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Fair Work Act 2009 
s.185—Enterprise agreement

Host-Plus Pty Limited (Hostplus)
(AG2022/5559)

HOST-PLUS PTY LIMITED ENTERPRISE AGREEMENT 2022-2025

Banking finance and insurance industry

COMMISSIONER MIRABELLA MELBOURNE, 13 FEBRUARY 2023

Application for approval of the Host-Plus Pty Limited Enterprise Agreement 2022-2025.

[1] Host-Plus Pty Limited (the Employer) has made an application for approval of an 
enterprise agreement known as the Host-Plus Pty Limited Enterprise Agreement 2022-2025 
(the Agreement) pursuant to s.185 of the Fair Work Act 2009 (the Act). The Agreement is a 
single enterprise agreement.

[2] The Employer has provided written undertakings. A copy of the undertakings is attached 
in Annexure A. I am satisfied that the undertakings will not cause financial detriment to any 
employee covered by the Agreement and that the undertakings will not result in substantial 
changes to the Agreement. The undertakings are taken to be a term of the Agreement.

[3] Subject to the undertakings referred to above, and on the basis of the material contained 
in the application and accompanying declaration, I am satisfied that each of the requirements 
of sections 186, 187, 188 and 190, as are relevant to this application for approval, have been 
met.

[4] I observe that certain provisions of the Agreement are likely to be inconsistent with the 
National Employment Standards (NES). However, noting clause 4(e) of the Agreement, I am 
satisfied that the more beneficial entitlements of the NES will prevail where there is an 
inconsistency between the Agreement and the NES. 

[5] The Finance Sector Union of Australia (the FSU) and the Australian Municipal, 
Administrative, Clerical and Services Union (the ASU), being bargaining representatives for 
the Agreement, have given notice under s.183 of the Act that they want the Agreement to cover 
them. In accordance with s.201(2) and based on the declarations provided by the FSU and the 
ASU, I note that the Agreement covers them.

[6] The Agreement was approved on 13 February 2023 and, in accordance with s.54, will 
operate from 20 February 2023. The nominal expiry date of the Agreement is 31 December 
2025.
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1. Introduction 

(a) At Hostplus we are committed to providing the highest quality level of service and 
support to our members and employers. This Agreement reflects this fundamental 
objective.  This Agreement sets important terms and conditions for employees to 
understand what they can expect from Hostplus and what Hostplus can expect from 
them (in addition to an employee’s legal entitlements and Hostplus policy).  

(b) Further to the conditions set in this Agreement, Hostplus has a unique set of values 
that underpin the behaviours expected of our employees when conducting 
themselves at work (in addition to an employee’s legal entitlements and Hostplus 
policy).  

(c) These values are: 

(1) We Care (We care about our work, our clients and our colleagues) 

(2) Better Together (We’ve got each other’s backs, and we never walk alone) 

(3) Go For It (We are optimistic and we focus on solutions, not problems) 

(4) Keep It Real (We are honest, genuine, straightforward and transparent) 

(5) Be Proud (We are proud of who we are and the work we do every single day) 

(d) The employees and the Unions are committed to the objectives of Hostplus. 

(e) Hostplus is committed to its continuing success and it seeks to achieve this by 
ensuring that employees are fairly recognised and rewarded through the terms of this 
Agreement.   

2. Definitions 

In this agreement: 

Act, unless otherwise specified, means the Fair Work Act 2009 (Cth). 

Agreement means the Host-Plus Pty Limited Enterprise Agreement 2022-2025. 

ASU means the Australian Municipal, Administrative, Clerical and Services Union. 

Award means Banking, Finance and Insurance Award 2020. 

Casual employee is defined in the Act.  

Child  is defined in the Act. 

Continuous service means service under an unbroken contract of employment and includes: 

(a) any period of paid leave taken in accordance with this Agreement; or 

(b) any period of part-time employment worked in accordance with this Agreement, or 
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(c) any period of leave or absence authorised by the employer or by this Agreement. 

Dispute means a disagreement, grievance, complaint.   

Employer means Host-Plus Pty Limited ACN 79 008 634 704. 

Fixed term employee means persons (full or part-time) who are employed by Hostplus for a 
fixed or contract period to perform a specific role.  Such employees receive the same benefits 
as for full-time employees and are pro-rated for part-time employees.  

FSU means the Finance Sector Union of Australia. 

Full-time employee is defined in clause 8.2. 

FWC means the FWC. 

Hostplus, the Fund and Fund means the superannuation fund of which Host-Plus Pty 
Limited is the Trustee. 

Immediate family or household member is defined in the Act. 

Limited Leave Period means a period Hostplus has determined that employees will not be 
able to take accrued annual leave or long service leave entitlements, or flex leave 
entitlements for operational reasons. 

Manager means a person authorised by the Employer to organise, direct and supervise the 
work of other employees. 

Managerial employee means employees at the Level 6 level and above. 

Part-time employee is defined in clause 8.3. 

Probationary period means the first 6 months’ of an employee’s employment with Hostplus. 

Salary means a part-time or full-time employee’s annual base salary before the addition of 
any allowances or superannuation and before deduction of any salary sacrificed components. 

Spouse includes husband, wife, life partner or de facto spouse. 

Employee, member of staff, staff, unless otherwise specified, means a full-time or part-time 
employee of Hostplus. 

TOIL means Time Off In-lieu 

Year for the purposes of various Leave types, unless otherwise specified, means the period of 
twelve (12) months between the date of engagement and the corresponding date in the 
following calendar year, and each successive period of twelve (12) months. 

3. Title 

This Agreement will be known as the Host-Plus Pty Limited Enterprise Agreement 2022-2025. 
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4. Scope and Parties Covered 

(a) This Agreement covers Host-Plus Pty Limited ACN 79 008 634 704 and all 
Employees of Hostplus who perform work throughout its operations across Australia. 

(b) The provisions and the associated terms and conditions apply to all Employees, 
irrespective of level or classification, unless specified otherwise in individual Clauses.  

(c) It also covers the FSU and the ASU and their officers and members if so determined 
by section 53 of the Act.  

(d) This Agreement replaces the Hostplus Enterprise Agreement (2019-2021) and the 
Award. 

(e) This Agreement comprehensively states the terms and conditions of employment of 
the employees covered by this Agreement, nothing in this Agreement reduces the 
entitlement available to an employee under the National Employment Standard 
(NES).  

(f) The Agreement is supported by Hostplus’ policies, procedures and any other 
guidelines, as amended from time to time, referred to in this Agreement and are not 
incorporated into and do not form part of this Agreement. Where these are expressed 
to apply to you, you must comply with them.   

5. Date and Period of Operation 

(a) This Agreement will take effect from seven (7) days after the date of approval by the 
FWC and will remain in force until 31 December 2025 (nominal expiry date).  

(b) After the nominal expiry date, the Agreement will continue to be in force until it is 
either replaced by a new enterprise agreement or terminated in accordance with the 
provisions of the Act. 

(c) The parties agree that the contents of this Agreement may be published by the FWC. 

6. Variations to this Agreement 

It is agreed that the terms and conditions contained in this Agreement may be varied by 
agreement between the parties subject to the provisions of the Act.  

7. Workforce Diversity 

(a) As an equal employment opportunity employer, Hostplus recognises and embraces 
the value of diversity in the workplace and is committed to cultivating a diverse and 
inclusive workplace, representative of all sectors of society and free from any form of 
harassment. 

(b) Hostplus respects and values the diversity of the workforce by helping to prevent and 
eliminate discrimination on the basis of race, colour, gender, sexual preference, age, 
physical or mental disability, marital status, family or carer’s responsibilities, 
pregnancy, religion, political opinion, ethnic or national origin. 
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(c) Accordingly, in fulfilling their obligations under the Dispute Resolution Clause, the 
parties must make every endeavour to ensure that neither the Agreement’s provisions 
nor their operation are directly or indirectly discriminatory in their effects. 

(d) Hostplus recognises the right of employees to equal employment opportunity and will 
facilitate the provision of equal employment opportunities to employees.   

(e) Entry into employment, selection for specific work and career progression will be 
determined on the basis of individual merit and criteria related to the effective 
performance of the work. 

(f) No employee will suffer any form of disadvantage or discrimination because they 
have exercised any rights contained in, or participated in any part of the processes 
set out in, this Agreement. 

8. Employment Categories 

8.1 General 

(a) Employees will be engaged in one of the following categories: 

(1) Full-time; or 

(2) Part-time; or 

(3) Casual. 

At the time of engagement, the employer will inform each employee of the terms of 
their engagement and in particular whether they are to be full-time, part-time or 
casual. 

(b) Employee Due Diligence 

All external and internal job applicants will be required to complete employment 
screening as part of the recruitment process. The level of screening will be 
commensurate with the level of risk associated with the position the candidate is 
being considered for, whether they are being considered for permanent or temporary 
employment and whether they are an existing employee.  Screening may include 
reference checks, criminal record and bankruptcy checks as appropriate for the role 
being applied for. 

8.2 Full-time Employees 

A full-time employee is a person who is engaged to work ordinary hours of an average of 38 
hours per week but 152 hours over a four week cycle, up to 10 hours per day and up to 50 
hours per week. 

Full time employees will be entitled to TOIL subject to clause 11.  

8.3 Part-time Employees 

(a) Part-time employees are employees who: 

(1) work less than full-time hours of 38 hours per week; and 
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(2) have predictable hours of work; and 

(3) work a minimum of three (3) consecutive hours on any one single attendance; 
and 

(4) receive, on a pro-rata basis, equivalent wages and conditions to those of full-
time employees who do the same kind of work. 

(b) At the time of engagement, the employer and the part-time employee will agree in 
writing on a regular pattern of work, within the employee’s pay period, specifying the 
hours worked each day, which days of the week the employee will work and the 
actual starting and finishing times each day. Once agreed, these will become the set 
contracted hours for the particular employee. 

(c) Part-time employee may, by mutual agreement from time to time, increase their hours 
for short periods, but not on a regular basis. The period may, by mutual agreement, 
be less than the minimum three hours. Such time will be paid at their base rate of pay. 

(d) A part-time employee’s contracted hours, either weekly or daily, can only be altered 
by genuine mutual agreement between the part-time employee and the employer, 
with at least four (4) weeks’ notice given of any proposal to change. This will include 
full and open discussion on the needs of each party, taking into account such matters 
as the personal, family (including childcare) and financial needs of the employee and 
the business needs of the employer. Any changes will be for at least one (1) full four 
(4) week cycle. 

(e) Part-time employees are eligible to be paid overtime if they are asked by their 
Manager to work additional hours immediately before or after their normal rostered 
work pattern on a particular rostered day. 

8.4 Casual Employees 

(a) A casual employee will be paid for each hour that you work, you will be paid an hourly 
rate within the salary level band for your classification, plus an additional casual 
loading on 25%.  

(b) The company and/or the casual employee may terminate the employment 
arrangement at any time in writing with 1 days’ notice. 

(c) Hostplus will comply with its casual conversion obligations set out in the Act.   

8.5 Appointments 

(a) All employees will be eligible to apply for all advertised vacant positions. 

(b) All vacant positions will be advertised internally as a normal arrangement, provided 
that the Chief Executive Officer has the discretion in exceptional circumstances not to 
advertise particular vacancies internally. 

(c) If the position is to be advertised externally, employees will be advised in the internal 
advertisement. 

(d) Any disputes arising from an application for an advertised vacancy may be handled in 
accordance with Clause 16 - Dispute Resolution 

f_p_n_10_



 

 page 6 

9. Remuneration and Related Matters 

9.1 Classification Structures 

(a) Hostplus is committed to a remuneration structure which demonstrate fairness and 
equity and which appropriately rewards employees for their contribution. 

(b) Hostplus has adopted a position classification structure for all positions, with the 
exception of those in the Executive Management Team, based on organisational 
parameters, knowledge, skills and problem solving, plus accountability.  Full details of 
each classification description appear in Appendix C of this Agreement. 

9.2 Levels 

(a) In implementing the classification structure agreed in the Hostplus Enterprise 
Agreement (2007 – 2010), management determined to have the base level entry 
position classified at a Level 5.  This Level was the equivalent of a Level 3 in the 
Award.  This in turn meant that the present Level 6 in this Agreement is the equivalent 
of Level 4 in the Award, and so on. 

(b) Positions at Levels 5 to 10 and at the Managerial level (M) will be paid minimum 
salaries as set out in the table below.  The specified minimum salaries will apply 
during the life of the Agreement and be effective from the commencement of the first 
full pay period on or after 1 July each year in the nominal term of the Agreement.  

Level 1 July 2022* 1 July 2023 1 July 2024 1 July 2025 

5 $64,863 $67,458 $69,819 $72,260 

6 $69,647 $72,433 $74,968 $77,592 

7 $79,907 $83,103 $86,012 $89,022 

8 $100,835 $104,868 $108,538 $112,337 

9 $115,358 $119,972 $124,171 $128,517 

10 $132,968 $138,287 $143,127 $148,136 

M $153,861 $160,015 $165,616 $171,413 

* Rates effective 1 July 2022 are inclusive of the increase provided for in 
clause 9.4(a)(1) of this Agreement. 

(c) All employees who perform comparable work at a comparable level and at a 
comparable level of proficiency will receive equal remuneration provided that: 

(1) employees who are receiving salaries which are varied in recognition of 
personal circumstances will not be considered in this context; or 

(2) employees with differing length of service in the same role may receive 
different remuneration in recognition of that service. 
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(d) Salaries within Levels will reflect experience, skills, training, education and 
professional certification, with an increasing emphasis on achievement of 
documented competency levels for specific roles. 

9.3 Level Reviews 

(a) Specific reasons must exist for the Level to be reviewed.  These may include, but are 
not limited to circumstances such as: 

(1) the job has become much more complex; 

(2) the level of responsibility has changed; 

(3) the accountability is greater. 

(b) To enable positions to be effectively evaluated, position descriptions will be 
developed and maintained for all positions.   

(c) An employee may request that their level be reviewed if there has been a significant 
change in the level of competency or responsibility attached to a position; or they 
believe their role has been classified incorrectly.  

(d) A request for a level review must be accompanied by written details of the job 
requirements and relevant supporting evidence for the request. 

(e) Hostplus must advise an employee of the outcome of their regrading level review 
request within 25 working days. 

(f) Any disputes arising from a level review request may be dealt with under Clause 16 - 
Dispute Resolution. 

(g) In the event that a position attracts a lower level review outcome, the salary of the 
occupant of the position will not be reduced. 

(h) As part of any organisational change initiatives, Hostplus will consult with employees 
about changes that might impact on specific job roles, responsibilities and 
performance objectives previously agreed.  Hostplus will ensure that employees 
receive timely and relevant training in circumstances where job roles and 
responsibilities change. 

9.4 Salary Increases Arising From This Agreement 

(a) The following salary increases will apply to all eligible employees: 

(1) a 5% increase in salary from the commencement of the first full pay period on 
or after 1 July 2022; and 

(2) a 4% increase in salary from the commencement of the first full pay period on 
or after 1 July 2023; and 

(3) a 3.5% increase in salary from the commencement of the first full pay period 
on or after the 1 from 1 July 2024; and 
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(4) a 3.5% increase in salary from the commencement of the first full pay period 
on or after the 1 from 1 July 2025.  

(b) With regards to the pay increase specified in clause 9.4(a)(1), at the end of the first 
pay period after this Agreement commences operation, Hostplus will backpay that pay 
increase to eligible employees who were employed by Hostplus as at 3 July 2022 and 
continued to be employed by Hostplus on the date this Agreement commenced 
operation. 

9.5 Eligibility For Salary Increases 

All employees are eligible to receive the salary increases referred to in Clause 9.4, except: 

(a) where the employee is yet to successfully complete their probationary periodat the 
date the salary increases take effect.  In such circumstances, the employee will 
receive the increase on successful completion of their probationary period of 
employment and the increase will be payable from that date; 

(b) where the employee has been the subject of performance counselling in the three (3) 
months preceding the commencement of this Agreement, or the three (3) months 
preceding 1 July 2023, 1 July 2024 or 1 July 2025.  Any employee in this category will 
be eligible to receive an increase once they have satisfactorily met performance 
criteria and performance counselling has been completed.  The effective date for the 
increase in salary will be the date on which the performance counselling was 
completed; or 

(c) where the employee has been the subject of a disciplinary process in the 3 months 
preceding the commencement of this Agreement, or the three (3) months preceding 1 
July 2023, 1 July 2024 or 1 July 2025.  Any employee in this category will be eligible 
to receive an increase once the disciplinary process has been satisfactorily 
completed.  The effective date for the increase in salary will be the date on which the 
disciplinary process was satisfactorily completed; 

(d) where, at the time an offer of employment was made to either a new starter, or an 
employee commencing in a new role, the employer took into account the salary 
increase set out at clause 9.4(a)(1); or 

(e) for employees who ceased to be employed by Hostplus prior to the commencement 
of this Agreement.  For the avoidance of doubt, this category of employees will not be 
entitled to any backpay that might otherwise arise from clause 9.4(a)(1). 

9.6 Payment Of Salary 

(a) Salaries will be paid fortnightly, one week in arrears and one week in advance into 
each employee’s nominated bank account. 

(b) Each employee will, at the time of payment of their salary, be provided with a written 
statement detailing salary payable and the particulars of all deductions made by the 
employer. 

(c) The salaries payable under this Agreement may be used by an employee to salary 
sacrifice personal superannuation contributions. 
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9.7 Salary Packaging 

(a) Part of salary may be taken in the form of non-salary benefits described by agreement 
between the employee and Hostplus.  The terms of any agreement will be committed 
to in writing and signed by both parties. 

(b) All employees will be given the option to salary sacrifice additional superannuation 
payments.  

(c) Hostplus strongly advises and encourages employees interested in commencing or 
modifying their salary packaging arrangements to obtain independent financial and/or 
taxation advice before making their decision.  Hostplus accepts no responsibility for 
any decision made by employees in relation to their salary packaging arrangements. 

9.8 Superannuation 

(a) Upon commencement of employment, employees may nominate a complying 
superannuation fund and Hostplus will make employer superannuation contribution 
payments into that fund at the rate of 15% based on their base salary, unless 
otherwise agreed in accordance with Clause 22(a).  If an employee does not 
nominate a complying superannuation fund upon the commencement of their 
employment, Hostplus will make employer superannuation contributions at the rate of 
15% of the employee’s base salary into: 

(1) the employee’s stapled superannuation fund; or 

(2) if the employee does not have a stapled superannuation fund, the Hostplus 
fund. 

(b) Employee’s may elect to sacrifice part of their salary as an additional superannuation 
contribution. Where an employee elects to salary sacrifice contributions to 
superannuation, the salary for the purposes of calculating all entitlements pursuant to 
this Agreement and all other statutory entitlements shall be the actual salary before 
salary sacrifice. 

(c) Hostplus will continue to pay employer superannuation contributions at the 
employee’s usual rate into the superannuation fund for of the primary care giver for 
the duration of parental leave up to twelve (12) months absence.  

9.9 Allowances 

(a) Annual Adjustment 

Allowances in Sub-clauses 9.9(d) and 9.9(f) shall be increased by 2% from the 
commencement of the first full pay period on or after 1 July of each year for the 
duration of this Agreement.   

(b) Car Allowance 

Where an employee is required to use a vehicle and a Fund vehicle is not available, 
they shall receive an allowance based on kilometers travelled for the use of their 
private vehicle in accordance with the Motor Vehicle Policy, as amended from time to 
time.  
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(c) Higher Duties Allowance 

All employees are eligible to be considered for a higher duties allowance at the 
discretion of the Group Executive, People, Performance & Culture or CEO. 

(d) Meal Allowance 

(1) Employees will be paid a meal allowance if they are required to work overtime 
on any weekday after 6:00pm and/or after 1.00pm on a Saturday, Sunday or 
public holiday. The meal allowance is $18.04 per meal.  

(2) The meal allowance will be paid no later than the pay period after which the 
overtime was worked and the employee is responsible for entering the 
allowance into the payroll system. 

(3) All meal allowances are paid in addition to overtime. 

(e) Relocation Allowance 

An employee who has to change their place of residence because of an employer 
initiated transfer is entitled to the following: 

(1) all reasonable costs and fares involved in transporting the employee and their 
dependents to a new place of residence; and 

(2) all reasonable relocation costs. 

(f) First Aid Allowance 

Where an employee has been appointed as an accredited first aid officer to perform 
first aid duties by Hostplus, the employee shall be paid a first aid allowance of 
$530.60 per annum effective from the commencement of the first full pay period on or 
after 1 July 2022, payable fortnightly. First aid officers are required to attend regular 
meetings and training and hold a current first aid certificate issued by a registered 
training organisation as appointed by Hostplus.  

(g) Standby Allowance 

Any employee specifically requested by Hostplus to hold them self in readiness to 
perform work outside ordinary working hours shall be paid a stand-by allowance at 
the rates prescribed below: 

(1) Monday to Friday inclusive - $25 per day. 

(2) Weekends or Public Holidays - $50 per day. 

(h) Call Back Allowance 

(1) Employees at Level 5 who are recalled to work after having completed their 
ordinary hours shall be paid in accordance with the rates prescribed in Clause 
10.1 (ordinary hours rate of pay), with a minimum payment of four (4) hours. 
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Employees at Level 5 who are recalled to work on a Weekend, Public Holiday 
or RDO shall be paid at the rate of double time, with a minimum payment of 
four (4) hours. 

For the purpose of assessing payment or TOIL, time spent on journey from 
home to work and from work to home by the most direct route shall be 
included. 

The minimum payment or allocation of TOIL of four (4) hours for an initial call 
back is inclusive of any time spent on subsequent call backs, i.e. four (4) 
hours must have elapsed since the initial call back before any further call 
back allowance can be claimed. 

(2) Managerial employees who are recalled to work will not be eligible to receive 
a call back allowance.   

9.10 Group Salary Continuance Insurance 

(a) As an additional employment benefit, current employees will be provided with income 
protection insurance under the Fund's staff group salary continuance insurance 
policy. All costs associated with providing this benefit will be met by the Fund. 

(b) The group salary continuance insurance policy can provide a monthly benefit of up to 
a maximum of 75% of an employee’s salary and 15% as a superannuation 
contribution. The benefit will be payable for up to two years and is subject to a 60 day 
waiting period. The cover expiry age is 70 years of age.   

(c) The benefit will become payable if the employee is unable to carry out their normal 
duties due to illness or injury after the waiting period has ended and meets the 
definition of totally or partially disabled outlined in the policy. All cover and benefits 
are subject to the terms and conditions of the insurance policy 

9.11 Pay Secrecy 

Hostplus will not require employees covered by this Agreement to keep details of their 
remuneration confidential. 

10. Hours of Work  

10.1 Ordinary Hours Of Work  

(a) The ordinary full-time hours of work, excluding meal breaks, for employees shall be 
an average of 38 hours per week, but 152 per four (4) week cycle, up to ten (10) 
hours per day and up to fifty (50) hours per week.  

(b) Ordinary hours must suit the needs of Hostplus’ business. Your rostered ordinary 
hours will be set out in your letter of offer and are to be worked between 7am and 
7pm Monday to Friday.  

(c) All employees are expected to work reasonable hours as are necessary to achieve 
the efficient and effective performance of their duties.  
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(d) Hostplus is committed to assisting employees to integrate work with family and other 
responsibilities.  As part of this commitment, Hostplus offers flexible work practices for 
employees that meet the business requirements of Hostplus and, where possible, 
meet the personal circumstances of employees.  The span of hours that employees 
work will be discussed between an employee and the responsible Group Executive, 
with a view to reaching a mutually satisfactory outcome. 

(e) Hostplus also acknowledges that from time to time business imperatives may require 
that employees work hours outside of what would normally be expected of them.  If 
and when such circumstances arise, Hostplus will work with the employee concerned 
to ensure that balance is restored as soon as practicable.  The employee concerned 
may seek to access options that suit their personal requirements as an offset for the 
additional hours worked and any inconvenience caused to the interruption to their 
work/life integration. 

(f) Requests for TOIL for extra hours worked outside normal expectations will be 
considered sympathetically and consistently, but subject to Group Executive approval. 

(g) The following principles are to be used to assist Group Executives and employees to 
agree on a process where additional hours are required to be worked and the 
arrangements for compensating for these additional hours.  These principles seek to 
balance the operational needs of the business, our clients’ expectations and the 
needs of employees: 

(1) excessive hours are not to be a regular and recurring theme; 

(2) emphasis is to be on output and contribution and not the hours worked; 

(3) working excessively long hours over a prolonged period can be detrimental to 
health and is seen as a potential occupational health and safety issue; 

(4) it is legitimate for employees to refuse to work excessive hours in 
circumstances where the working of such hours would result in them working 
unreasonable hours.  In considering whether this would constitute 
unreasonable hours the parties will have regard to: 

(A) risks to employee’s health and safety; 

(B) personal circumstances of employees, including family 
responsibilities; 

(C) the needs of the workplace and Hostplus; 

(D) the notice (if any) given by Hostplus for the additional hours and by 
the employee of his/her intention to refuse it; 

(5) an employee’s refusal to work excessive hours shall not be used in a way that 
could prove to be disadvantageous to his/her overall performance 
assessment or any other employment conditions; 

(6) Hostplus has the right to require employees to work reasonable hours. 
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10.2 Meal Breaks 

(a) The standard unpaid meal break on an ordinary working day will be a minimum of 
thirty (30) minutes. 

(b) The unpaid meal break may be lengthened by mutual agreement between the 
employee and their Manager. 

(c) No employee will be able to work for more than five (5) hours without an unpaid meal 
break of at least thirty (30) minutes. 

10.3 Rest Breaks 

You may take paid rest breaks during work on any day as follows: 

(a) One fifteen (15) minute rest break where you work more than three (3) hours but six 
(6) hours or less; or  

(b) Two fifteen (15) minute rest breaks if you work more than six (6) hours.  

Where you are entitled to two (2) fifteen (15) minute rest breaks, they are to be taken in the 
first and second half of the working day. However, by mutual agreement and where eligible, 
you may take two (2) rest breaks in one thirty (30) minute period.  

10.4 Rest Period 

(a) A employee is entitled to at least ten (10) consecutive hours off duty between 
completing an ordinary working day and starting the next. 

(b) A employee who does not have ten (10) consecutive hours break between ordinary 
working days because they are instructed to continue working or to resume work 
early, will be paid at double time until they are released from duty for at least ten (10) 
consecutive hours.  The employee will not lose pay for ordinary working time which 
falls during such absence.  

10.5 Flexible Working Arrangements 

(a) At Hostplus we are committed to creating an environment where our people can 
perform at their best. Hostplus understands the need for employees to integrate their 
work and personal lives and recognises the importance of flexible working in 
maintaining a culture that supports our teams, and our business in achieving 
outcomes.  

(b) Requests for flexible working arrangement will be considered in accordance with the 
National Employment Standards.  

(c) The Hostplus’ Flexible Work policy provides further details regarding Flexible Work 
and its application, as amended from time to time. 

(d) The parties agree to establish a consultative committee to review the operation of the 
Hostplus Flexible Work Policy in the context of the needs of the business. The 
committee will be made up of representatives of Hostplus nominated by the Group 
Executive, People Performance and Culture, the ASU, the FSU and two staff 
members. The committee will be established within 2 months of the commencement 
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of this Agreement and will meet at least once every two months for a period of 12 
months at which time it will recommend to the business possible changes to the policy 
for the consideration of the business. 

11. Time Off In Lieu  

(a) If an employee is required to work more than reasonable additional hours, they will be 
compensated with TOIL. TOIL will be granted at the discretion of the relevant 
department Group Executive and the Group Executive, People Performance and 
Culture..  

(b) An employee can apply to take their TOIL through the normal leave application 
process. Where TOIL has not been used within a 12 month period from the date TOIL 
was applied, Hostplus may direct employees to take their TOIL and they will work with 
the Employee to determine a mutually suitable time.  

(c) Employees may elect, with the consent of their Group Executive, to have their TOIL 
accrual cashed out at the employee’s base rate of pay. Such requests will be made in 
writing. 

(d) Any outstanding accrued TOIL will be paid out on termination of employment at the 
employee’s ordinary rate of pay. 

12. Leave 

Note: the parties intend that leave will accrue and be taken in accordance with the decision of 
the High Court in Mondalez Australia Pty Ltd v Automotive, Food, Metals, Engineering, 
Printing and Kindred Industries Union known as the Australian Manufacturing Workers Union 
& Ors [2020] HCA 29.  For example, if an employee is rostered to work 5 hours on a particular 
day and decides to take personal leave for the whole of that day, Hostplus will deduct 5 hours 
of personal leave from their balance of accrued but untaken personal leave.  Alternatively, if 
an employee is rostered to work 9 hours on a particular day and decides to take personal 
leave for the whole of that day, Hostplus will deduct 9 hours of personal leave from their 
balance of accrued but untaken personal leave. 

12.1 Personal Leave 

(a) Paid Personal Leave will be in accordance with the National Employment Standards 
and may be taken as 

(1) sick leave due to a personal illness or injury; or 

(2) carer’s leave for the purposes of providing care for an immediate family or 
household member who requires the employee’s care or support due to a 
personal illness or injury, or who requires care due to an unexpected 
emergency.   
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(b) An employee may also elect, with the consent of the employer, to take unpaid leave 
for the purpose of providing care to a family or household member who is ill. 

(c) Permanent Employees 

(1) A full-time employee is entitled to an additional 2 days paid Personal Leave 
per annum, pro rata for part time employees, in addition to paid Personal 
Leave under the National Employment Standards. 

(2) At the completion of each year, unused Personal Leave will accumulate.  

(3) Paid Personal Leave entitlements are not applicable to casual employees.  
However, a casual employee will be entitled to unpaid Carer's Leave in 
accordance with the provisions of the National Employment Standards. 

(4) During the course of their probationary employment an employee will 
progressively accrue their Personal Leave entitlements and will be allocated 
their full first year entitlements in accordance with Clause 12.1(c) once their 
probationary period of employment has been confirmed. 

(5) When an employee is absent due to illness for less than one day, they will be 
debited the amount of sick leave for the actual time not worked.  

(6) If an employee becomes sick or is injured whilst on Annual Leave and 
produces, at the time, satisfactory medical evidence that had they been on 
duty they would have been unable to carry out their usual duties, they will be 
granted, subject to their leave entitlement, at a time convenient to the 
employer, leave equivalent to the period of sickness or injury occurring within 
the scheduled period of Annual Leave. 

(7) If a statutory, gazetted or proclaimed public holiday occurs during an 
employee’s period of absence because of sickness, injury tor caring 
responsibilities then such holiday will not be counted as Personal Leave. 

(d) Proof Of Illness/Injury 

(1) In the case of Personal Leave for personal injury and illness, Hostplus will 
require proof of injury or illness in the following circumstances: 

(A) for any absence of two (2) or more consecutive working days; or  

(B) if the employee has already been absent for four (4) days without 
proof of illness in the current anniversary year. 

(2) Employees are also required to provide proof of illness in the following 
circumstances: 

(A) if the absence is on a working day before or after a public holiday; or 

(B) if the absence is on a working day before or after approved Annual 
Leave; or 

(C) if the manager considers there is a pattern of absences on a regular 
basis.   
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(3) Such proof of absence will take the form of a medical certificate or other 
evidence satisfactory to Hostplus (which will include an affidavit or statutory 
declaration) and must be entered by the employee into the dedicated payroll 
system, including uploading the proof of illness within two working days upon 
returning to work. 

(4) A limit of two (2) statutory declarations shall apply in any twelve (12) month 
period.  

(5) Hostplus recognises the diversity of its workforce and that not all employees 
rely on traditional forms of medical treatment when they are sick.  For the 
purposes of this Clause Hostplus will accept, where needed, a certificate of 
inability to attend work due to illness or injury from other alternative medicine 
practitioners, as long as they belong to the appropriate Australian governing 
body, or if benefits are payable through Medicare and/or a medical insurance 
company. 

(6) The entitlement to use Personal Leave for carer’s responsibilities is subject to 
the employee being responsible for the care of the person concerned. The 
employee must, if required by Hostplus, establish by production of a medical 
certificate, the illness of the person concerned and that the illness is such as 
to require care by another. 

(7) In normal circumstances an employee must not take Carer’s Leave under this 
Clause where another person has taken leave to care for the same person. 

(8) The employee must where practicable, give Hostplus notice prior to the 
absence of the intention to take leave, the name of the person requiring care 
and their relationship to the employee, the reasons for taking such leave and 
the estimated length of absence.  If it is not practicable for the employee to 
give prior notice of absence, the employee must notify their Manager by 
telephone of such absence at the first opportunity on the day of absence.  

12.2 Flex Leave 

(a) Full-time employees are entitled to 5 days’ non-cumulative flex leave per annum (pro-
rata for part-time employees) for any reason, which may include one of the reasons 
listed below:  

(1) cultural reasons to allow employees to meet traditional law, customary, 
cultural and religious obligations; 

(2) moving home or household; 

(3) additional leave for carer purposes; 

(4) menstrual and menopause leave; 

(5) support LGBTIQA+ initiatives; or 

(6) grandparent leave. 
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(b) This leave does not accrue from year to year.  Hostplus will not require an employee 
to provide evidence in order to take flex leave but an employee must nominate that 
they have elected to take flex leave. 

(c)  Where practicable, employees should seek approval in advance from their manager 
and apply for Flex leave at least ten (10) days’ prior to commencing Flex leave. If that 
is not practicable, the employee should apply for the leave as soon as possible prior 
to the proposed commencement of the leave.   

12.3 Compassionate Leave 

(a) Paid Compassionate Leave will apply to full-time and part-time employees (but does 
not apply to casual employees.   Casual employees are entitled to unpaid 
compassionate leave in accordance with the National Employment Standards. 

(b) All employees, other than casual employees, are entitled to a period of five (5) days 
paid for each occasion when an employee’s immediate family or a member of the 
employee’s household (inclusive of the entitlement under the NES): 

(1) contracts or develops a personal illness that poses a serious threat to his or 
her life, or  

(2) sustains a personal injury that poses a serious threat to his or her life, or 

(3) dies. 

(c) Hostplus may request appropriate medical or other evidence to support the 
employee's claim for compassionate leave 

12.4 Special Leave 

(a) At Hostplus, we understand that work is just one part of our lives – but it’s one we 
want our people to live and love.  Hostplus acknowledges that employees need to 
integrate work and personal responsibilities, and therefore make special leave 
available to access at such times.   

(b) In the first and second years of employment, permanent full-time employees will 
accrue three (3) days or 22.8 hours non-cumulative paid Special Leave.  In 
subsequent years of employment, full-time employees will accrue five (5) days or 38 
hours non-cumulative paid Special Leave. Part-time and fixed-term employees are 
entitled to Special Leave on a pro-rata basis equivalent to either their part-time hours 
or length of employment contract.  

(c) Special Leave can be taken in exceptional circumstances with prior approval by the 
Group Executive, People, Performance and Culture. 

(d) The use of Special Leave in these circumstances would not usually be for extended 
periods.  If additional leave is required, this would be taken as another form of 
planned leave, e.g. Annual Leave, if available. 

(e) The employee must provide the reasons for taking Special Leave and the estimated 
length of absence including documentary evidence where required. More information 
about special leave, including how to apply, may be found in the Leave policy.  
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12.5 Parental Leave 

(a) Employees are entitled to parental leave in accordance with the NES. 

(b) Parental Leave at Hostplus encompasses a number of different leave types and is 
available to employees who have completed more than twelve (12) months 
continuous service prior to the expected date of delivery, or adoption, namely: 

(1) Parental/Adoption Leave, including eligible casual employees; 

(2) Parental Bonding Leave for an employee whose partner is on Parental Leave; 

(3) Pre-natal or Pre-Adoption Leave as defined in Clause 12.6.  

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

(d) The National Employment Standards and Hostplus’ policy provide further details 
regarding Parental/Adoption Leave and its application, as amended from time to time, 
in addition to the details outlined in this Clause. 

(e) Parental/Adoption Leave  

(1) Subject to the completion of twelve (12) months continuous employment with 
Hostplus, an employee is entitled to up to twelve (12) months of unpaid leave 
for the birth or adoption of their child.  An employee may request approval to 
extend the period of unpaid Parental/Adoption Leave from twelve (12) months 
to twenty four (24) months. Any such request for an extension will be 
considered by Hostplus in accordance with the NES provisions.  

(2) Parental/Adoption Leave is only available to one parent (primary care-giver) 
at a time, in a single unbroken period, except if both parents are employed at 
Hostplus they may simultaneously take an unbroken period of up to four (4) 
weeks paid leave as per Clause 12.7 at the time of birth or placement of the 
child. Employees otherwise have rights to unpaid concurrent leave under the 
NES.  

(f) Parental/Adoption Leave Payment  

(1) A permanent employee who meets the eligibility requirements in 
Clause 12.5(a) will receive a paid Parental/Adoption Leave entitlement 
equivalent to eighteen (18) weeks’ salary.  This amount shall be paid into their 
nominated bank account as part of the normal pay cycle during their period of 
leave but may, at their request, be paid to the employee prior to commencing 
Parental/Adoption Leave and is subject to the discretion of the Group 
Executive, People, Performance & Culture and CEO.  This paid leave must 
not be in conjunction with any parental leave taken by the Employee’s 
partner. 

(2) The payment referred to in Clause 12.5(f)(1) is over and above any 
entitlement the employee may have under the Federal Government Paid 
Parental Leave (PPL) scheme.  
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(3) Other accrued leave to which an employee is entitled may be taken in 
conjunction with Parental/Adoption Leave provided that the total period of 
absence on paid and unpaid leave does not exceed 52 weeks. 

(g) Special Parental Leave 

(1) If a child is stillborn (as defined in the Act) and an employee would have been 
entitled to unpaid parental leave if the child were born alive, then the 
employee is entitled to unpaid parental leave, despite the stillbirth of the child. 

(2) If a child is stillborn (as defined in the Act) or dies during the 24-month period 
starting on the child’s date of birth, then an employee who is entitled to a 
period of unpaid parental leave in relation to the child may cancel the leave by 
giving Hostplus 4 weeks written notice or if they have already commenced 
parental leave, give Hostplus at least 4 weeks’ written notice of their wish to 
return to work. 

(3) A female employee is entitled to a period of unpaid special maternity leave if 
she is not fit for work during that period because she has a pregnancy-related 
illness, or her pregnancy ends after a period of gestation of at least 12 weeks 
otherwise than by the birth of a living child and the child is not stillborn (as 
defined in the Act).   

(h) Transfer To An Alternate Job 

(1) Where an employee is pregnant and, in the opinion of a registered medical 
practitioner, illness or risks arising out of the pregnancy or hazards connected 
with the work assigned to the employee make it inadvisable for her to 
continue at her present work, she will be transferred to an appropriate safe 
job available at the rate and on the conditions attaching to that job until the 
commencement of Parental/Adoption Leave. 

(2) If no appropriate safe job is available, the employee may elect, or the 
employer may require the employee, to take “no safe job” leave in 
accordance with the National Employment Standards. 

(i) Effect Of Parental Leave On Employment 

An employee’s absence on Parental/Adoption Leave will not break the continuity of 
their service.  However, the period of unpaid leave will not be taken into account when 
calculating the employee’s period of service for any purpose under this Agreement. 

12.6 Pre-natal/Pre-adoption Leave 

(a) The purpose of this leave is to enable an employee to attend to routine medical 
appointments associated with their pregnancy, or the pregnancy of their partner, or 
adoption.   

(b) Upon provision of satisfactory evidence, an employee will have access to paid leave 
totalling 24 hours.  Part-time employees are entitled to Pre-natal/Pre-adoption Leave 
on a pro-rata basis equivalent to their part-time hours.   
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12.7 Parental Secondary Carer’s Leave 

(a) A permanent employee with at least twelve (12) months’ continuous service with  
Hostplus is eligible for four (4) weeks’ paid secondary carer’s Leave at the time of 
birth or placement of the child.  An employee may apply for up to six (6) weeks’ 
additional unpaid Secondary Carer’s Leave at the time of birth or placement of the 
child. 

(b) The period of paid leave is in addition to any entitlement the father and/or partner may 
have under the “dad and partner pay” provisions of the Australian Government’s Paid 
Parental Leave scheme. 

(c) An employee will provide to the employer at least ten (10) weeks prior to the expected 
date of commencement of Secondary Carers Leave: 

(1) a certificate from a registered medical practitioner which names his spouse, 
states that she is pregnant and the expected date of the birth, or states the 
date on which the birth took place; and 

(2) written notification of the dates on which he proposes to start and finish the 
period of Secondary Carer’s Leave; and except in relation to leave taken 
simultaneously with the child’s mother under Clause 12.5(e) a statutory 
declaration stating: 

(A) he will take that period of leave to become the primary care giver of a 
child; 

(B) particulars of any period of Parental Leave sought or taken by his 
spouse; and 

(C) that for the period of Paternity Leave he will not engage in any 
conduct inconsistent with his contract of employment. 

12.8 Long Service Leave 

(a) Entitlement 

Long Service Leave will accrue at the rate of 6.5 working days per each completed 
year of continuous service. 

Long Service Leave is exclusive of any public holiday prescribed in this Agreement.  If 
any such holiday falls within an employee’s period of leave and is observed on a day, 
which in the case of that employee would have been an ordinary working day, that 
day or days will be added to the employee’s period of Long Service Leave. 

(b) Eligibility 

Hostplus employees will be entitled to paid Long Service Leave after completing five 
(5) years continuous employment with Hostplus.  Such leave shall be granted and 
taken at a time or times as agreed between the employee and their Manager. 

Upon cessation of employment employees will be entitled to pro-rata payment in-lieu 
of Long Service Leave after five (5) years of completed service, less any Long 
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Service leave which has already been granted to and taken by the employee.  No 
entitlement will be applicable in the event of dismissal for serious misconduct. 

(c) Effect Of Part-time Employment 

In the case of an employee who during the course of their employment with the 
employer has been employed both as a part-time employee and a full-time employee, 
the rate of pay to which that employee will be entitled during the period of long 
service, or the rate of pay to be used in calculating the amount of money to be paid in-
lieu of the leave will have pro-rata regard to the employee’s employment pattern.  

(d) Time Of Taking Leave 

Leave must be granted and taken as soon as practicable after becoming due having 
regard to the needs of the workplace, but may be taken in smaller increments by 
agreement between the employee and their manager.  

Long Service Leave is to be taken for a period not less than one (1) day.  

(e) Long Service Leave On Half Pay 

Employees may apply for any portion of Long Service Leave on half pay provided that 
the total full-time entitlement amount taken is not less than 33 working days. 

The granting of Long Service Leave on half pay will be entirely at Hostplus' discretion. 

(f) Illness Whilst On Long Service Leave 

In the event of an employee taking ill during a period of Long Service Leave, Hostplus 
will "rebate" the relevant period providing it is in excess of five (5) continuous days' 
Personal Leave and is supported by medical evidence. 

(g) Employment During Long Service Leave 

Employees must not engage in any paid employment whilst they are on Long Service 
Leave which would constitute a conflict of interest with their Hostplus employment.  
Any employee who engages in such employment will forfeit their right to payment for 
Long Service Leave for the period in which they are engaged in such employment.  If 
the employee has been paid in advance for their leave, they will repay to their 
employer that amount. 

(h) Cashing Out of Long Service Leave 

Subject to any limitation under applicable state or territory long service leave 
legislation, if an employee has an entitlement to long service leave under applicable 
state or territory long service leave legislation, then they may at their discretion 
request that part or all of their long service leave be cashed out.  Employees may 
make such a request only once in every twelve months of service. 

12.9 Annual Leave 

(a) Full-time, part-time and fixed term employees will be entitled to paid Annual Leave in 
accordance with the National Employment Standards.  
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(b) Any leave in excess of four (4) weeks shall be taken within three (3) months of it 
having accrued provided that by agreement between the employee and the relevant 
Manager, such leave may be deferred to a date to be agreed.  The total period of 
leave that may be deferred cannot exceed 8 weeks.  

(c) Hostplus may direct employees who have an excessive annual leave accrual balance 
to take leave and will work with the employee and manager to determine a mutually 
suitable time. Hostplus will not direct employees to take an amount of leave such that 
they are left with an amount less than 6 weeks’ leave. Excessive leave accrual is 
defined by an employee who has more than eight (8) weeks paid annual leave 
accrued.  

(d) An employee may elect to “cash out” any accumulated annual leave in excess of four 
(4) weeks.  Such a request must be made in writing by the employee to Hostplus, and 
payment will be calculated at the employee’s ordinary rate of pay applying at the date 
of the request.  

(e) Annual Leave is exclusive of any public holiday prescribed in this Agreement.  If any 
such holiday falls within an employee’s period of Annual Leave and is observed on a 
day which in the case of that employee would have been an ordinary working day, 
that day or days will be added to the employee’s period of Annual Leave. 

(f) Employees may take leave before it falls due by agreement with the relevant 
Manager.  Where leave is granted and taken before it falls due, a further period of 
Annual Leave will commence to accrue from the next anniversary date.  

(g) Where leave in excess of the amount of leave an employee has accrued is granted 
and taken in advance of its falling due, Hostplus will notify the employee and discuss 
how the overpayment will be repaid and attempt to reach an agreement with the 
employee on the terms of the repayment. If the employee’s employment is terminated 
before the full repayment of the overpaid leave, Hostplus  will discuss with the 
employee in order to reach a mutual agreement to ensure the full repayment is made.  

(h) Employees will be paid for all pays due during the period of Annual Leave before 
going on leave, provided that they may request the pays to continue to be deposited 
to their nominated bank account as part of the normal pay cycle.  Before going on 
Annual Leave, each employee will have the option to be paid the full salary for such 
leave in advance, provided that this Sub-clause will not apply to periods of less than 
five (5) working days. 

(i) The National Employment Standards and Hostplus policy provide further details 
regarding Annual Leave. 

(j) Annual Leave Loading  

Annual Leave Loading is incorporated into an Employee’s base rate of pay and as 
such it is not payable at the time an employee takes Annual Leave.  

(k) Limited Leave period 

(1) For operational reasons Hostplus may declare "limited leave period" (LLP). 
During an LLP employees will have limited access Annual Leave, Long 
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Service Leave and Flex Leave. Hostplus will not unreasonably apply such a 
restriction on leave which has been already approved.  

(2) Hostplus will seek to minimize LLP to ensure that wherever practicable 
employees will be able to access Annual Leave .  

(3) Where Hostplus intends to declare an LLP, it will be notified to staff at least 2 
months in advance.  

12.10 Leave Without Pay 

(a) After twelve (12) months continuous employment, employee shall be entitled to apply 
for up to 52 weeks leave without pay. 

(b) Such unpaid leave may be used for family reasons, full-time study, travel or any other 
purpose as agreed with Hostplus.  The employer undertakes to consider each and 
every application on its merits and in good faith. 

(c) If granted, the duration and timing of such leave shall be by agreement between the 
relevant Manager and the employee. 

12.11 Pay Averaging 

(a) Through a Pay Averaging arrangement, employees are able to increase the amount 
of leave available to them in a year by reducing their annual base salary.  The 
reduced salary (Pay Averaging Base Salary) is then paid in equal payments across 
the calendar year so that the employee does not go without a regular income whilst 
taking the additional leave. 

(b) An employee may apply to increase their Annual Leave entitlement by up to four (4) 
weeks.  When this occurs, the employee’s salary will be reduced by 1/52 for each 
week of extra leave.  All salary based entitlements and conditions will be based on the 
employee’s reduced salary. 

(c) Applications for Pay Averaging will be considered by the employee’s Manager and will 
be agreed, subject to there being no adverse impact on the operation of Hostplus. 

(d) Access to additional Annual Leave, via Pay Averaging, is subject to the following 
conditions:  

(1) Eligibility to apply in writing for Pay Averaging is available to all permanent 
employees, following completion of twelve (12) months continuous service. 

(2) There must be mutual agreement between the employee and their Manager 
when annual and averaged leave will be taken prior to any Pay Averaging 
arrangements being established. 

(3) If an employee’s combined accrued but untaken annual leave and long 
service leave entitlements exceed four (4) weeks, the employee will not be 
allowed to establish a Pay Averaging arrangement until their combined 
accrued but untaken annual leave and long service leave entitlements are 
less than four (4) weeks.. 
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(4) A employee must enter Pay Averaging for a complete twelve (12) month 
period.  Participation in Pay Averaging will be reviewed by the Manager and 
the employee upon the anniversary of the arrangement being made.  Pay 
Averaging is not transferable between employment roles and is subject to 
approval by the new Manager. 

(5) Management will seek to respond in writing to Pay Averaging applications 
within 30 days of receipt of the application. 

(6) An employee working under the pay averaging model of employment may 
request a reversion to standard employment conditions prior to the end of the 
agreed period, however this cannot be guaranteed to apply. 

(7) The Pay Averaging model of employment can only be introduced at an 
employee initiative and with the agreement of management. 

(e) Upon termination of employment, an employee’s termination entitlements will be 
calculated on a pro-rata basis reflecting the respective amounts of time the employee 
worked on the Pay Averaging model and a normal working mode.  

12.12  Community Service Leave 

(a) Community Service Leave; including jury service leave, shall apply in accordance with 
the provisions of the National Employment Standards 

(b) Hostplus values the importance of good corporate social responsibility and in 
positively supporting local communities. Hostplus will provide three (3) paid day per 
year at the employee’s ordinary rate of pay for the purposes of performing voluntary 
work for organisations whose values are not contrary to that of Hostplus. Applications 
will be considered and determined by the Group Executive PPC. 

(c) Community Service Leave does not accrue year on year. 

12.13 Blood Donor Leave 

An employee who wishes to donate blood will be given paid time off on full pay for the period 
of the absence for that purpose, subject to evidence of attendance being provided. 

12.14 Study & Examination Leave 

(a) Study Leave  

(1) Hostplus may grant to any employee paid leave to attend an approved course 
of study at a recognised educational institution which is likely to increase the 
efficiency, or enhance the potential, of the employee in the performance of 
their duties subject to the Group Executive, People, Performance & Culture’s 
and CEO’s discretion.  

(2) A employee may be granted sufficient paid leave to enable them to travel to 
and attend up to (five) 5 hours of lectures and tutorials per week, which 
cannot reasonably be attended outside of the employee's normal working 
hours.  
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(3) Provided that in the case of short courses or seminars or in special 
circumstances, Hostplus may grant additional leave with or without pay as it 
considers necessary.  

(b) Examination Leave  

An employee will be granted up to two (2) days paid leave for study and examination 
purposes per each unit of study that has previously been approved under Sub-
clause 12.4(a).  

12.15 Domestic Violence Leave 

(a) Hostplus recognises that employees may face situations of violence or abuse in their 
personal life that may affect their attendance or performance at work, or their health 
and safety. Hostplus is committed to providing support to employees who experience 
domestic violence. Any employee finding themselves in the situation of needing 
domestic leave is encouraged to talk to their Manager, Group Executive or the 
People, Performance & Culture department about the support available. 

(b) For the purposes of this clause, domestic violence refers to a pattern of coercive 
behaviours, which may include physical, psychological, sexual, economic and 
emotional abuse, in a close relationship, family or domestic situation.  

(c) General Measures 

(1) Proof of domestic violence may be required and can be in the form of a 
document issued by police, a court, a doctor, a district nurse, a maternal and 
child health care nurse, a counsellor, a psychologist, a family violence support 
service or a lawyer.  

(2) All personal information concerning domestic violence will be kept in a 
confidential manner.  

(3) Hostplus will designate domestic violence contact person/s in the People, 
Performance & Culture team and publicise their contact details.  

(d) An employee experiencing domestic violence in line with the definition in accordance 
with 12.15(b) will have access to twenty (20) paid days per calendar year for the 
purposes of attending medical appointments, preparing for and attending legal 
proceedings and other activities related to domestic violence. This leave will be in 
addition to any existing leave entitlements and may be taken as whole days or as part 
days. An employee must advise their manager as reasonably practical that they are 
taking the leave.  An employee who has exhausted their entitlement under this sub-
clause may apply for Special Leave under clause 12.4 of this Agreement.  

(e) In addition to the domestic violence leave entitlements set out in 12.15(d), an 
employee who meets the definition in accordance with 12.15(e) is entitled to request 
for a change in working arrangements, including change of hours or change of their 
work telephone number and / or email address to avoid contact with an alleged 
perpetrator, subject to the discretion of the Group Executive People, Performance & 
Culture.  Any dispute concerning such a refusal may be addressed by using the 
disputes procedure in this Agreement.  
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(f) An employee experiencing domestic violence will be advised of the Employee 
Assistance Program and/or other relevant local resources that may be available.  

12.16 Emergency Services Leave 

(a) Full-time or part-time employees who are members of an emergency services 
organisation may apply for up to three (3) days paid leave per annum to assist their 
emergency services organisation respond to an emergency.  Casual employees who 
are members of an emergency services organisation may apply for up to three (3) 
days unpaid leave per annum in the same circumstances. 

(b) When an employee requests access to the leave entitlements under this 
clause 12.16, they must provide Hostplus with: 

(1) evidence of their membership of an emergency services organisation; and 

(2) copies of correspondence from the emergency services organisation 
requesting the employee to attend an emergency. 

(c) Emergency services leave does not accrue from year to year. 

12.17 Gender Affirmation Leave & Other Supports 

(a) Full-time or part-time employees are entitled to apply for a maximum of 4 weeks’ paid 
gender affirmation leave for essential and necessary gender affirmation procedures, 
including preparation and recovery time associated with essential and necessary 
gender affirmation procedures.  

(b) Essential and necessary gender affirmation procedures may include:  

(1) medical or psychological appointments; 

(2) hormonal treatment appointments;  

(3) surgery and associated appointments; 

(4) appointments to alter the employee’s legal status such as passport 
interviews, name change appointments; 

For the avoidance of doubt, the above list is not intended to be an exhaustive list of 
essential and necessary gender affirmation procedures for which paid leave will be 
approved. 

(c) Hostplus may require an employee who has applied to take gender affirmation leave 
under clause 12.17(a) to provide evidence of their medical appointments associated 
with their gender affirmation.  Gender affirmation is different for each individual and 
the evidence to support a request for leave may not be the same in each 
circumstance. 

(d) Gender affirmation leave may be taken as consecutive, single or part days as agreed 
with the Employer. 

(e) Once an employee has exhausted their gender affirmation leave entitlements under 
clause 12.17(a), they will not be entitled to further paid gender affirmation leave but 
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may access their annual leave, flex leave, personal leave and long service leave 
entitlements for gender affirmation purposes subject to the terms of this Agreement. 

(f) The employee may request flexible work arrangements in accordance with company 
policy. 

(g) Subject to the employee’s obligation to provide evidence in accordance with clause 
12.17(c) in order to access paid leave under this clause 12.17 and Hostplus’s 
obligations under legislation, Hostplus understands the need for employees to 
maintain control over what, with whom, how and how much information is shared 
about their gender affirmation.  An employee who wishes to access leave under this 
clause 12.17 agrees that Hostplus will not be in breach of their rights of confidentiality 
and privacy by taking steps necessary to enable them to access the leave 
entitlements under this clause 12.17 and to keep proper records of that leave. 

(h) Employees who are undergoing gender affirmation may request to have their identity 
changed in Hostplus’s systems (such as their name, pronouns, gender and other 
related information), however Hostplus will not be obliged to change any pre-existing 
records relating to the employee because that would conflict with Hostplus’s 
obligations under the Act and other legislation. 

13. Public Holidays 

(a) Employees shall be entitled, without loss of salary, to all statutory or declared public 
holidays to apply to the whole of the State or Territory in which they reside. 

(b) A employee will be entitled to holidays on the following days: 

(1) New Year’s Day, Good Friday, Easter Saturday, Easter Monday, Christmas 
Day and Boxing Day; and 

(2) The following days, as prescribed in the relevant State and Territory: Australia 
Day, Anzac Day, Queen’s Birthday and Eight Hours’ Day or Labour Day; and 

(3) In addition to the holidays prescribed in Clauses 13(b)(1) and 13(b)(2), the 
following days will be observed as public holidays: 

State Holiday 

New South Wales August Bank Holiday 

Victoria Melbourne Cup Day 
Friday before the AFL Grand Final Day 

Queensland Brisbane Royal National Show Day 

South Australia Adelaide Cup Day 

Western Australia Foundation Day 

Tasmania Easter Bank Holiday  
Royal Hobart Regatta 
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State Holiday 

Royal Hobart Show 

Australian Capital Territory August Bank Holiday 

Northern Territory Picnic Day 

(4) Where a day is legislated, declared, proclaimed, gazetted or otherwise 
prescribed as a holiday in a State or Territory within a State or Territory in 
substitution for any of the days specified in Clauses 13(b)(1), 13(b)(2) and 
13(b)(3) that day will be the holiday for the purposes of this Agreement in lieu 
of the day specified. 

(c) The employer and an employee may agree to the employee taking an alternative day 
as a public holiday in lieu of the prescribed days in clauses 13(a) and (b). 

(d) An agreement pursuant to Clause 13(c) will be recorded in writing and be made 
available to the affected employee. 

(e) Where any holiday or day substituted thereof falls during a period of Annual Leave or 
Long Service Leave on a day of the week which is normally a working day for an 
employee, an extra day will be added to the Annual Leave or Long Service Leave of 
the employee concerned. 

14. Christmas/New Year Office Closure 

(a) Hostplus closes its offices between Christmas and New Year.  As a consequence full-
time employees are entitled to additional paid leave, without loss of Annual Leave 
credits, for a minimum of three (3) working days that fall between Christmas and New 
Year.  Part-time employees receive a pro-rata amount. 

(b) In the event that Hostplus requires an employee to work during this period, the 
employee will be entitled to substitute leave days in-lieu for those days worked 
between Christmas and New Year.  These substitute days may be taken at a time 
agreed between the employee and Hostplus. 

15. Employee Development and Training  

15.1 Introduction 

(a) Hostplus, the FSU and the ASU are committed to enhancing the career opportunities 
for employees and enhancing the opportunities for them to contribute to the success 
of the Fund through training and skill development.   

(b) The parties commit to providing all new employees with induction and job ready 
training within three (3) months of commencement, plus other training on a needs 
basis related to the Fund generally and their position in particular.  This induction 
training will be a base for further development, training and acquisition of experience 
in the role. 
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(c) The parties also commit to developing a highly skilled and flexible workforce through 
increased skill acquisition, providing employees with access to improved career 
opportunities.  

(d) Hostplus will conduct annual performance reviews each year, when performance 
objectives will be discussed and agreed with progress against these objectives being 
reviewed at least each six (6) months.  The outcomes from the performance review 
process will be the driver for individual employee development and training plans. 

15.2 Employee Training And Development Plans. 

Each employee along with their relevant manager will agree a training and development plan 
each year.  The plan will set out the timeframe and the details of training and career 
development opportunities including any relevant study, conferences, seminars or on-the-job 
development relevant to their role. 

15.3 External Study 

(a) Employees may apply for a course of study that may be relevant to their current 
position or future career with Hostplus. 

(b) Where applications are approved, employees will be eligible to access Study Leave 
as set out in Clause 12.14. 

(c) Hostplus will ensure that adequate staffing arrangements are made to allow 
attendance at pre-arranged lectures and for the purposes of examination leave. 

(d) Hostplus' Capability and Development Policy details the support to be provided to 
employee in undertaking external studies, as amended from time to time to reflect 
changing circumstances. 

15.4 Training Costs 

All appropriate costs of courses will be paid by Hostplus if the Group Executive, People, 
Performance & Culture agrees such training is relevant to Hostplus and/or to the development 
of employee for their jobs. 

16. Dispute Resolution 

(a) If a dispute arises about: 

(1) this Agreement; or 

(2) the NES provisions  

the parties to the dispute will attempt to resolve the dispute at the workplace level by 
discussions between the employee(s) and the relevant Manager. 

(b) As soon as is practicable after the dispute or claim has arisen, the employee will take 
the matter up with their Team Leader/Manager affording them reasonable opportunity 
to remedy the dispute or claim.  
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(c) Where the attempt at settlement has failed, or where the dispute or claim is of such a 
nature that a direct discussion between the employee and their immediate Team 
Leader/Manager would be inappropriate, the employee will immediately take the 
matter up with their next level Manager  

(d) If the matter remains unresolved in so far as either party is concerned, the Group 
Executive, People, Performance & Culture will be notified and will attempt to resolve 
the dispute or claim.  

(e) Where the previous steps have failed to resolve the matter or where the dispute or 
claim is of such a nature that a direct discussion between the employee and their 
Manager and/or the Group Executive, People, Performance & Culture would be 
inappropriate, the employee may notify a duly authorised representative of the FSU, 
the ASU or other employee nominated representative who, if the representative 
considers that there is some substance to the dispute or claim, will take the matter up 
directly with the employer.  

(f) If the matter cannot be resolved at the workplace level, a party or their representative 
may refer the dispute to the FWC for resolution using any of its powers.  This includes 
the power to arbitrate any dispute. 

(g) Notwithstanding the previous steps, an employee may contact a representative of 
their choice for advice or representation at any stage of the procedure.  Hostplus will 
recognize the representative for all purposes involved with the resolution of the 
dispute. 

(h) The parties to the dispute and their representatives must act in good faith in relation 
to the dispute. 

(i) Without prejudice to either party, all work will continue in accordance with the status 
quo as it existed prior to the dispute while the matters in dispute are being dealt with 
in accordance with this Clause.  

(j) The parties to the dispute agree to be bound by a decision made by the FWC in 
accordance with this term. 

(k) None of the above procedures shall restrict a party to a dispute (or their 
representative) from referring a dispute to the FWC for resolution at any stage.  

(l) A decision that the FWC makes when arbitrating a dispute is a decision for the 
purpose of Div 3 of Part 5.1 of the Act.  Therefore, an appeal may be made against 
the decision. 

17. Notice of Termination 

17.1 Notice Of Termination By Hostplus 

(a) In order to terminate the employment of an employee, Hostplus will provide notice to 
terminate employment consistent with the employee’s employment contract and in 
consideration of the minimum requirements under the Act or its replacement. 
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(b) In addition to the notice in Clause 17.1(a), employees over 45 years of age at the time 
of the giving of the notice with not less than two (2) years continuous service, are 
entitled to an additional week's notice. 

(c) Payment in-lieu of the prescribed notice in Clauses 17.1(a) and 17.1(b) must be made 
if the appropriate notice period is not required to be worked. Provided that 
employment may be terminated by the employee working part of the required period 
of notice and by the employer making payment for the remainder of the period of 
notice. 

(d) The required amount of payment in-lieu of notice must equal or exceed the total of all 
amounts that, if the employee’s employment had continued until the end of the 
required period of notice, the employer would have become liable to pay to the 
employee because of the employment continuing during that period.  

(e) The period of notice in this Clause does not apply: 

(1) in the case of dismissal for serious misconduct; or 

(2) to employees engaged for a specific period of time or for a specific task or 
tasks; or 

(3) to trainees whose employment under a traineeship agreement or an approved 
traineeship is for a specified period or is, for any other reason, limited to the 
duration of the agreement; or 

(4) to casual employees. 

17.2 Notice Of Termination By An Employee  

(a) The notice of termination required to be given by an employee is the same as that 
required of the employer in accordance with Clause 17.1, plus any additional notice 
as required in the employee’s employment contract with Hostplus. 

(b) If an employee fails to give the notice specified in Clause 17.2(a) the employer has 
the right to withhold monies due to the employee up to a maximum amount of one 
weeks’ pay. 

18. Redundancy, Redeployment and Retrenchment 

18.1 Definitions 

Business includes trade, process, business or occupation and includes part of any such 
business. 

Comparable position means a position that is at the same or higher job Level and salary.  It 
may mean a change in duties if the change is not significant enough to be unreasonable in 
the circumstances of the employee's skill and ability, but also having regard to the training 
opportunities available to the employee.  It is at the same location or at another location that is 
in reasonable commuting distance. 

Redundancy means a situation where the work being done by an employee, or the major 
portion of it, is no longer required to be done in that location as a result of re-organisation, 
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changed business practice, technological change, downturn in business or outsourcing of that 
function. 

Retrenchment means the situation where an employee ceases employment with the 
employer by reason of redundancy and is not engaged by any outsourcing organisation. 

Redeployment means the appointment of an employee to a permanent position that is suited 
to the employee’s education, training and experience either with Hostplus or with any 
outsourcing organisation. 

Transmission includes transfer, conveyance, assignment or succession whether by 
agreement or by operation of law and transmitted has a corresponding meaning. 

18.2 Principles 

(a) Any realignment of Hostplus’ workforce will be consistent with business objectives. 

(b) Redundancy will only arise from the elimination, outsourcing or restructuring of work, 
not the performance of individual employees. 

(c) Retrenchments will only occur after all reasonable redeployment options for placing 
surplus employees have been exhausted. 

(d) A position shall be declared redundant solely at the discretion of Hostplus. 

(e) The provisions of this Clause exclude: 

(1) employees terminated as a consequence of serious misconduct that justifies 
dismissal without notice; 

(2) probationary employees; 

(3) apprentices; 

(4) trainees; 

(5) fixed-term employees engaged for a specific period of time or for a specified 
task or tasks; and 

(6) casual employees. 

18.3 Redeployment 

(a) Hostplus will make all reasonable efforts, including retraining, to deploy elsewhere in 
the business those employees who are in positions that have been identified as 
redundant.  In so doing, maximum advantage would be taken of natural attrition and 
the curtailment of recruitment wherever practicable.  However it is noted that the small 
size of Hostplus significantly limits the opportunities for redeployment within the Fund. 

(b) The employees who are considered for redeployment will make all reasonable efforts 
to participate in processes such as assessment and retraining to maximise their 
redeployment opportunities. 
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(c) Where an employee is being considered for redeployment and has no prior 
experience in, or apparent suitability for work in an area, this will not be used as 
sufficient reason alone for filling a vacancy in such an area from elsewhere.  
Retraining will be seriously considered where appropriate to equip the employee to 
perform the alternative job where it is appropriate and possible in an acceptable 
timeframe. 

(d) Offers of redeployment shall be made in writing to the employee stating the location, 
job level, remuneration, benefits, job description, transfer details and whether the 
position is considered to be comparable by Hostplus. 

(e) Employees will be given two (2) weeks to consider the offer of redeployment to a non-
comparable position and one (1) week for a comparable position. 

(f) If an employee accepts redeployment to a non-comparable position, a two (2) month 
trial period in the new position will be put in place.  Should either the employee or 
Hostplus find that the role is unsuitable the employees service will be terminated 
without loss of entitlement to retrenchment payments, calculated to the date when 
service actually ends, except that in the case of termination due to serious 
misconduct, no retrenchment payments in accordance with Clauses 18.4 and 18.5 will 
be payable. 

(g) If the employee is offered redeployment to a comparable position, it is expected that 
the employee will accept the offer.  If, however, the employee declines the offer, the 
employee’s employment will be terminated as a result of redundancy but no 
retrenchment payments in accordance with Clauses 18.4 and 18.5 will be payable. 

(h) If an employee is offered and accepts a position which involves relocation away from 
the city in which the employee previously resided then reasonable relocation costs will 
be met by the Fund. 

(i) Where an employee is transferred to lower paid duties by reason of redundancy the 
same period of notice must be given as the employee would have been entitled to if 
the employment had been terminated and the employer may at the employer's option, 
make payment in-lieu thereof of an amount equal to the difference between the 
former ordinary rate of pay and the new ordinary time rate for the number of weeks of 
notice still owing. 

18.4 Notice Of Termination 

(a) Employees to be retrenched will be given the maximum practical forewarning of their 
retrenchment and the specific retrenchment date.  No employee will be given less 
than eight (8) weeks’ period of notice in writing.  

(b) Payment in lieu of all or part of the prescribed notice in Sub-clause 18.4(a) must be 
made by Hostplus only if all or part of the appropriate notice period is not required to 
be worked. 

(c) Hostplus will establish or access appropriate counselling and information procedures 
for employee not internally redeployed or placed in other organisations. 

(d) An employee who has been given formal notice of retrenchment and wishes to resign 
prior to the specified date of retrenchment may elect to resign at an earlier date whilst 
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maintaining the full notice period entitlements provided that Hostplus is in agreement, 
or resign at an earlier date by providing two (2) weeks’ notice.  In this event the 
employee would forego the balance of their notice period entitlements. 

18.5 Severance Payment 

(a) An employee whose employment is terminated by reason of redundancy is entitled to 
the following amount of severance pay in respect of a period of continuous service: 

(1) salary in lieu of notice in accordance with Clause 18.4(a), plus 

(2) three (3) weeks salary for each completed year of service, plus  

(3) one (1) additional week of salary if the employee has only completed one (1) 
full year of service, but less than two (2) full years of service, with Hostplus at 
the time their employment is terminated on the grounds of redundancy; plus 

(4) a pro-rata payment for each completed month of service in the final year of 
service. 

(b) All severance payments will be calculated to be no less than requirements under the 
Act. 

(c) The minimum payment shall be the equivalent of twelve (12) weeks salary. 

(d) The maximum payment shall be the equivalent of 104 weeks’ salary. 

(e) An employee who has transferred from full-time to part-time employment or vice 
versa, will have his or her retrenchment payments paid on a pro-rata basis on the 
actual time worked in each mode using the employee’s current salary. 

(f) In addition to the payments described above, a retrenched employee will be paid 
Annual Leave accrued, but not yet taken and Long Service Leave accrued, but not yet 
taken in accordance with the provisions of this Agreement. 

(g) If a employee has accepted an offer of employment from Hostplus which requires the 
employee to move interstate and the employee is retrenched within two (2) years of 
such a move, Hostplus will pay reasonable moving expenses to enable a return to the 
city of origin. 

18.6 Transmission of business 

(a) The provisions of clause 18.5 are not applicable where a business is before or after 
the date of this Agreement, transmitted from Hostplus to a new employer (in this Sub-
clause called the New Employer), where the employee accepts employment with the 
New Employer, which offers the employee terms and conditions substantially similar 
to, and, considered on an overall basis, no less favourable than, the employee's 
terms and conditions of employment with Hostplus.  

(b) If Hostplus transmits all or part of its business to a New Employer, and as a 
consequence an employee’s role is made redundant, they cannot reasonably be 
redeployed to another role within Hostplus, but have been offered employment by the 
New Employer on terms and conditions substantially similar to, and, considered on an 
overall basis, no less favourable, the employee may opt to have their employment 
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terminated by Hostplus and be paid any severance entitlement payable to them under 
this Agreement instead of accepting the offer of employment from the New Employer. 

(c) The Commission may vary Clause 18.6(a) if it is satisfied that this provision would 
operate unfairly in a particular case. 

18.7 Redundancy Disputes 

Redundancy disputes will be managed in accordance with the provisions of Clause 16.  

18.8 Job Search Entitlement 

Where the employer has given notice of termination to an employee, an employee shall be 
allowed up to one (1) days’ time off, without loss of pay for the purpose of seeking other 
employment. The time off shall be taken at times that are convenient to the employee after 
consultation with the employer. 

19. Workplace Health, Safety and Well-Being 

19.1 Objective 

The parties to this Agreement are committed to achieving healthier and safer jobs through 
workplace changes aimed at improved efficiency and productivity. This will be accomplished 
by establishing a comprehensive approach to managing workplace health and safety issues 
which aims to control hazards at source, to reduce the incidence and costs of workplace injury 
and illness and to provide a rehabilitation system for workers affected by workplace injury or 
illness. 

19.2 Consultation 

Consultative mechanisms will be established to address workplace health, safety and well-
being issues. Such mechanisms will include the appointment of health and safety 
representatives who will represent fellow workers in negotiations on health and safety 
matters. A Workplace Health, Safety & Well-being (WHSW) committee shall be established to 
develop relevant policies. 

19.3 Training 

The union, employee and Hostplus shall agree on a workplace based WH&S training program 
designed to suit the needs of Hostplus and its employees. 

19.4 Workplace Health, Safety and Wellbeing Program 

(a) Hostplus shall institute procedures for collecting information on the nature of hazards 
and incidence of injury which includes an internal system for reporting, recording and 
investigation of incidents, injuries and illness and the routine analysis of injury, illness 
and incident data. 

(b) Regular workplace inspections shall be carried out by the WHSW Committee 
members. 

(c) Hostplus shall take prompt action to deal with any health and safety problems. 
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20. Consultation and Communication 

20.1 Representation 

Employees may appoint a representative for the purposes of the procedures in this clause 20.  
Hostplus must recognise an employee’s representative if: 

(a) the employee appoints a representative for the purposes of consultation; and 

(b) the employee advises Hostplus of the identity of the representative. 

20.2 Major Change 

(a) As soon as practicable after making a definite decision to introduce a major change to 
production, program, organisation, structure or technology in relation to its enterprise 
that is likely to have a significant effect on employees, Hostplus will: 

(1) notify the employees of the decision; 

(2) discuss with the employees the introduction of the change, the effect the 
change is likely to have on the employees and the measures that Hostplus is 
taking to avert or mitigate the adverse effect of the change on the employees; 

(3) for the purposes of the discussion—provide, in writing, to the employees all 
relevant information about the change including the nature of the change 
proposed, information about the expected effects of the change on the 
employees; and any other matters likely to affect the employees. 

(b) In this clause 20, a major change is likely to have a significant effect on employees if 
it results in: 

(1) the termination of the employment of employees; or 

(2) major change to the composition, operation or size of Hostplus’ workforce or 
to the skills required of employees; or 

(3) the elimination or diminution of job opportunities (including opportunities for 
promotion or tenure); or 

(4) the alteration of hours of work; or 

(5) the need to retrain employees; or 

(6) the need to relocate employees to another workplace; or 

(7) the restructuring of jobs. 

(c) If a term in this Agreement provides for a major change to production, program, 
organisation, structure or technology in relation to the enterprise of Hostplus, the 
requirements set out in clauses 20.1 and 20.2 do not apply. 
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20.3 Change to regular roster or ordinary hours of work 

When Hostplus proposes to introduce a change to an employee’s regular roster or ordinary 
hours it will: 

(a) discuss the introduction of the change with the employees; 

(b) for the purposes of the discussion—provide, in writing, to the employees all relevant 
information about the change including the nature of the change proposed, 
information about the expected effects of the change on the employees; and any 
other matters likely to affect the employees. 

(c) invite those employees to give their views about the impact of the changes (including 
any impact in relation to their family and caring responsibilities). 

20.4 Genuine and prompt consideration 

Hostplus must give prompt and genuine consideration to matters raised about a major change 
or changes to a regular roster or ordinary hours of work by the employees and consult in good 
faith in relation to a major change. 

20.5 Confidential Information 

Hostplus is not required to disclose confidential or commercially sensitive information to the 
employees in order to comply with this clause 20. 

21. Union Rights 

21.1 Rights of Entry or Access 

An official of the FSU or the ASU may enter Hostplus premises, having given Hostplus 
24 hours prior notice, for any purpose connected to the exercise of their duties, including: 

(a) consultation with employees covered by the Agreement about their rights and 
obligations under the Agreement; 

(b) consultation with employees covered by the Agreement about the operation of the 
Agreement; 

(c) to deal with disputes arising under the Agreement; 

(d) consultation with employees about the negotiation of a replacement Agreement; 

(e) to participate in induction meetings for new employee of Hostplus; and 

(f) for any other purpose connected to the work of the employee covered by this 
Agreement, or the relationship between the FSU and/or the ASU, and Hostplus. 

However, nothing in this Clause provides the FSU or the ASU with a right to enter premises 
contrary to Section 194(f) or (g) of the Fair Work Act. 
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21.2 FSU and/or ASU Workplace Representatives  

To facilitate a consultative and co-operative approach to employee relations within the 
workplace, employees who have been duly appointed as FSU or ASU Workplace 
Representatives by the FSU or ASU Local Executive Secretary will be allowed reasonable 
and sufficient time and reasonable facilities during working hours to enable them to attend to 
their duties as Workplace Representative, including: 

(a) representing members in enterprise bargaining; 

(b) representing the interests of members to the employer and industrial tribunals; 

(c) consulting with union members and other employee concerning enterprise agreement 
negotiations; 

(d) participating in the operation of the union; 

(e) attending union education; and 

(f) addressing new employees about the benefits of union membership at the time that 
they enter employment. 

21.3 Trade Union Training Leave 

(a) FSU and/or ASU workplace representatives, with approval of the union and upon 
application in writing, shall be entitled to attend trade union training and attend 
courses conducted by an approved training provider, that are designed to provide 
skills and competencies that will assist the delegate or workplace representative 
contribute to the prompt resolution of disputes and or grievances in the workplace.  
Subject to Executive Management approval, an FSU or ASU workplace 
representative is entitled to two (2) days paid leave in any calendar year for the 
purpose of attending such training.  

(b) The application to the employer must be in writing, include the nature, content and 
duration of the course to be attended, and normally be provided with 14 days’ notice 
of the proposed training. 

(c) The granting of leave pursuant to this Clause shall be subject to the employer being 
able to make adequate staffing arrangements amongst current employees during the 
period of such leave.  The employer shall not use this Sub-clause to avoid an 
obligation under this Clause. 

(d) Leave of absence granted pursuant to this Clause shall count as service for all 
purposes of this Agreement. 

(e) Each employee on leave approved in accordance with this Clause shall be paid all 
ordinary time earnings.   

(f) All expenses (such as travel, accommodation and meals) associated with or incurred 
by the employee attending a training course as provided in this Clause shall be the 
responsibility of the employee or the union. 

(g) An employee may be required to satisfy the employer of attendance at the course to 
qualify for payment of leave. 
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(h) An employee granted leave pursuant to this Clause shall, upon request, inform the 
employer of the nature of the course attended and their observations on it. 

(i) In the event of a disagreement arising from the outcome of this Clause, the matter 
may be settled using the dispute settlement procedures of the Agreement. 

21.4 Industrial leave 

(a) Where an FSU or ASU member holds an honorary official position in the FSU or ASU, 
Hostplus understands that there may be additional duties which may include 
attendance at FSU or ASU conferences, Enterprise Council or Executive Committee 
meetings.  Reasonable additional leave will be made available for anyone who holds 
an honorary official position provided it can be accommodated by Hostplus taking into 
account the number of honorary officials employed by Hostplus relative to the size of 
Hostplus workforce in the relevant state.  This additional paid leave is capped at the 
equivalent of one (1) day per calendar month. 

(b) The FSU and/or ASU will provide written notification if any FSU or ASU member holds 
an honorary position and the extent of time required to carry out their duties. 

(c) Leave of absence granted pursuant to this Clause, shall count as service for all 
purposes of this Agreement. 

(d) Each employee on leave approved in accordance with this Clause, shall be paid all 
ordinary time earnings.   

22. Individual Flexibility Agreement 

(a) An employer and employees covered by this Agreement may agree to make an 
individual flexibility arrangement to vary the effect of terms of the Agreement if: 

(1) the Agreement deals with one (1) or more of the following matters: 

(A) arrangements about when work is performed;  

(B)  overtime rates; 

(C)  penalty rates; 

(D)  allowances;  

(E)  remuneration including superannuation; and  

(F) leave.  

(2) the arrangement meets the genuine needs of the employer and employee in 
relation to one (1) or more of the matters mentioned in Clause 22(a)(1); and 

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

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

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

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

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

(1) is in writing; and 

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

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

(4) includes details of:  

(A) the terms of the Agreement that will be varied by the arrangement; 
and 

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

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

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

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

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

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

(2) if the employer and employee agree in writing at any time. 
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2022. 

2022. 

Execution 

Dated this    day of  

Signed for and on behalf of Host-Plus Pty Limited. 

David Elia 
Chief Executive Officer 
Host-Plus Pty Limited  
114 William Street 
Melbourne VIC 3000 

Dated this    day of  

Signed for and on behalf of the Finance Sector Union of Australia. 

Name of signatory for FSU:    

Authority to sign on behalf of FSU: 

Finance Sector Union of Australia  
341 Queen Street 
Melbourne VIC 3000 
Authorised under Rule 61 of the FSU’s rules to sign industrial agreements. 

Dated this day of 2022 

Name of signatory for ASU:    

Authority to sign on behalf of ASU: 

Australian Municipal, Administrative, Clerical and Services Union 
Ground Floor, 116 Queensberry Street, 
Carlton South VIC 3053 

21st December

Julia Angrisano, FSU National Secretary
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Schedule 1 

1. Workers Compensation make-up pay 

1.1 For the purpose of this clause the following definitions will apply: 

(a) The Act or the Workers Compensation Act will mean the legislation applicable in the 
State or Territory of employment relating to the payment of compensation to workers 
for injuries arising out of or in the course of their employment. 

(b) Compensation will mean the weekly payment for total or partial incapacity received by 
an employee in accordance with the Act. 

(c) Incapacity will mean total incapacity or partial incapacity within the meaning of the Act 
and arising from an injury covered by this clause. 

(d) Injury will be given the same meaning and application as applying under the Act and 
no injury will result in the application of this clause unless an entitlement exists under 
the Act. 

(e) Make-up pay will mean a weekly payment of an amount representing the difference 
between the amount of compensation received by an employee and their ordinary 
salary rate. 

(f) Salary will mean the salary payable to which an employee is entitled in accordance 
with Clause 9, of this Agreement for working ordinary time and will not include 
overtime payments, shift allowances or any other allowances whether prescribed by 
the Agreement or not. 

(g) Payment of the week will mean where an employee is receiving make-up pay and 
such pay is payable for incapacity for part of a week the amount will bear the same 
ratio to make-up pay for the full week that normal working time during such part bears 
to the employee’s full normal working week. 

1.2 Subject to the terms of this Clause, an employee covered by this Clause will, upon receiving 
payments of compensation and continuing to receive such payments in respect of incapacity 
within the meaning of the Act be paid make-up pay by the employer (which liability may be 
discharged by another person on its behalf). Provided that: 

(a) The liability of the employer to pay make-up pay in accordance with this clause will 
arise as at the date of the incapacity in respect of which compensation is payable; 
and 

(b) Make-up pay will only be payable to an employee whilst such employee remains in 
the employment of the employer by which they were employed at the time of the 
injury giving rise to incapacity and then only for such period as the employee receives 
a weekly payment under the Act. 

1.3 Make-up pay will only be payable for a maximum period or aggregate of period in no case 
exceeding a total of 26 weeks in respect of incapacity arising from any one injury. 

1.4 Nothing in this Clause will require an employer to insure against its liability for make-up pay. 
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1.5 The right to be paid make-up pay will terminate on the death of any employee entitled thereto. 

1.6 An employee will not be entitled to payment of make-up pay in respect of any period of other 
paid leave of absence. 

1.7 An employee who claims to be entitled to receive make-up pay will give notice in writing of the 
injury and will provide in writing any other information required by the Act to be furnished in 
order to establish an entitlement to compensation in accordance with the Act provided that 
such notice and information as required may be given by a representative of the employee 
claiming entitlement to make-up pay. 

1.8 In order to receive entitlement to make-up pay an employee will conform to the requirements 
of the Act as to medical examinations. 

(a) Where in accordance with the Act a medical referee gives a certificate as to the 
condition of the employee and their fitness for work or specifies work for which the 
employee is fit and such work at the employee’s normal salary is made available by 
the employing employer and refused by the employee , or the employee fails to 
commence the work, make-up pay will cease from the date of such refusal or failure. 

1.9 A employee who has suffered injury for which the employee is receiving payment or payments 
for incapacity in accordance with the provisions of the Act will furnish evidence to the 
employer of such payments and compliance with this obligation will be a condition precedent 
to any entitlement under this clause. 

(a) A employee receiving or who has received make-up pay will advise their employer of 
any action instituted or any claim made for damages. Further, the employee will, if 
required, authorise the employer to obtain information as to the progress of such 
action or claim from the employee’s solicitors and will if required provide an authority 
to the employer entitling the employer to a change on any money payable pursuant to 
any verdict or settlement on that injury. 

(b) Where an employee obtains a verdict for damages against the employer or is paid an 
amount of money in settlement of any claim for damages that has been made against 
the employer in respect of injury for which such employee has received make-up pay 
the employer’s liability to pay make-up will cease from the date of such verdict; 
provided that if the verdict for damages is not reduced either in whole or in part by the 
amount of the make-up pay made by the employer the employee immediately upon 
payment of such verdict or amount in settlement will pay to the employer any amount 
of make-up pay already received in respect of that injury by which the verdict has not 
been so reduced. 

(c) Where an employee obtains a verdict for damages against a person other than the 
employer or is paid an amount of a money in settlement of any claim for damages that 
has been made against such person in respect of any injury for which the employee 
has received make-up pay the employer’s liability to pay make-up will cease from the 
date of such verdict; provided that if the verdict for damages is not reduced in whole 
or in part by the amount of make-up pay made by the employer the employee will pay 
to the employer any amount of make-up pay already in respect of that injury by which 
the verdict has not been so reduced. 
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1.10 Where there is a redemption of weekly compensation payments by the payment under the 
respective Act of a lump sum, the employer’s liability to pay make-up pay will cease as from 
the date of such redemption. 

1.11 Nothing in this Clause will affect the right of an employer to terminate the employment of an 
employee and the employer’s liability under this clause will cease from the date of such 
termination. Provided that the employee will only be terminated in accordance with the Act. 
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Schedule 2 – Workers Eligible for Supported Wage 

1. Workers eligible for a supported wage 

1.1 This Clause defines the conditions which will apply to employee who because of the effects of 
a disability are eligible for a supported wage under the terms of this Agreement. In the context 
of this clause, the following definitions will apply: 

(a) Supported wage system means the Commonwealth Government system to promote 
employment for people who cannot work at full Agreement wages because of a 
disability, as documented in Supported Wage System: Guidelines and Assessment 
Process. 

(b) Accredited 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. 

(c) 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, as amended from time to time, or any successor to that scheme. 

(d) Assessment instrument means the form 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. 

1.2 Eligibility criteria 

(a) Employees covered by this Clause 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 Agreement, because of the effects of a disability on 
their productive capacity and who meet the impairment criteria for receipt of a 
disability support pension. 

(b) The Clause 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 Agreement relating to the rehabilitation of employees who are 
injured in the course of their current employment. 

(c) This Agreement does not apply to employers in respect of their facility,  programme, 
undertaking, service or the like which receives funding under the Disability Services 
Act 1986 and fulfils the dual role of service provider and sheltered employer to people 
with disabilities who are in receipt of or are eligible for a Disability Support Pension, 
except with respect to an organisation which has received recognition under s.10 or 
s.12A of the Disability Services Act, or if a part only has received recognition, that 
part. 

1.3 Supported wage rates 

(a) Employee to whom this Clause applies will be paid the applicable percentage of the 
minimum rate of pay prescribed by this Agreement for the class of work which the 
person is performing according to the following schedule: 
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Assessed capacity (13.3.4) % of prescribed award rate * 

10%* 10% 

20% 20% 

30% 30% 

40% 40% 

50% 50% 

60% 60% 

70% 70% 

80% 80% 

90% 90% 

(b) Provided that the minimum amount payable will be not less than $66 per week and as 
varied by the relevant wage-setting tribunal/body. 

(c) Where a person's assessed capacity is 10%, they will receive a high degree of 
assistance and support. 

1.4 Assessment of capacity 

For the purpose of establishing the percentage of the Agreement rate to be paid to an 
employee under this Agreement, the productive capacity of the employee will be assessed in 
accordance with the supported wage system and documented in an assessment instrument, 
by either: 

(a) the employer and the union party to this Agreement, in consultation with the 
employee, or, if desired by any of these; 

(b) the employer and an accredited assessor from a panel agreed by the parties to this 
Agreement and the employee. 

1.5 Lodgement of assessment instrument 

(a) All assessment instruments under the conditions of this Clause, including the 
appropriate percentage of the wage under this Agreement to be paid to the employee, 
will be lodged by the employer with the Registrar of Fair Work Australia. 

(b) All assessment instruments will be agreed and signed by the parties to the 
assessment, provided that where the union which is a party to this Agreement, is not 
a party to the assessment, it will be referred by the Registrar to the union by certified 
mail and will take effect unless an objection is notified to the Registrar within ten 
working days. 
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1.6 Review of assessment 

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

1.7 Other terms and conditions of employment 

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

1.8 Workplace adjustment 

An employer wishing to employ a person under the provisions of this Clause will 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. 

1.9 Trial period 

(a) 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 Clause for a trial period 
not exceeding twelve weeks, except that in some cases additional work adjustment 
time (not exceeding four weeks) may be needed. 

(b) During that trial period the assessment of capacity will be undertaken and the 
proposed wage rate for a continuing employment relationship will be determined. 

(c) The minimum amount payable to the employee during the trial period will be no less 
than $64 per week. 

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

(e) 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 1.4. 
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Schedule 3 – Classification Structure – Work Level Descriptors 

LEVEL 5 

Level Profile 

Administrative, support and service roles that undertake a range of well defined tasks within the work 
area. 

Level Features 

• positions at this level typically perform well-defined tasks or activities with limited instruction or 
guidance, though tasks should be performed within specified guidelines. 

• positions perform a range of integrated tasks involved in administrative support and may 
provide general support to a range of personnel. 

• typical contacts for positions within this level would be internal to Hostplus.  The purpose of 
most communications would be to identify needs and convey factual information. 

• most work situations are recurring and problems can be solved by applying basic 
principles/procedures and established practices.  Some positions at this level may need to 
choose alternative courses in order to reach a decision. 

• proficiency at this level can be gained through repetition of tasks and experience on the job. 

• guidance is readily available for any complex or new issues. 

• positions at this level typically provide a service or information that is used by others in the 
completion of their tasks, and may require some degree of basic explanation or definition. 

• typically, positions at this level have little accountability regarding the processes and 
procedures used to complete the work, though they generally have some degree of 
accountability for the delivery of the service provided. 

• for specific positions incumbents will be required to have a generic knowledge of the 
economic environment, operations of financial markets and financial product knowledge.   

• superannuation specialist knowledge and qualifications are necessary for “customer facing” 
roles and for those positions interacting with employers and members. 

• occupants of designated positions will be required to undergo continuing professional 
development. 

Skills and Experience 

• advanced secondary school education and possibly vocational training. 

• knowledge of relevant procedures, guidelines and instructions relating to the tasks performed. 

• experience in operating and maintaining a range of equipment and office systems. 

• an understanding of relevant work area’s systems and processes. 
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LEVEL 6 

Level Profile 

Experienced administrative roles that provide specialist team and member support and/or co-ordinate 
a range of tasks. 

Level Features 

• the capacity to apply advanced clerical/administrative/secretarial skills and knowledge is 
required to document procedures. 

• a common theme typically applies to the problems, processes and way work is delivered at 
this level.  A typical sequence of events may  include: 

• gathering information 

• assessing content 

• presenting written information 

• completing routine processes 

• work scheduling 

• resourcing 

• positions at this level may be required to obtain the co-operation of others to comply with 
administrative requirements.  Positions may also be required to provide information to 
members and employers on a course of action appropriate to their needs and consistent with 
policies and guidelines. 

• there are well defined number of methods, techniques or processes which may be used in 
completing the work and a requirement to determine the position’s own work program within 
established priorities. 

• positions interpret well-established procedures, precedents and guidelines in order to 
distinguish between alternate courses of action. 

• positions at this level typically have some independence in achieving prescribed goals.  They 
balance day-to-day priorities, modify processes, diagnose problems and initiate rectification. 

• positions at this level may exercise a degree of discretion and choice in the manner in which 
they provide a service.  General guidelines, procedures, policies and regulation but require 
interpretation and application to specific events/activities. 

Skills and Experience 

• advanced secondary school education and vocational training plus significant work 
experience 

• a broad understanding of the work area and internal processes 
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• administrative, commercial or operational experience 

  

LEVEL 7 

Level Profile 

Base level professional and administrative leadership positions that provide sound advice and 
recommendations or enhance and redefine administrative practices within strict guidelines.  First level 
supervisory roles in operational areas. 

Level Features 

• positions at this level are typically base level professional positions, or may lead small-
medium teams of similar disciplines and interchangeable skills and instruct and organise the 
work of other employees, or to provide advice and guidance to entry level positions. 

• positions perform a range of varied, yet integrated tasks.  A common theme typically applies 
to the projects, problems, processes and way work is delivered at this level. 

• positions at this level require the ability to obtain co-operation or assistance in the 
administration of well-defined activities.  As well as exchanging information, position 
incumbents communicate with counterparts in other business units, subordinates, peers and 
management and/or external clients.  This is done to discuss commercial or administrative 
issues, obtain information, resolve problems, reach agreement on overall plans or schedules, 
or gain co-operation to participate in an activity. 

• position objectives, procedures and operating standards are clearly defined through 
guidelines and requirements, and through recognised techniques and methods associated 
with the discipline concerned.  Application of professional standards, education and training, 
established procedures and recognised techniques would occur.  Typical tasks could include: 

• investigation 

• analysis 

• diagnosis 

• identification of the most reliable intervention 

• mapping a course of action 

• identifying others in the delivery of a solution 

• alternative courses of action exist and may be followed, though the influences to be taken into 
account when assessing each course of action are few and effective choice can be readily 
learned. 

• administrative leadership roles may enhance or redefine operational practice within policy or 
regulatory guidelines, and may be called upon to resolve more complex operational problems 
without reference to higher levels. 
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• professional positions at this level are expected to provide sound advice and 
recommendations which influence the decisions made by others, including supervisors and 
peers, in the monitoring, development and delivery of major programs.  The general quality of 
the advice is monitored by others and there are typically several other equally sound sources 
of advice within the organisation, or well defined policy and practices covering most issues. 

• typically, positions at this level exercise a degree of discretion and choice in the manner in 
which they provide a service.  General guidelines, procedures, policies and regulation may 
apply but require interpretation and application to specific events/activities. 

Skills and Experience 

• a degree or equivalent qualifications, or extensive subject matter knowledge with broad 
experience 

• knowledge of relevant legislation, policies and procedures 

• extensive experience in relevant specialised area, with some experience in leading or 
coaching entry level support positions 

  

LEVEL 8 

Level Profile 

Professional roles and/or lower level management roles that may provide authorative advice and 
solutions, team planning, or resource management within agreed operational and corporate 
parameters.  Positions may manage a specific operational function or provide specialist advice within 
Hostplus.  

Level Features 

• positions at this level require proficiency in applying established professional or commercial 
disciplines.  Positions at this level would typically have several years of experience and 
involvement in a range of challenging projects and/or coaching from specialist or senior 
managerial employees.  Management positions would have many years’ experience in work 
planning, scheduling, evaluation of area outcomes, designing work practices and managing 
workflows and the quality of work produced. 

• worked performed by positions at this level typically focused on one particular area of the 
business unit, though work must be co-ordinated with other activities performed within the 
business unit and across the business generally. 

• positions at this level require the ability to obtain co-operation or assistance in the 
administration of well-defined activities and/or to influence others in the achievement of set 
objectives.  As well as exchanging information, position incumbents communicate with 
counterparts in other business units, subordinates, peers and management and/or external 
clients.  This is done to discuss commercial issues, resolve problems, reach agreement on 
overall plans and schedules, or gain co-operation to participate in an activity. 

• positions at this level are typically expected to adapt or modify the techniques and processes 
used to perform the work, in order to meet requirements.  Some positions at this level may be 
required to develop or modify specific operational methods, policies, practices or standards. 
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• problem resolution is a relatively frequent requirement for positions at this level.  However, the 
types of issues resolved are typically recurrent and problem resolution can generally be 
achieved within existing organisational and professional knowledge and experience. 

• positions at this level are expected to provide sound advice and recommendations to 
counterparts in other business units, subordinates, supervisors and peers regarding the 
monitoring, development and delivery of specific projects. 

• for professional positions, the general quality of the advice is monitored by others and the 
more difficult decisions are discussed with managers/experts. 

• positions at this level provide advice within the constraints of policy guidelines and 
professional standards.  Recommendations are typically submitted to a Manager or 
Executive. 

• positions at this level are typically held individually accountable for the integrity, reliability and 
validity of the advice provided.  The position may seek and use advice, information and 
opinion from others in forming the advice provided. 

Skills and Experience 

• a degree or equivalent qualifications plus substantial work experience in a relevant area. 

• experience in the provision of relevant services, together with a good understanding of 
relevant processes. 

• knowledge of relevant legislative and statutory provisions. 

• a broad understanding of the relevant Business Unit’s operations and specialisations, 
including quality standards and processes. 

  

LEVEL 9 

Level Profile 

Senior professionals and Business Area Managers who provide advice and professional leadership in 
their area with functional influence and impact. 

Level Features 

• positions at this level are typically managers or senior professionals requiring advanced skills 
in a specialised discipline. 

• work performed by positions at this level must be co-ordinated with other activities performed 
within the Business Unit.  Work is usually applied to a diverse set of conditions, and includes 
a variety of client populations and multiple and diverse topics/issues.  Typically there is a 
need to gain the participation of a network of stakeholders with different contributions. 

• positions at this level require the ability to actively influence and convince others in the pursuit 
of achievement of a specific set of objectives. 
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• positions at this level perform a range of activities in a complex, specialised environment.  The 
work regularly requires the development or modification of specific operational methods, 
policies, practices or standards. 

• problem resolution is a relatively frequent requirement for positions at this level.  Problem 
resolution can generally be achieved within existing organisational or professional knowledge 
and experience. 

Skills and Experience 

• demonstrated leadership or advanced skills in area of operation 

• broad knowledge of Hostplus’ strategy, processes and functions 

• demonstrated leadership in quality principles and standards 

• specialist tertiary or degree qualification 

  

LEVEL 10 

Level Profile 

High level influencer, providing business/technical or thought leadership, whilst contributing 
significantly to the advancement of long-term strategic direction; aligning business unit plans and 
activities with broader company plans; and 

Providing function direction and achieving results through others, influencing key business unit 
decisions and identifying and steering opportunities for business improvement; and 

Leading an organisational unit/department/project. 

Level Features 

• senior professional positions at this level are expected to provide high level, specialist advice 
and recommendations regarding the monitoring, development and delivery of specific 
projects.  The general quality of the advice is broadly overseen by an Executive. 

• management positions at this level are expected to provide expert advice and counsel 
regarding major corporate issues, through a well established body of knowledge regarding the 
area of expertise exists. 

• positions responsible for expenditure or revenue at this level have substantial operational 
autonomy and delegations, are expected to vary plans and practice to meet client needs and 
can introduce limited or short term changes without approval. 

• positions at this level are held individually accountable for the integrity of advice provided or 
for action taken within agreed or approved budgets, financial or operational constraints.  
Positions may refer substantial decisions to  more senior managers and do not have to control 
all facets of decision making which influence plans, outcomes, operating costs or revenues. 

• work performed at this level regularly requires the development or modification of established 
methods, systems or policies, or the relating of precedent to new situations.  The modification 
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and development of guidelines by a position at this level may affect the way work is performed 
by others even outside the immediate work environment. 

• these positions are expected to lead the investigation of major corporate issues to stimulate 
the development of strategies to resolve problems affecting Hostplus’ operations. 

Skills and Experience 

• demonstrated leadership or advanced skills in area of operation 

• broad knowledge of Hostplus’ strategy, processes and functions 

• demonstrated leadership in quality principles and standards 

• specialist tertiary or degree qualification 

 

LEVEL M 

Level Profile 

Practice leaders, professionals, technical experts, or senior managers who provide advice and 
professional leadership in strategic planning and development in their Business Unit. 

Level Features 

• the nature of the work at this level requires highly specialised commercial, professional or 
advanced managerial capability.  Roles at this level are often involved in planning, organising, 
directing and controlling the work of other managers or senior professionals, or have many 
years’ experience and/or advanced commercial training. 

• work performed by positions at this level covers most of the areas within an organisational 
function, and must be co-ordinated with other activities performed within the unit and other 
business functions.  Work is usually applied to a diverse set of conditions, and includes a 
variety of client populations and multiple and diverse issues. 

• positions at this level typically manage subordinate managers or employees with advanced 
skills in a specialised discipline. 

• problem resolution is a frequent requirement for positions at this level.  Work demands the 
identification and development of ideas, the detailed analysis of alternative courses of action 
and their implications, addressing difficulties/problems in the work environment, devising 
action plans and advancing new approaches.  In some instances the resolution of issues may 
break new ground for Hostplus. 

• positions at this level are expected to provide expert advice or counsel even though the 
organisation may seek alternative advice or a second opinion on sensitive issues.   

• positions responsible for expenditure or revenue at this level are bound by broad practice and 
guidelines and are subject to Executive Management direction, but have significant freedom 
to determine how to achieve end results.  Achievements are generally measured against set 
targets or budgets. 
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• positions at this level are held individually accountable for the integrity of advice provided or 
for action taken within agreed or approved budgets, financial or operational constraints.  
Positions may refer substantial decisions to the Executive Management Team and do not 
have to control all facets of decision making which influence plans, outcomes, operating costs 
or revenues. 

Skills and Experience 

• demonstrated leadership in the area of operations 

• comprehensive knowledge of Hostplus’ strategy, processes and functions 

• comprehensive knowledge of all quality standards, principles and processes 

• specialist tertiary or degree qualification 
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IN THE FAIR WORK COMMISSION 
 
FWC Matter No.:  
AG2022/5559 
 
Applicant: 
Host-Plus Pty Limited 
 
 
Section 185 – Application for approval of a single enterprise agreement 
 

 
Undertaking – Section 190 

 
I, Natalie Strickland, Group Executive, People Performance and Culture, have the authority 
given to me by Host-Plus Pty Limited to give the following undertakings with respect to the 
Host-Plus Pty Limited Enterprise Agreement 2022-2025 ("the Agreement"): 
 
 

1. For the purpose of the additional week of annual leave provided for in the NES, a 
shiftworker is a 7-day shiftworker who is regularly rostered to work on Sundays 
and public holidays in a business in which shifts are continuously rostered 24 hours 
a day for 7 days a week. 
 

2. Clause 1.3(b) of Schedule 2 of the Agreement will be replaced with the following 
clause: 

 
Provided that the minimum amount payable will be not less than $95 per week 
and as varied by the relevant wage-setting tribunal/body. 

 
These undertakings are provided on the basis of issues raised by the Fair Work Commission 
in the application before the Fair Work Commission. 
 
 
 
 
____________________________ 
Signature 
 
 
____________________________ 
Date 
 
 
 
 

 

7 February 2023
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