing employee who has a claim against the employer which is subject to the provisions of workers compensation legislation or any provision of this award relating to the rehabilitation of employees who are injured in the course of their employment.

(b)
Supported Wage Rates


Employees to whom this schedule applies will be paid the applicable percentage of the relevant minimum wage according to the following schedule:

	Assessed Capacity 
(subclause (c))

%
	Relevant Minimum Wage

%

	10
	10

	20
	20

	30
	30

	40
	40

	50
	50

	60
	60

	70
	70

	80
	80

	90
	90



PROVIDED that the minimum amount payable must be not less than $81.00 per week.


Where an employee’s assessed capacity is 10%, they must receive a high degree of assistance and support.

(c)
Assessment of Capacity

(i)
For the purpose of establishing the percentage of the relevant minimum wage, the productive capacity of the employee will be assessed in accordance with the Supported Wage System by an approved assessor, having consulted the employer and employee and, if the employee so desires, a union which the employee is eligible to join.

(ii)
All assessments made under this schedule must be documented in an SWS wage assessment agreement, and retained by the employer as a time and wages record in accordance with the Act.

(d)
Lodgement of SWS Wage Assessment Agreement

(i)
All SWS wage assessment agreements under the conditions of this clause, including the appropriate percentage of the relevant minimum wage to be paid to the employee, must be lodged by the employer with Tasmanian Industrial Commission.

(ii)
All SWS wage assessment agreements must be agreed and signed by the employee and employer parties to the assessment. Where a union which has an interest in the award is not a party to the assessment, the assessment will be referred by the Tasmanian Industrial Commission to the union by certified mail and the agreement will take effect unless an objection is notified to Tasmanian Industrial Commission within 10 working days.

(e)
Review of Assessment


The assessment of the applicable percentage should be subject to annual or more frequent review on the basis of a reasonable request for such a review. The process of review must be in accordance with the procedures for assessing capacity under the supported wage system.

(f)
Other Terms and Conditions of Employment


Where an assessment has been made, the applicable percentage will apply to the relevant minimum wage only. Employees covered by the provisions of this clause will be entitled to the same terms and conditions of employment as other workers covered by this award on a pro rata basis.

(g)
Workplace Adjustment


An employer wishing to employ a person under the provisions of this schedule must take reasonable steps to make changes in the workplace to enhance the employee’s capacity to do the job. Changes may involve re-design of job duties, working time arrangements and work organisation in consultation with other workers in the area.

(h)
Trial Period

(i)
In order for an adequate assessment of the employee’s capacity to be made, an employer may employ a person under the provisions of this schedule for a trial period not exceeding 12 weeks, except that in some cases additional work adjustment time (not exceeding four weeks) may be needed.

(ii)
During that trial period the assessment of capacity will be undertaken and the percentage of the relevant minimum wage for a continuing employment relationship will be determined.

(iii)
The minimum amount payable to the employee during the trial period must be no less than $80.00 per week.

(iv)
Work trials should include induction or training as appropriate to the job being trialled.

(v)
Where the employer and employee wish to establish a continuing employment relationship following the completion of the trial period, a further contract of employment will be entered into based on the outcome of assessment under subclause (c).
10.
CLASSIFICATION DESCRIPTORS

(a)
Introduction

(i)
Purpose:

The purpose of classification descriptors is to categorise the wide range of occupations and different types of work across the Governor of Tasmania Staff into distinct work value levels, to which salaries are aligned.

The classification standards are broad and describe the core features of work at each band from seven perspectives called job components. The classification descriptors determine the appropriate classification for the duties assigned to employees.

(ii)
“Best Fit”:

The job components have equal weight or effect and no description within a component has more importance than another. Some descriptors, however, are more relevant in describing different types of work than others, and therefore will have more influence in classifying that work. Naturally, not each and every descriptor applies to any individual job. These descriptors are appropriately used when particular job components and the overall theme or “feel” of a particular band provides the “best fit” to an employee's duties.

In using the descriptors it is important to consider particular organisational arrangements, such as the reporting relationships above and below specifically assigned duties. 

(iii)
Similarity of Descriptors:

The descriptors of some job components at different bands are similar because of shared requirements which mean the key differences in different work value levels lie in other features of the work.

(b)
Qualifications and Essential Requirements

(i)
Qualifications:

The employer may determine that a qualification is essential according to the nature of the work to be undertaken. The qualification may be provided by a university, a vocational education organisation or a registered and accredited training provider.

(ii)
Essential Requirements:

The employer may determine that certain requirements need to be met according to the nature of the work to be undertaken.

(c)
Features


The following are the key features of the Classification Model:

(i) There are eight bands with an Advancement Assessment Point in Bands 1, 4, 6, 7 and 8 which provide for two ranges within those bands.
(ii) Work is described in seven job components for each band.


The components are:

(1)
Focus:

The primary purpose of work at each band, including the range of objectives and activities.
(2)
Context and Framework:

The operating environment and decision-making framework for work at each band.

(3)
Expertise:

The qualifications, knowledge and experience required for work at a particular band.

(4)
Interpersonal Skills:

Oral and written communication skills and the ability to lead people and manage relationships.

(5)
Judgement:

Critical thinking, problem solving and decision-making requirements of each band.

(6)
Influence of Outcomes:

The influence and effect that work of a satisfactory standard would have on the outcomes required of each band.

(7)
Responsibility for Outcomes:

The principal responsibilities of work at each band.

(iii) The descriptors define work in 3 broad levels according to the focus of the work and the framework in which it is performed. These are as follows:

(1)
Bands 1, 2 and 3

Work involves the application of practices, methods and standards according to existing guidelines, systems and processes. 

(2)
Bands 4, 5 and 6

Work involves the maintenance and modification of guidelines, systems and processes according to a defined policy and regulatory operating environment. The operating environment is Agency–specific in terms of organisational design, planning, structures and interpretation of government objectives. 

(3)
Bands 7 and 8

Work involves the interpretation and modification of policy and regulatory settings according to operational requirements (internal – how we work) and service delivery (external - what we do) demands. A broader whole-of-Agency and/or whole-of-government perspective. 
11.
REFERENCE FRAMEWORK
The following definitions have been adopted to complement the classification descriptors. They reflect the hierarchical nature of the work undertaken by the Governor of Tasmania Staff. The work performed by individuals in these organisations may range across one or more aspects of this reference framework. Invariably, however, the principal objective of the work of an individual employee aligns more closely with one aspect than another.

(a)
Task

A defined piece of work which forms part of a unit of activity.

(b)
Discipline

A branch of instruction. For example: botany, accountancy, journalism, information science, underwater diving, carpentry.

(c)
Field

An area or sphere of operation or activities. For example: Occupational Health and Safety, Training and Development, Expenditure Control.

(d)
Activities

Work and actions of related fields that typically combine within a functional (Branch) or program area.

(e)
Program

A program may stand alone or located within a functional unit. Typically involves related disciplines within a function of the Agency or related fields that range across functional areas. May have a defined life span and/or includes a project.

(f)
Function

A related and aligned area of activities combined to form a unit (typically a Branch) within the structure of a Division.

(g)
Policy

Create, design, develop, model, trial, test, modify, adopt or implement a course of action.

(h)
Strategy

Policy implementation – what, how, by whom, when and where.

12.
SUMMARY OF DIFFERENCES BETWEEN BANDS
(a)
Band 1

Work involves routine tasks requiring the application of precise practices according to existing processes with strictly limited scope and discretion.

(b)
Difference Between Band 1 and Band 2

Band 2 undertakes multiple and diverse tasks which require some independent judgement in how they are performed. Performance is assessed by the satisfactory completion of tasks consistent with an increasing degree of independent management of work.

(c)
Difference Between Band 2 and Band 3

Band 3 tasks are complex and involve intricate and unrelated techniques that require may require qualified and specialised skills. The exercise of independent judgement is integral to the work and non-standard requirements require considerable creativity and initiative. Assistance is provided to a supervisor.

(d)
Difference Between Band 3 and Band 4

Band 4 work is directed at co-ordinating and integrating the operational functions to be undertaken, or towards understanding and interpreting the decision-making framework within which the work activity occurs, or aspects of both, depending upon range of the activities of the work area.

(e)
Difference Between Band 4 and Band 5

Band 5 work is directed at co-ordinating and integrating the operational procedures to be undertaken, that is, the systems and processes for program and service delivery within which a multitude of tasks are performed. High level specialised skill and expertise in a particular discipline or field of activity.

(f)
Difference Between Band 5 and Band 6

Band 6 work applies the decision-making framework (policies, rules and regulations) in support of program or service delivery of a defined field of activity, which may involve more than one discipline. Considerable autonomy of approach in delivering outcomes and the advice and recommendations provided are regarded as definitive for that activity.

(g)
Difference Between Band 6 and Band 7

Band 7 work leads a complex activity or program unit requiring the development and/or determination of the operational methodology according to the decision-making framework and service delivery requirements.

(h)
Difference Between Band 7 and Band 8

Band 8 work leads a complex functional or program unit and develops program strategies, policies and operational approach. The outcomes of the functional or program activities have a direct and significant effect on the achievement of organisational objectives.

13.
BAND DESCRIPTORS

	Band 1



	Focus
	Entry level work requiring the application of precise practices, methods and standards where the focus is on learning, developing and refining non-trade/trade/technical/administrative skills to apply within existing operational guidelines, systems and processes.
Routine task focussed work, which initially is strictly limited in scope. Exposure to a wider range and complexity of tasks increases with knowledge and experience.

The scope of work assigned varies according to specific entry level qualifications, the nature of the role and experience.



	Context and Framework
	Clear and detailed instructions on techniques, methods, priorities and timeframes are provided and work is performed under close supervision. Work is routinely reviewed and checked for task completion.



	Expertise
	Knowledge and expertise is consistent with entry level work and work with defined and limited functions. Qualifications and experience vary at this level and the work undertaken is consistent with that knowledge.

Knowledge and experience may be gained through relevant courses of study and/or competency assessment.



	Interpersonal Skills
	Receives instruction, advice and feedback relevant to gaining knowledge, applying skills and completing tasks.

Maintains open communication to learn and understand operational context and to improve efficiency and effectiveness.

Provides explanations of standard and routine processes and procedures to team members, clients and members of the public.

As expertise increases is expected to suggest improvement in the application of techniques, practices and methods, to provide feedback on instructions received and procedures to be followed and to assume more responsibility for how skills are applied and tasks are completed.



	Judgement
	Initially choices are limited to following clear and specific instructions according to existing standards. 

As familiarity develops increasing judgement is expected in selecting the most appropriate means of completing the task while deviations, problems or unfamiliar situations not covered by instructions would be referred to the supervisor.



	Influence of Outcomes
	The influence of this work is limited to undertaking tasks that provide routine and standard information, support and assistance to the work team, clients and members of the public.

Contributes to team and client satisfaction by correct and appropriate use of skills.



	Responsibility for Outcomes
	Responsible for the satisfactory completion of tasks consistent with learning and developing skills and applying them correctly in the operational context.

Responsible for appropriate use of tools, equipment and resources and for establishing co-operative relationships with team members, clients and members of the public. 




	Band 2



	Focus
	Work requiring the application of conventional non-trade or administrative practices methods and standards according to existing operational guidelines, systems and processes.

The work consists of multiple, diverse tasks to be performed to achieve specified outcomes.

The work provides routine advice, support and assistance to a work team.


	Context and Framework
	Initially detailed instructions are provided on established techniques, methods, priorities and timeframes.

Consistent with increasing experience detailed instructions are limited to unusual requirements which do not have clear guidelines or precedents.

Some interpretation, modification or adjustment of accepted practices, methods or standards may be required to achieve specified outcomes.

Performance is assessed by task completion in meeting specified outcomes.



	Expertise
	Knowledge and expertise consistent with qualifications recognised at Certificate III or equivalent level.

Some conventional practices, methods and standards are known. As knowledge and experience is gained in understanding relevant systems and procedures independent management of work load increases.



	Interpersonal Skills
	Receives instructions and guidance on work practices and processes and in meeting unusual requirements.

Actively participates in reviewing and explaining operational procedures and in providing information and liaising with clients, stakeholders and members of the public.

Displays good communication and interpersonal skills in gaining the co-operation of others and deals effectively with challenging behaviour. 



	Judgement
	Increasingly required to exercise judgement in the choice of work methods, in prioritising tasks and in the application of skill in selecting the appropriate course of action.

Independent decision-making and initiative regarding the planning and completion of tasks and achievement of outcomes is expected to increase with experience.

Proposes alternative approaches in the work area.



	Influence of Outcomes
	The work contributes to the effective operation of the work unit including on client, stakeholder and public perception.

Maintains established standards, systems and procedures and proposes improvements to practices, methods and processes.



	Responsibility for Outcomes
	Responsible for the satisfactory completion of tasks that are significant for the operational effectiveness of the work unit.

Responsible for ensuring work methods and processes meet required standards with some independence to modify or adapt existing approaches for more effective service delivery for client and stakeholder.




	Band 3



	Focus
	Work requiring qualified trade/technical or specialised administrative and clerical skills for the application and adjustment of conventional practices, methods and standards according to established guidelines, systems and processes.

The work consists of a trade/technical practitioner or specialised administrative and clerical focus on complex, multiple, diverse tasks to be performed to achieve specified outcomes. Tasks involve precise, intricate and unrelated methods and processes. 

May assist a team leader to supervise less experienced staff engaged in performing similar less demanding tasks.



	Context and Framework
	General instructions are provided, other than for more complex and unusual requirements which do not have clear guidelines or precedents.

Interpretation, modification or adjustment of accepted practices, methods or standards is routinely required to achieve specified outcomes.
Uses initiative to resolve issues and satisfy client and stakeholder requirements.


	Expertise
	Knowledge and expertise consistent with qualifications recognised at Certificate III and IV or equivalent level.
Trade/Technical practitioner or specialist administrative and clerical subject matter knowledge and experience in the application of practices, methods and standards to meet the requirements of the operational area.

Recognised trade/technical practitioner and specialised administrative and clerical skills in applying precise, intricate and unrelated practices and methods to resolve operational issues and to meet specified outcomes.



	Interpersonal Skills
	Well developed interpersonal and communication skills.

A leadership role in reviewing and explaining operational procedures and in providing information to and liaison with clients, stakeholders and members of the public.

Assistance may be provided to a supervisor in reviewing and evaluating practices and standards and providing recommendations.

Effective instruction, guidance and feedback is provided to less qualified or experienced staff.



	Judgement
	Exercises independent judgment in the practices, methods and standards to be applied, and the planning and timing required to complete complex, diverse tasks.

Creativity and initiative required to provide options, recommendations and solutions to satisfy non-standard requirements.



	Influence of Outcomes
	The work has a significant influence on the effective operation of the work unit including client, stakeholder and public perception regarding program or service delivery.

A trade/technical employee or specialist administrative or clerical employee proposes and develops options to modify practices, methods and approach to meet specified needs while maintaining quality standards.

Assists a supervisor regarding the development of less qualified or experienced staff.



	Responsibility for Outcomes
	Responsible for maintaining practices, methods and standards and their modification as appropriate to provide satisfactory solutions for complex operational issues.

Responsible for maintaining quality control of outcomes.

Responsible for assisting a supervisor to ensure less qualified or experienced staff receive appropriate instruction, guidance, and performance feedback.




	Band 4



	Focus
	Work within a defined field requiring the evaluation/co-ordination and/or integration of complex tasks within a defined field.

The work includes one or more components of planning, organising, directing, controlling or co-ordinating resources and related activities.

The work includes one or more components of research, analysis, investigation, evaluation and providing options and recommendations.

Interprets and modifies guidelines, systems and processes to ensure conformity with specified outcomes and/or to provide alternative approaches to resolve operational problems.

Makes decisions on the proposals and recommendations of lower level employees.



	Context and Framework
	General direction is provided to achieve the required outcomes as operational guidelines, systems and processes are well understood.

Policies, rules and regulations provide a framework for decision-making in undertaking and integrating the relevant activities of the work area.

Flexibility, innovation and initiative expected in providing alternative solutions to complex operational issues within the field of work.



	Expertise
	Knowledge and expertise consistent with qualifications recognised at Diploma or Advanced Diploma or equivalent level. 

Well developed knowledge and expertise in the application of policies, rules and regulations to guidelines, systems and processes.

Trade work requires specialised knowledge and expertise which may require solutions to complicated, difficult, intricate and unrelated problems with existing infrastructure, equipment, systems and processes.

Well developed expertise in managing and applying information and specialised knowledge to the range of related activities of the work area. 

Develops expertise in controlling and managing allocated resources.



	Interpersonal Skills
	Work at this level may involve a supervisory role. 

Highly regarded communication and interpersonal skills. This involves instructing, guiding and mentoring less experienced staff and making decisions on operational performance and activities.

Informs and guides to gain the acceptance of others regarding the practices, systems and processes required to achieve program and service delivery outcomes.

Interprets and explains complex operational procedures and provides advice and detailed information to clients, stakeholders and members of the public.



	Judgement
	Exercises judgement in applying policies, rules and regulations to practices, methods, systems and processes.

Applies specialised expertise to resolve complex operational issues with existing systems, procedures, infrastructure and equipment.

Compiles, analyses and evaluates complex and unrelated information to maintain and modify operational performance and service delivery.



	Influence of Outcomes
	The work has a significant influence on service delivery performance and outcomes for the work unit.

Uses specialised expertise to advise, develop and recommend alternative approaches to achieve the work unit's objectives.

Instruction, guidance and mentoring have a significant influence on the development of less qualified or experienced employees.



	Responsibility for Outcomes
	Responsible for ensuring guidelines, systems and processes are applied appropriately to integrate related activities to meet specified objectives.

Responsible for providing options and recommendations to resolve complex operational issues and/or improve operational effectiveness.

Where supervision is involved, responsible for ensuring advice, recommendations and decisions support specified service delivery and program outcomes.




	Band 5



	Focus
	Work within a defined field requiring the evaluation/co-ordination and/or integration of diverse and varied operational procedures and practices. 

The work requires detailed planning, organising, directing, controlling and co-ordinating of resources and related activities.

The work requires in-depth research, analysis, investigation and evaluation to develop and implement complex practices, systems and processes to meet difficult operational and service delivery requirements. 

Specialised work in a particular discipline to provide authoritative advice and expertise to support a range of complex activities.



	Context and Framework
	Applies specialised technical knowledge of a particular discipline to provide effective practical solutions in a complex operational environment.

Work is undertaken within established guidelines, systems and processes with limited guidance required in applying specialised expertise to complex and challenging activities.

Considerable independence in interpreting and evaluating the requirements and effectiveness of operational program and service delivery according to the decision-making framework and in providing solutions to meet service delivery requirements.

Establishes new operational guidelines and/or precedents within the area of expertise consistent with operational policy. 



	Expertise
	Highly proficient in the area of expertise with extensive skill in a specific discipline or in a particular field. 

In-depth knowledge and experience of the decision-making and operational framework, specific guidelines, systems and processes and their effects on stakeholders, clients, other employees and members of the public.

Supervisory and specialised roles provide leadership, instruction and guidance in the specific discipline or area of expertise in implementing and modifying existing methods, systems, processes, infrastructure and equipment to resolve operational problems.



	Interpersonal Skills
	Informs and guides to gain the acceptance of others regarding the maintenance and modification of intricate and unrelated methods, systems and processes for effective service and program delivery outcomes.

Provides clear and authoritative advice and recommendations for complex activities that are understood and accepted by others as resolving program and service delivery challenges.

May represent the organisation with the authority to negotiate outcomes that meet the specified requirements and objectives of the program or service delivery unit.

A supervisor mentors and evaluates the performance of less qualified or experienced staff.



	Judgement
	Exercises initiative, flexibility and creativity in applying specialised expertise to meet complex operational challenges.

Makes informed decisions, recommendations and/or implements alternative methods of approach to provide operational solutions for program and service delivery requirements.

Identifies, assesses and responds to changes to guidelines, systems, methods and processes in applying appropriate solutions.



	Influence of Outcomes
	The work provides significant specialised support in meeting the work area's objectives.

Influences the skill development and performance of less experienced employees.

Influences the effective use of infrastructure, systems and processes and their modification in response to changes to operational procedures and the decision-making framework.



	Responsibility for Outcomes
	Responsible for ensuring specialised expertise is effectively applied to provide program and service delivery outcomes consistent with the operational framework.

Responsible for providing leadership, instruction and guidance to less qualified or experienced employees in the specific discipline or area of expertise.




	Band 6



	Focus
	Roles support the operational activities of a defined field of activity by managing or providing specialised advice. These are complex activities of significance for the delivery of outcomes for the functional or program unit.

A management role interprets policies, regulations and guidelines and designs and implements plans, systems and procedures to deliver services consistent with program objectives.

Specialists identify and define issues according to the established decision-making and operational framework to develop operational solutions, guidelines and recommendations for improved service delivery outcomes. 

This involves a highly detailed focus on the activities of the field and may involve more than one discipline.

This includes investigation, review, research, analysis and integration of varied and diverse policies, rules, systems and processes for effective operational outcomes.



	Context and Framework
	The work area unit or program activities have a direct and significant effect on outcomes for the functional unit or program activity.

The role operates with considerable independence in determining priorities, procedures and approach in implementing policies, plans, systems and procedures in a complex specialised environment 

Guidance and instruction may on occasion be received on the implementation of modifications consistent with policy, regulatory and/or technological requirements and developments. 

Work of a highly technically complex nature or with a varied range of activities may receive instruction and /or provide innovative solutions to meet program or service delivery outcomes.



	Expertise
	Significant expertise in the relevant discipline(s) and associated field of activity gained through in-depth experience.

Highly developed and detailed understanding of the operational framework including regulations, polices, systems and processes for effective program and service delivery.

Management roles require significant management skills and expertise to lead a complex activity or program unit to support the operations of functional area.

Roles providing specialised advice require highly developed detailed subject-matter knowledge.

Incorporates knowledge of relevant associated activities within the functional area to improve operational effectiveness and service delivery. 



	Interpersonal Skills
	Informs and negotiates to gain the acceptance of others regarding the application of policies, plans and processes in providing defined service and program delivery outcomes.

Provides authoritative advice, recommendations and solutions in implementing complex rules, regulations, guidelines, systems, and processes within the field of activity.

May represent the organisation with the authority to negotiate and conclude outcomes that meet the specified requirements and objectives of the program or service delivery unit.



	Judgement
	Clarifies and interprets the decision-making framework and operational systems and procedures to provide outcomes consistent with program objectives.

Initiative, flexibility and creativity in developing options and recommendations to resolve problems and improve service delivery outcomes.

Highly developed conceptual and reasoning skills to research, investigate, analyse, evaluate and integrate relevant solutions from diverse disciplines or fields into the area of activity.



	Influence of Outcomes
	Advice and recommendations are provided directly to the manager of the function or program area in relation to implementation of policies, plans and processes. 

Service delivery or program outcomes may be altered as a result.

There is a clear and direct effect on effective and efficient operation of the function or program activities.

Advice provided is regarded as authoritative, specialised, consultative and/or management advice. There may be a strong influence on associated program activities in the functional area. 



	Responsibility for Outcomes
	Responsible for the implementation of policies, regulations and plans to provide efficient and effective program or service delivery outcomes.

This includes developing guidelines and performance options, planning future activities, negotiating for appropriate resources and determining measures for accountability.

Management and/or quality control of outcomes, processes, systems, resources, assets and infrastructure. This includes managing the performance of sub-ordinate staff.

Provides advice on the application of policy to systems and processes in meeting specified program objectives.




	Band 7



	Focus
	Work within a specialised program or engaged in complex activities within a functional area. The work usually integrates varied and diverse organisational policies and rules with support systems and processes for effective operational outcomes.

Roles with a management focus, or specialists involved with a specialised program, lead an activity or program unit within a functional area. 

A management role interprets policies, regulations and guidelines to determine milestones, objectives, methods and priorities to support complex activities within a specified program. 

Specialists develop operational rules, guidelines and systems to achieve program objectives. This may modify the approach to established processes within a defined policy, regulatory and operational framework.



	Context and Framework
	The work area unit or program activities have a direct and significant effect on organisational outcomes and the achievement of corporate objectives.

Established decision-making and operational frameworks may require considerable interpretation and initiative to provide effective program and service delivery outcomes.

A complex specialised environment implementing conventional plans, systems and procedures. These evolve and are modified according to policy, regulatory and/or technological requirements and developments. 

Guidance and instruction may on occasion be received on the implementation of highly technically complex modifications that provide solutions consistent with policy, regulatory and/or technological requirements and developments.

Operates with considerable autonomy and is required to provide leadership regarding the design, development and operation of function and/or program activities.

Defines core program and service delivery issues to develop options and recommendations for operational change and/or for new research projects.



	Expertise
	High level specialised expertise in the relevant discipline and associated field of activity gained through extensive experience.

High level knowledge of the operational and service delivery processes of government, the relevant technical, administrative and/or clerical discipline, field and program area, the relevant industry sector and the employing Agency and of the interaction between them. 

Management roles require highly developed management skills and expertise to lead a defined complex activity or program within a functional area.

Roles providing technical or policy advice require highly developed expertise based on specialised subject matter knowledge. 



	Interpersonal Skills
	Leads and motivates to gain the co-operation of others in the achievement of difficult and sometimes conflicting objectives, which may include incompatible processes, in developing or implementing improvements to established plans, systems and procedures.

Manages staff and stakeholders and promote co-operation, teamwork and understanding in undertaking specialised processes.

Develops productive relationships with specialists and stakeholders with similar levels of skill and experience in related field or program area to share ideas and to resolve problems. 

Clearly articulates complex and difficult issues to staff and stakeholders in terms which are understandable by the audience. 

Represents the organisation with the authority to conduct and commit to a negotiated outcome regarding operational processes for the area of responsibility and which may have operational implications beyond the functional area or program activity. 

Models a high standard of ethical behaviour and promotes values and a workplace culture to support this standard.



	Judgement
	Identifies, defines and develops options and recommendations to implement and improve the delivery of complex specialised programs and/or services within a functional area which may include responding to new and emerging developments.

Solutions are constrained by the existing policy and regulatory framework, budget and resource considerations and established program delivery methodologies.

Highly developed conceptual and reasoning skills to research, investigate, analyse, evaluate and integrate relevant solutions from related disciplines or fields into the area of activity.

Flexibility, creativity and innovation associated with research, investigative, analytical and appraisal skills.

Options provided and solutions recommended may require the development of new operational systems and methods for improved service delivery outcomes.

Alternative sources of advice may be limited within the Agency. 



	Influence of Outcomes
	Advice and recommendations are provided directly to the manager of the function or program area and/or indirectly to the Head of Agency in relation to the management of the activity or program unit and the development and/or implementation of new plans, systems or procedures.  Service delivery or program outcomes are altered.

There is a clear and direct effect on the effective and efficient operation of the function or program and on the implementation of government policy through program and service delivery outcomes. 

Advice provided is authoritative, specialised, consultative and/or management advice to a particular program or range of activities.



	Responsibility for Outcomes
	Responsible for efficient and effective program or service delivery including budget management, optimal use of resources and maintaining and/or modifying policy, administrative processes and research projects. This includes planning future activities, negotiating for appropriate resources and determining measures for accountability.

Managers are accountable for managing the performance and development of staff. Technical, administrative and/or clerical specialists are accountable for mentoring and role-modelling less qualified or experienced staff.

Considerable independence in determining priorities and approach to managing the activities of the program or unit. 

Specialists are required to remain abreast of contemporary developments in the discipline or field and related subject matter. 

Responsibility may be shared with relevant specialists and executive management for the development of strategy, policy or program implementation especially with regard to new developments.




	Band 8



	Focus
	Roles with a management focus lead a function or program unit to deliver outcomes that are of significant strategic importance for the Agency.

Technical, administrative and/or clerical specialists responsible or involved with a highly specialised program contribute to the strategic planning and decision-making process. This involves developing and/or modifying operational program strategies, policies and rules and supporting systems and procedures to achieve specified outcomes. 

Determines appropriate milestones, priorities and approach to program delivery.



	Context and Framework
	The function or program activities have a direct and significant effect on organisational outcomes and the achievement of corporate objectives.

Considerable operational autonomy with operational direction according to government policy and broad corporate objectives.

A complex specialised environment which requires the development, implementation and modification of program-specific strategy, policy, principles, systems and processes that reflect corporate strategy, policy, regulatory or technological developments. 

Established precedents and policies may require interpretation for operational effectiveness. Emerging issues can be due to significant operational concerns and can anticipate regulatory change. 

Shares the determination of program-specific policy and processes to meet core organisational objectives and strategies. This can include broadly based operational policies, professional programs, organisation-wide policies and specialised projects. 



	Expertise
	High level and/or specialist knowledge and expertise through extensive experience.

High level understanding of the structures and processes of government, the relevant technical, administrative and/or clerical discipline, field and program area, the relevant industry sector and the employing Agency and of the interaction between them.

Management roles require highly developed management skills and expertise to manage and lead a functional unit or program.



	Interpersonal Skills
	Leads and motivates to gains the co-operation of others in the achievement of challenging, difficult and sometimes conflicting objectives, which may include incompatible processes, in developing or implementing improvements to established principles, precedents and procedures.

Manages staff and stakeholders and promotes co-operation, teamwork and understanding in undertaking demanding and complex work.

Develops productive relationships with specialists and stakeholders with similar levels of skill and experience in various fields to share ideas and to resolve problems. 

Clearly articulates highly complex and difficult issues to staff and stakeholders in terms that are understandable by the audience. 

Represents the organisation with the authority to conduct and commit to a negotiated outcome regarding strategies, policies, programs and objectives for the area of responsibility and which have implications for the Agency.

Models a high standard of ethical behaviour and promotes values and a workplace culture to support this standard.



	Judgement
	Identifies, defines and develops options for complex policy and program delivery within a functional area and recommends solutions to unusual or emerging problems. 

Solutions are constrained by the existing policy and regulatory framework, budget and resource considerations and established program delivery methodologies.

Highly developed conceptual and reasoning skills. Flexibility, creativity and innovation regarding the implementation of government and organisational strategy and policy and the integration of relevant solutions from diverse disciplines or fields. 
Options provided and solutions recommended may require the development of new program strategies, policies, plans and procedures with significantly altered organisational outcomes.

Alternative sources of advice may be limited within the Agency.



	Influence of Outcomes
	Advice and recommendations are provided to the Head of Agency in relation to the effectiveness of functional or program activity and service delivery.

There is a strong influence on other functional areas within the Agency and occasionally on related functions in other Agencies. 

The nature of the response required to address emerging trends may alter the way work is organised and /or performed within the function or program area.

Developments may improve program functions and organisational efficiency and performance and result in a better alignment and integration of activities within the functional area.

Community, client and stakeholder regard for the implementation of government policy through program or service delivery outcomes may be affected. 



	Responsibility for Outcomes
	Responsible for the efficient and effective operation of the function or program requiring budget management, optimal use of resources and maintaining and/or modifying strategy and policy, administrative processes and research projects. This includes planning future activities, negotiating for appropriate resources and determining measures for accountability.

Managers are accountable for the performance and development of staff. Technical, administrative and/or clerical specialists are accountable for mentoring and role-modelling less qualified or experienced staff.

Specialists are required to remain abreast of contemporary developments, to identify emerging trends and to maintain a network of peers and specialists in the subject area.

Responsibility may be shared with relevant specialists and executive management for the development of program strategy, policy or implementation especially with regard to new developments.




14.
ALLOWANCES

The following allowances will be paid in accordance with the General Conditions of Employment Award:


1.
Recreation Leave Allowance


2.
Overtime


3.
Standby


4.
Availability Allowance


5.
Rest Period after Overtime, Meal Allowances and Emergency Rations


6.
Travel, Accommodation, Meal and Kilometreage Allowances


7.
Call out

PROVIDED that  where there is an inconsistency between a provision of the General Conditions of Employment Award, an Instruction or Regulation, or a  provision prescribed in Appendix A, the provision prescribed in Appendix A shall apply.

15.
DEDUCTIONS FROM SALARY

Until otherwise determined by this Commission, deductions from salaries  or wages on account of quarters, fuel, light, power, board and other facilities and amenities provided for employees covered by this award, and the rates of those deductions, and the basis on which they shall be  calculated shall be in accordance with the terms and conditions for the time being prescribed by the relevant Act or Instrument under or by virtue of which they are appointed, or as prescribed by the regulations, rules, by-laws or instructions made under such Act or Instrument, whichever are applicable.

16.
HOURS OF DUTY

Until otherwise determined by this Commission, the ordinary hours of duty for employees (exclusive of meal periods) and the times within which such hours shall be worked shall be in accordance with the hours of duty for the time being prescribed by the relevant Act or Instrument under or by virtue of which they are appointed or prescribed by the Regulations, rules, by-laws or instructions made under such Act or Instrument whichever are applicable.

PROVIDED that in no case shall such ordinary hours of work be less than 36 and three-quarter hours weekly.

NM Wells
ACTING PRESIDENT
20 July 2015
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