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ME WORKPLACE AGREEMENT 2021

Banking finance and insurance industry

COMMISSIONER WILSON MELBOURNE, 20 JULY 2021

Application for approval of the ME Workplace Agreement 2021.

[1] An application has been made for approval of an enterprise agreement known as the 
ME Workplace Agreement 2021 (the Agreement). The application was made pursuant to s.185 
of the Fair Work Act 2009 (the Act). It has been made by Members Equity Bank Limited T/A 
ME Bank. 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, I am satisfied that each of the 
requirements of ss.186, 187, 188 and 190 as are relevant to this application for approval have 
been met.

[4] The Finance Sector Union of Australia being a bargaining representative for the 
Agreement, has given notice under s.183 of the Act that it wants the Agreement to cover it. In 
accordance with s.201(2) I note that the Agreement covers the organisation.

[2021] FWCA 4219

DECISION
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[5] The Agreement is approved and, in accordance with s.54 of the Act, will operate from 
27 July 2021. The nominal expiry date of the Agreement is 20 July 2022.

COMMISSIONER

Printed by authority of the Commonwealth Government Printer

<AE512291  PR731789>
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1.  Application and operation of the agreement. 

1.1. “Our Intent” 

This Agreement provides the foundation for ME, ME Employees and the Finance Sector 
Union to create a workplace that sets up ME for success as a digital bank. The parties 
recognise the importance of creating a workplace culture that aligns to the ME vision of 
helping Australians get ahead and the values of:

and will also inform our approach to 

the new workplace agreement.  

The parties will continue to develop the collaborative model of workplace relations that builds 
on the continuing commitment of the parties to the FSU-ME Partnership. 

The parties are committed to focusing on the following issues through the period of this 
agreement: 

• Implementing an approach to change that is more adaptable and flexible and 
enables ME to meet the challenges ahead; 

• Engaging ME Employees in driving improved performance;  

• Ensuring Employees and the bank both behave in a manner that is aligned to our 
vision and values. 

Through our “Partnership” we are committed to developing an Employer-Employee 
relationship within ME that supports the creation of a supportive, productive and challenging 
work environment; an environment in which all Employees are treated with dignity and 
respect and are valued for their individual and team contributions, including the ability for 
Employees to achieve an appropriate level of work life balance. The “Partnership” enables 
the FSU to develop an effective working relationship with ME Employees. 



 

 

ME has a strong and rich heritage which has been instilled through our owners; and we want 
to honour that heritage while being a productive contributor to the prosperity of our 
shareholders and their members. 

1.2. Title of Agreement 

This Agreement is to be known as the ME Workplace Agreement 2021 Agreement  

1.3. Term of Agreement 

This Agreement will operate seven days after the date it is approved by the Fair Work 
Commission and will have a nominal expiry date that is 12 months after the date of Fair 
Work Commission approval.  

1.4. Coverage 

The Agreement covers: 

• Members Equity Bank Limited  (ACN 070 887 679) (ME); 

• the Employees whose employment is, at any time when the Agreement is in 
operation, subject to the Agreement;

• the Finance Sector Union (FSU) and its officers and members if so determined by 
the Fair Work Commission (FWC) under section 53 of the Fair Work Act.

1.5. Effect of the Agreement 

The Agreement operates to the exclusion of the Banking Finance and Insurance Award 
2020, but this Agreement will be read and interpreted in conjunction with the National 
Employment Standards (NES). Where there is an inconsistency between this agreement 
and the NES, and the NES provides a greater benefit, the NES provision will apply to the 
extent of the inconsistency. 

1.6. Definitions 

Act means the Fair Work Act 2009 (Cth) as amended from time to time. 

Alternative Employment means the offer of employment in another role on terms and 
conditions different to those of the role that has become redundant. 

Base Pay means the amount of fixed cash component an Employee is paid per annum. 

Child refers to a biological child or a child under school age who is placed with the 
Employee for the purposes of adoption by the Employee, other than a child or step-child of 
the Employee or of the spouse of the Employee or a child who has previously lived 
continuously with the Employee for a period of six months or more. 

Continuous Service means work for the Employer on a regular and systematic basis 
(including any period of authorised leave or absence). 

Directly Comparable Position means a position with the Employer which: 

• is at the same grade/level or above; 

• is at the same salary and benefits level; 

• does not entail a change in duties significant enough as to be unreasonable in the 
circumstances of the Employee’s skills and ability; and 

• is at the same location or at another location which is in reasonable commuting 
distance. 

Eligible Casual Employee means an Employee employed in casual employment: 



 

 

• who has been employed on a regular and systematic basis for a sequence of periods of 
employment during a period of at least 12 months; and 

• who has, but for the birth or the expected birth of the Child or the placement or the 
expected placement of the Child for adoption or the taking of the leave, a reasonable 
expectation of ongoing employment. 

Employee means, unless otherwise stated, an Employee of the Employer employed in 
Australia. 

Employer means Members Equity Bank Limited. 

Flexing means, in areas of Operations where, at the direction of the Employer, an Employee 
performs work of another role other than the role in which they are substantively employed. 

FWC means Fair Work Commission. 

Manager means an Employee authorised to organise and supervise the work of other 
Employees. 

Mutual Agreement means the process by which the Employer and Employees together 
determine appropriate working arrangements. Key principles to be observed throughout the 
process are: 

• Employee involvement in decisions relating to implementation of or changes to, work 
arrangements in their area; 

• openness and honesty; 

• efficiency and effectiveness in meeting customer and business needs; 

• effectiveness in meeting individual needs; 

• both parties freely entering into any agreement; and 

• either party will not unreasonably withhold agreement. 

Ordinary Hours means the hours prescribed by clause 3.1 of this Agreement. 

Parties means, unless otherwise stated, the parties to this Agreement as outlined in clause 
1.4 of this Agreement. 

Performance Improvement Plan (PIP) is a formal documented action plan that identifies 
the areas of an Employee’s performance and/or behaviours that must improve and the 
standard of performance and/or behaviours the Employee is required to demonstrate. 

PX means People Experience (business unit). 

Salary means 1/52 of an Employee’s Total Fixed Pay. 

Spouse includes a de facto or former spouse. 

Spread of Hours means the spread of hours prescribed by clause 3.2 of this Agreement. 

Total Fixed Pay means the sum of an Employee’s Base Pay, Employer superannuation 
contributions (other than Employer superannuation contributions made in accordance with 
sub-clause 4.4.2), and salary packaging items, but before any salary sacrificed Employee 
superannuation contributions or pay averaging adjustment. 



 

 

1.7. Access to Agreement 

A copy of the Agreement will be available to Employees via the Employer’s Intranet and 
shared network drive. 

2.  Employment categories. 

2.1. Full-time Employment 

2.1.1. A full time Employee is an Employee who works 145 hours over a four week cycle. 

2.1.2. Time worked in any four week cycle will be Ordinary Hours in accordance with clause 
3.1. and include: 

a. Public holidays; 

b. Paid leave; and 

c. Personal/Carer’s Leave. 

2.2. Part-time Employment 

2.2.1. A part time Employee is an Employee who works not more than 130.5 hours over a four-
week cycle as agreed in writing between the Employer and the Employee. 

2.2.2. Employees employed in part-time employment will not be contracted to work less than 
three consecutive hours a day. 

2.2.3. Employees employed in part-time employment may, by agreement with the Employer, 
work more than 130.5 Ordinary Hours, but less than 145 Ordinary Hours over a four-
week cycle. 

2.2.4. Employees employed in part-time employment will receive, on a pro-rata basis, 
equivalent pay and conditions to those Employees employed in full-time employment 
except for the option of an RDO. 

2.2.5. Employees employed in part-time employment will be given the opportunity to work 
additional hours prior to the employment of any additional Employee, provided that this 
meets reasonable business needs. 

2.3. Maximum-term Employment 

2.3.1. A maximum-term Employee is an Employee who is employed under a contract for a 
specific period of time or for a specific task. 

2.3.2. Employees employed in maximum term employment may be employed in full-time or 
part-time employment. 

2.3.3. Employees employed in maximum term employment are not entitled to: 

2.3.3.1. Notice of termination under clause 9.1 of the Agreement except where their 
employment is terminated by the Employer prior to reaching the maximum 
term; and 

2.3.3.2. Severance pay under clause 8.5 of the Agreement. 

2.3.4. Despite sub-clause 3.1.1, an Employee employed in part-time employment may, by 
agreement with the Employer, work more than 130.5 hours, but less than 145 hours over 
a four-week cycle. 

2.4. Casual Employment 

2.4.1. The Employer may employ Employees in casual employment. 

2.4.2. A person is a casual Employee if they have been offered, and they accept a job offer 
from the Employer knowing that there is no firm advance commitment to ongoing work 



 

 

with an agreed pattern of work.  

2.4.2.1. Any subsequent conduct will not alter the Employee’s status as a casual. 

2.4.3. Once employed as a casual, an employee will continue to be a casual Employee until 
they either: 

2.4.3.1. Become a full-time or part-time Employee through: 

a. Casual conversion; or  

b. Are offered and accept the offer of full-time or part-time employment; 
or 

c. Stop being employed by the Employer.  

2.4.4. Employees employed in casual employment will be paid at least the minimum hourly rate 
for the role performed plus a loading of 25%. The loading is in lieu of Annual Leave, paid 
Personal/Carer's Leave, Long Service Leave and to compensate for the nature of the 
employment. The minimum shift length a casual employee will be rostered to work is 3 
hours. 

2.4.5. The following conditions do not apply to casual Employees unless otherwise specified by 
relevant legislation: 

a. Annual Leave; 

b. Paid Personal/Carer's Leave; 

c. Compassionate Leave; 

d. Long Service Leave; 

e. Paid Community Service Leave; 

f. Notice of Termination; and 

g. Severance Pay. 

2.5. Casual conversion 

2.5.1. Employer offers 

2.5.1.1. An employer must make an offer to a casual employee under this section if: 

a. the employee has been employed by the employer for a period of 12 
months beginning the day the employment started; and 

b. during at least the last 6 months of that period, the employee has worked 
a regular pattern of hours on an ongoing basis which, without significant 
adjustment, the employee could continue to work as a full time employee 
or a part time employee (as the case may be).

2.5.1.2. The offer must: 

a. be in writing; and 

b. be an offer for the employee to convert: 

i. for an employee that has worked the equivalent of full-time hours 
during the period referred to in paragraph 2.5.1.1(b)—to full-time 
employment; or 

ii. for an employee that has worked less than the equivalent of full-time 
hours during the period referred to in paragraph 2.5.1.1(b)—to 
part-time employment that is consistent with the regular pattern of 
hours worked during that period; and 

c. be given to the employee within the period of 21 days after the end of the 
12-month period referred to in paragraph 2.5.1.1(a). 

2.5.2. When employer offers not required 

2.5.2.1. Despite section 2.5.1, an employer is not required to make an offer under that 
section to a casual employee if: 

a. there are reasonable grounds not to make the offer; and 

b. the reasonable grounds are based on facts that are known, or reasonably 



 

 

foreseeable, at the time of deciding not to make the offer. 

2.5.2.2. Without limiting paragraph 2.5.2.1(a), reasonable grounds for deciding not to 
make an offer include the following: 

a. the employee’s position will cease to exist in the period of 12 months after 
the time of deciding not to make the offer; 

b. the hours of work which the employee is required to perform will be 
significantly reduced in that period; 

c. there will be a significant change in either or both of the following in that 
period: 

i. the days on which the employee’s hours of work are required to be 
performed; 

ii. the times at which the employee’s hours of work are required to be 
performed; 

iii. which cannot be accommodated within the days or times the 
employee is available to work during that period; 

d. making the offer would not comply with a recruitment or selection process 
required by or under a law of the Commonwealth or a State or a Territory. 

2.5.2.3. An employer must give written notice to a casual employee in accordance 
with subsection 2.5.2.4 if: 

a. the employer decides under subsection 2.5.2.1 not to make an offer to 
the employee; or 

b. the employee has been employed by the employer for the 12-month 
period referred to in paragraph 2.5.1.1(a) but does not meet the 
requirement referred to in paragraph 2.5.1.1(b). 

2.5.2.4. If an employer fails to give notice to a casual employee, the employee has a 
residual right to request conversion to full-time or part-time employment. 

2.5.2.5. The notice must:

a. advise the employee that the employer is not making an offer under 
section 2.5.1; and 

b. include details of the reasons for not making the offer (including any 
grounds on which the employer has decided to not make the offer); and 

c. be given to the employee within 21 days after the end of the 12-month 
period referred to in paragraph 2.5.1.1(a). 

2.5.3. Employee must give a response 

2.5.3.1. The employee must give the employer a written response to the offer within 
21 days after the offer is given to the employee, stating whether the employee 
accepts or declines the offer. 

2.5.3.2. If the employee fails to give the employer a written response in accordance 
with subsection 2.5.3.1, the employee is taken to have declined the offer. 

2.5.4. Acceptances of offers 

2.5.4.1. If the employee accepts the offer, the employer must, within 21 days after the 
day the acceptance is given to the employer, give written notice to the 
employee of the following: 

a. whether the employee is converting to full-time employment or part-time 
employment; 

b. the employee’s hours of work after the conversion takes effect; 

c. the day the employee’s conversion to full-time employment or part-time 
employment takes effect. 

2.5.4.2. However, the employer must discuss with the employee the matters the 
employer intends to specify for the purposes of paragraphs 2.5.4.1(a), (b) and 
(c) before giving the notice. 



 

 

2.5.4.3. The day specified for the purposes of paragraph 2.5.4.1(c) must be the first 
day of the employee’s first full pay period that starts after the day the notice is 
given, unless the employee and employer agree to another day. 

3.  Hours of work. 
Part 3 of this Agreement does not apply to Employees in roles classified above Job Grade 9. 

3.1. Ordinary Hours 

3.1.1. Ordinary hours of work are: 

• for Employees employed in full-time employment, 145 hours over a four  
week cycle; 

• for Employees employed in part-time employment, the number of hours (being not 
more than 130.5 over a four-week cycle) as are agreed in writing between the 
Employer and the Employee. 

3.1.2. Despite sub-clause 3.1.1, an Employee employed in part-time employment may, by 
agreement with the Employer, work more than 130.5 hours, but less than 145 hours over 
a four-week cycle. 

3.2. Spread of Hours 

3.2.1. Ordinary Hours of work will usually be performed between the hours of 6.30am to 10pm 
Monday to Sunday. 

3.2.2. If an Employee is required to work Ordinary Hours on a Saturday, Sunday, on an 
applicable public holiday (as set out in clause 6.14) or outside of the usual span of hours 
for ordinary time, the Employee will be paid in accordance with clause 4.8. 

3.3. Flexible Days Off (including Rostered Days Off) 

This clause applies to Employees employed in a role at Job Grade 7 or below unless 
otherwise stated in this clause.  
This clause does not apply to Employees employed as Mobile Banking Managers or other 
mobile banking type roles. 
 

3.3.1. Rostered Days Off (RDO’s) 

Employees employed: 

• prior to 30 November 2016 in a role at Job Grade 7 or below; or 

• prior to 30 July 2013 and who were entitled to RDOs under the ME Bank Enterprise 
Agreement 2013. 

 are entitled to an RDO in accordance with the provisions below: 

a. Employees employed in full-time employment will be entitled to work 19 days 
during each four week cycle by working 145 hours within the 19 days.  

b. RDOs will be taken at a time determined by Mutual Agreement between an 
Employee and their Manager, or in the event that Mutual Agreement is not 
reached, a time determined by the Manager. Subject to sub-clause 3.3.1(a), RDOs 
will be taken during the four week cycle following the accrual of the RDO.  

c. RDOs may be deferred by Mutual Agreement between an Employee and 
Employer. Where the deferred RDO is not taken during the following four-week 
cycle, the RDO may, subject to sub-clause 3.3.1(d), be taken at a later time.  

d. No more than three RDOs may be accrued by any Employee at any one time.  

e. Where an Employee takes leave during a four week cycle they will be credited with 
7 hours and 15 minutes for each day of leave.  



 

 

f. Where in a four week cycle an Employee has taken an RDO but does not work the 
required hours as set out at sub-clause 3.3.1(a) during that cycle, the Employee 
must make up the shortfall in hours during the next four week cycle. Hours which 
accrue towards an RDO will do so on a continual basis until such time as an RDO 
is taken.  

g. Employees will continue to be eligible for RDOs until such time as they accept a 
different role at Job Grade 8 or higher, or they elect to accrue Flexible Days Off in 
accordance with clause 3.3.2, whichever occurs first.  

h. On termination of employment RDO’s accrued by Employees and not taken will be 
paid out. 

 

3.3.2. Flexible Days Off  

Flexible Days Off are accrued by an Employee where the Employee works hours in 
excess of their Ordinary Hours by agreement with their Manager and those hours accrue 
and may be taken as a Flexible Day Off.  

Employees employed on or after 30 November 2016 in a role at Job Grade 7 or below, 
except for Employees in Operations unless otherwise stated at clause 3.3.3, are entitled 
to Flexible Days Off in accordance with the provisions below:  

a. By Mutual Agreement with their Manager, an Employee may work hours in excess 
of their Ordinary Hours (set out in clause 3.1 of this Agreement) during a four week 
cycle. Such excess hours will accrue and may be taken by an Employee as a 
Flexible Day Off.  

b. No more than 24 hours may be accrued by an Employee at any one time.  

c. Unless otherwise approved by the Manager, Flexible Days Off are to be taken as 
single days. A single day amounts to 7 hours and 15 minutes. 

d. Flexible Days Off will be taken at a time determined by Mutual Agreement between 
an Employee and their Manager.  

e. In the event ME decides on a Christmas shut-down period Employees may by 
Mutual Agreement with their Manager take their accrued Flexible Days Off during 
that period.  

f. Guidelines to assist in the implementation of Flexible Days Off will be administered 
as appropriate during the term of this agreement.  

g. Any hours worked in excess of Ordinary Hours in accordance with this clause are 
not considered to be overtime (as set out at clause 3.10 of this Agreement), and 
will not be treated as such.  

h. On termination of employment, any accrued hours not taken by an Employee will 
be paid out. 

3.3.3. Flexible Hours Rosters (Operations)  

a. In developing the flexible hours roster arrangements, regard will be given to clause 
3.4 of this Agreement and consideration will to be given to:  

i. The workload requirements within the area.  

ii. The work/life balance of the Employees who will be working the rosters.  

iii. Whether or not the rosters being trialed have been successful and are 
sustainable from a business perspective.  

iv. Whether or not the roster pattern adds additional costs to the work areas in 
which they are proposed to be introduced.  

v. Where, through the trial of a flexible hours roster arrangement, agreement is 
reached to continue the roster, the terms of the flexible hours arrangement 
will be recorded in writing as a “Flexible Hours Arrangement”. 

b. Where the flexible hours roster arrangement in Operations is successfully trialed 
and consideration is given to implementation across Operations rosters, the 



 

 

Employer will consult with the FSU and the relevant Employees in accordance with 
clause 12 and implement by mutual agreement.

c. In areas of Operations on set roster patterns, Employees employed after the 12 
January 2018 will be eligible to days off in line with their roster. 

d. Employees employed: 

iv. prior to the 12 January 2018; and  

v. in an area of Operations without a set roster pattern; and  

vi. in a role at Job Grade 7 or below;  

will be entitled to Flexible Days Off in accordance with clause 3.3.2 of this 
Agreement. 

3.4. Rostering and Changing of Hours in a Flexible Hours Environment 

3.4.1. In setting hours of work and rosters, The Employer, working together with the Employee 
will take into consideration the following: 

• the provision of a high level of service; 

• the operational requirements of the business; and 

• an Employee’s personal preferences in an environment of trust, open and honest 
communication. 

3.4.2. In determining hours of work and rosters Managers and Employees will work under the 
principles of Mutual Agreement. Managers are to ensure adequate and reasonable time 
is allowed for Employees to consider the implications of the work schedules and any 
changes to these schedules on their working and personal lives. 

3.4.3. Where mismatches between Employee preferences and work patterns and hours occur, 
these should be discussed by the Manager and the Employee. Resolution of any 
differences should be sought through collaboration and the principle of “give and take.” If 
issues cannot be resolved Managers must make the decision on necessary modification 
to individuals preferred schedules. If this does not resolve the issue, then the dispute 
resolution procedure (Clause 13) of the Agreement can be utilised. 

3.5. Notification of Rostering Process 

3.5.1. Where formal rostering is required, the Employee will be provided with their weekly roster 
not less than 21 days ahead of the relevant roster period.

3.5.2. Employees not subject to formal rostering will agree with their Manager their normal work 
pattern. Should an Employee or the Employer require a change to an Employee’s normal 
work pattern, it should be by Mutual Agreement. 

3.6. Breaks 

3.6.1. An Employee required to work more than five hours will be entitled to an unpaid meal 
break unless their shift would normally finish during that break. The meal break will be at 
least 30 minutes.

3.6.2. The meal break may be extended subject to agreement being reached between the 
Employee and their Manager.

3.6.3. Where an individual has any other break, this should be by Mutual Agreement with their 
Manager. The Employer will facilitate Employees taking reasonable personal breaks 
during their working day.

3.7. Breaks for Rostered Phone Based Employees 

3.7.1. This clause applies to Employees who are rostered and in telephone based roles which 
require them to be available to make and/or receive calls for the duration of their shift and 
do not have the flexibility to leave their workstation freely.



 

 

3.7.2. In addition to the breaks outlined in clause 3.6, an Employee rostered to work 7 hours or 
more in a day will be entitled to two (2) paid 15-minute breaks from their workstation 
during their rostered hours. An Employee rostered to work less than 7 hours a day will be 
entitled to one (1) paid 15-minute break from their workstation during their rostered 
hours.

3.7.3. The timing of these breaks is to be arranged between the Employee and the relevant 
Manager.

3.7.4. These breaks are not substitutes for task variation or breaks from repetitive keying. 
Employees required to work continuously on a screen or telephone will be given an 
opportunity at reasonable intervals during the day (5 minutes every hour) to perform 
other duties so as to enable the Employee to have a break from continual operation of 
such equipment. 

3.8. Break between Shifts   

3.8.1. All Employees will be entitled to a 10-hour break from the completion of one shift to the 
commencement of the next. If an Employee is required to work without a break of this 
duration, the Employee will be paid at the rate of double time until they have been able to 
do so.

3.9. Flexing and Achievable Workloads 

3.9.1. The Employer will ensure that there are appropriate levels of staffing and the provision 
for back up support from other areas where possible during peak periods.

3.9.2. In areas of Operations where, at the direction of the Employer, an Employee performs 
work of another role other than the role in which they are substantively employed:

• Unless by mutual agreement, the role will be of equivalent or lower Job Grade to 
the Employees substantive role;

• The Employer will ensure adequate training is provided to the Employee for the 
role to be performed; and

• Consideration will be given to the Employee’s KPIs to reflect the period of time 

directed to perform work in the other role.

3.10. Overtime 

3.10.1. This clause applies to Employees:

3.10.1.1. employed in a position at Job Grade 7 or below;

3.10.1.2. employed in IT in a position at Job Grade 9 or below and who work in excess 
of Ordinary Hours, after hours and on weekends to implement IT projects.

3.10.2. Subject to the terms of this clause, the Employer is required to pay overtime under this 
clause where an Employee, at the direction of the Employer, works in excess of the 
Ordinary Hours set out in clause 3.1.1.

3.10.3. Subject to clause 3.10.4, the Employer may require an Employee to work reasonable 
overtime.  

3.10.4. An Employee may refuse to work overtime in circumstances where the working of such 
overtime would result in the Employee working hours which are unreasonable having 
regard to:

• any risk to the Employee’s health and safety;

• the Employee’s personal circumstances; including any family responsibilities;

• the needs of the workplace;

• the notice, if any, given by the Employer of the overtime and by the Employee of 
his or her intention to refuse it; and 

• any other relevant matter.



 

 

3.10.5. Part time Employees will be paid at their normal rate (or penalty rate if applicable) until 
they work in excess of 7.25 hours in one day or in excess of 145 hours over a four week 
cycle.

3.10.6. If an Employee is directed by the Employer to work in excess of ordinary hours the 
Employee shall be paid at the applicable overtime rate as stated.

Monday  

to Friday 

Saturday  

and Sunday 

Time and a half for first two 

hours and double time 

thereafter 

Double time, for  

a minimum of  

two hours 

The overtime is calculated on the Base Rate of  

pay payable for each hour worked during the relevant period. 

3.10.7. An Employee may elect, with the consent of the Employer:

3.10.7.1. to take time off in lieu of payment for overtime at a time, or times, agreed with 
the Employer; or

3.10.7.2. to be paid at ordinary rates for the time worked and take time off at the rate of 
one half hour or one hour for each hour of overtime worked as the case may 
be.

3.10.8. The Employer must, if requested by an Employee, provide payment at the rate provided 
for the payment of overtime as prescribed by this clause for any overtime worked under 
this clause, where in accordance with sub-clause 3.10.7.1 time off in lieu has not been 
taken within four weeks of the accrual.

3.10.9. If an Employee, entitled to be paid overtime under this clause is directed to work after his 
or her rostered or agreed hours on a week day (Monday to Friday) for more than two 
hours, the Employee must be paid a meal allowance (clause 4.9).

3.10.10. If an Employee entitled to be paid overtime under this clause is directed to work overtime 
on a Saturday, Sunday or Public Holiday for more than five hours, the Employee must be 
paid a meal allowance.

3.10.11. For the avoidance of any doubt, an Employee who is eligible for overtime in accordance 
with this clause and also qualifies for a penalty rate will receive only one of either the 
relevant Overtime rate in accordance with clause 3.10.6 or the penalty rate in clause 
4.8.3, whichever is the greater entitlement. 

4.  Job grades, remuneration, superannuation and 

related matters. 

4.1. Job Grade Evaluation 

4.1.1. All roles will be evaluated in accordance with ME’s current Remuneration Framework.

4.1.2. Job evaluations will occur when:

• a new position has been identified; or

• an existing position’s duties and responsibilities have changed to the extent the 
position warrants review.

4.1.3. ME will make information about the job evaluation process available to Employees on 
request.

4.1.4. To facilitate the evaluation of the role an up to date position description that accurately 
reflects the responsibilities of the position must be available. Employees are able to 
request a current copy of their position description through their Manager.



 

 

4.1.5. Where an Employee believes their role has changed to the extent that a grade review is 
required, they should raise the issue with their Manager. Subject to the agreement of the 
Manager, an up to date position description is to be sent to PX with a request for a re-
evaluation of the role.

4.1.6. Where a role’s grade has been reviewed by PX and the affected Employee is not 
satisfied with the outcome of the review, then the following process is to be followed:

• the Employee will discuss the outcome of the review with their Manager;

• if Employee is not satisfied, the Manager may submit a request for the position 
description to be reviewed by the senior evaluator in PX. 

4.2. Position Descriptions 

4.2.1. To facilitate the role of the job evaluation process:  

• all roles should have an up to date position description that accurately reflects the 
responsibilities of the position;

• position descriptions are be reviewed on a regular basis as part of the 
performance partnering process; and

• where significant change has occurred, the position description will be submitted 
to PX for a review.

4.2.2. Information on the job evaluation process will be made available to all Employees via an 
appropriate forum.

4.3. Classification Structure and Base Pay Rate 

4.3.1. Employees will be employed in a position which is classified within the ME grade 
structure. Grades 1 – 9 are outlined below.   

4.3.2. The starting Base Pay and Total Fixed Pay (full time equivalent) for each Grade of 
Employees who commenced employment with ME prior to 30 November 2016 is as 
follows: 

  
 

 
 

1 $47,963.80 $53,000 Mailroom Officer Employees work within well established routines 

and procedures, however may be required to 

exercise limited discretion. 

Basic office procedures and  

manual or technical duties. Data entry. 

Answering enquiries. 

2 $48,868.78 $54,000 Data Processing 

Officer 

Employees are responsible for their own work, 

performed within established routines, methods 

and procedures. 

Processing standard documentation. Drafting 

correspondence.  

3 $49,954.75 $55,200 Administration 

Officer 

Limited discretion is applied in achieving tasks 

outcomes. Employees are accountable for their 

own work and may be expected to provide 

direction to other staff. 

Delivery and/or coordination of activities. Drafting 

correspondence. Preparing reports and 

recommendations within the scope of their own 

4 $55,927.60 $61,800 Customer Service 

Consultant, Credit 

Officer 



 

 

role function.  

5 $63,076.92 $69,700 Customer 

Retention 

Consultant, Senior 

Credit Officer, 

Executive Assistant 

Positions at this level require the application of 

relevant specialist knowledge and experience. 

Employees would be required to advise on a 

range  

of activities. 

Maintaining and contributing to service standards 

and effective controls. Preparation of reports. 6 $71,764.71 $79,300 Banking 

Consultant, 

Customer Relations 

Analyst 

7 $81,719.46 $90,300 Team Leader, 

Senior Customer 

Relations Analyst 

Employees would be in a specialised role 

requiring formal qualifications and/or a 

managerial role responsible for the operation of 

part of a function. Employees exercise discretion 

and are responsible for some operational 

planning. 8 $88,144.80 $97,400 Mobile Banking 

Manager, 

Workplace 

Relationship 

Manager 

9 $98,733.03 $109,100 Business 

Development 

Manager, 

Collections 

Manager 

Middle management role in control of part of the 

business or unit. Managers would typically be 

responsible for managing more than 10 people. 

Regularly makes decisions and is responsible for 

matters relating to the administration and 

conduct of the part of the business. 

4.3.3. Total Fixed Pay for an Employee will increase in line with clause 4.3.7.

4.3.4. The starting Base Pay and Total Fixed Pay (full time equivalent) for each Grade of 
Employees who commenced employment with ME on or after 30 November 2016:

   

1 
$48,597.29 $53,700 

2 
$49,502.26 $54,700 

3 
$50,588.24 $55,900 

4 
$56,832.58 $62,800 

5 
$63,891.40 $70,600 

6 
$72,760.18 $80,400 

7 
$82,714.93 $91,400 

8 
$89,230.77 $98,600 



 

 

   

9 
$99,909.50 $110,400 

4.3.5. Total Fixed Pay for an Employee will increase in line with clause 4.3.7.
(The above rates are inclusive of annual leave loading in accordance with clause 6.4 and the 
role descriptions for each of the above Job Grades are described in table in 4.3.2 above.) 
 

4.3.6. Payment of Salary 
An Employee’s salary will be paid fortnightly into a ME account in the Employee’s name. 
 

4.3.7. Salary Increases 
4.3.7.1. Employees employed in a position at Job Grade 9 or below will receive the 

following increases to their Total Fixed Pay: 

• 3%  effective first full pay period on or after 1 July 2020

4.3.7.2. An employee commencing employment on or after 1 April 2021 is not entitled to 
the above salary increase.  

4.3.7.3. Current employees will not be eligible for the above salary increase if they 
receive an increase to their pay equal to or greater than 3% on or after 1 April 
2021.   

4.3.7.4. An Employee in a position above Job Grade 9 will not be entitled to the Total 
Fixed Pay increase prescribed in clause 4.3.7.1. 

4.3.7.5. An Employee in a position at Job Grade 9 or below who is on a documented 
performance improvement plan (in the period preceding the date of the above 
increases) will receive a lesser increase (at the Employer’s discretion). If the 
Employee makes the required improvements and the performance action plan 
ceases or is no longer applicable then the Employee will be entitled to the 
remainder of the increase prescribed by this clause and this will be applicable 
from the date the performance improvement plan ceases. 

4.3.7.6. An Employee who is employed in a position above Job Grade 9 will be eligible 
for participation in an annual fixed pay review process in September each year. 
The fixed pay review will take into consideration an assessment against specific 
criteria including external and internal relativities, performance, and key 
skills/knowledge and experience. Any applicable increase will be backdated to 
the first full pay period on or after 1 July of that year. 

4.3.7.7. An Employee in a position above Job Grade 9 will not be entitled to the increase 
prescribed in clause 4.3.7.6 if the Employee is being performance counselled 
and is on a performance improvement plan. If the Employee makes the required 
improvements and the performance improvement plan ceases or is no longer 
applicable then the Employee will be entitled to a pro rata payment of the 
increase prescribed by this clause, calculated from the date the performance 
improvement plan ceased. 

4.4. Superannuation 

4.4.1. Superannuation 
4.4.1.1. The Employer will make contributions as required by Superannuation Guarantee 

Contribution legislation, to any agreed Superannuation fund of the Employee’s 
choice. If the Employee fails to nominate a specific Superannuation fund, the 
default fund is AustralianSuper, Finsuper Division. 

4.4.1.2. The amount of the contribution the Employer will make is as follows: 



 

 

• for Employees in a role at Job Grade 9 or below, 10.5% of the Employee’s 
Base Pay; and

• for Employees employed in a role graded above Job Grade 9, the 
percentage of the Employee’s Base Pay required by Superannuation 
Guarantee Contribution legislation.

4.4.2. Additional Employer Superannuation Contribution
4.4.2.1. This clause applies to Employees in a position at Job Grade 9 or below. 
4.4.2.2. If an Employee increases the amount of his or her superannuation contribution, 

or has increased the amount of his or her superannuation contribution prior to 
this Agreement commencing operation, the Employer will increase the amount 
of its contribution to the Employee’s superannuation fund as follows: 

• if the Employee increases, or has increased, the amount of their 
contribution by 1.0% of the Employee’s Base Pay, the Employer will 
increase its contribution by 0.5% of the Employee’s Base Pay; 

• if the Employee increases, or has increased, the amount of their 
contribution by 2.0% of the Employee’s Base Pay, the Employer will 
increase its contribution by 1.0% of the Employee’s Base Pay; and 

• if the Employee increases, or has increased the amount their contribution 
by 3.0% or more of the Employee’s Base Pay, the Employer will increase 
its contribution by 1.5% of the Employee’s Base Pay. 

4.4.3. The Employer will make superannuation contributions as required by Superannuation 
Guarantee Contribution legislation to the primary care giver for 26 weeks on the 
commencement of paid parental leave. 

4.5. Higher Duties Payment 

Where an Employee relieves another Employee in a role that is at a higher Job Grade for a 
period of more than 5 consecutive working days, the Employee will be paid for the total 
period of relief at the applicable minimum salary for that role or the Employee’s salary plus 
3%, whichever is higher. 

4.6. Secondments  

4.6.1. Where an Employee is seconded into another role to meet a business need or a 
development opportunity, the period of the secondment will not exceed twelve (12) 
months, except where a period of longer than twelve (12) months is agreed at the 
commencement of the secondment.   

4.6.2. Secondment extensions beyond twelve (12) months can only be by mutual agreement 
between the Employee and Employer and the secondment cannot exceed eighteen (18) 
months in total.  Where the extension is not mutually agreed, the Employee will return to 
their substantive role.  

4.7. Salary Sacrifice 

The Employer offers salary sacrifice for personal superannuation contributions and other 
benefits. Where an Employee opts to utilise salary sacrifice arrangements, the monetary 
component of the Employee’s annual salary received by the Employee after salary sacrifice 
may be less than the minimum rate prescribed for the applicable grade in clause 4.3 Base 
Pay and Total Fixed Pay. 

4.8. Penalties 

4.8.1. This clause applies to Employees:
4.8.1.1. Employed in a position at Job Grade 7 or below; 
4.8.1.2. Employed in IT in a position at Job Grade 9 or below and who work in excess of 

Ordinary Hours after hours and on weekends to implement IT projects. 



 

 

4.8.2. This clause does not apply to Employees employed as Mobile Banking Managers and 
Workplace Relationship Managers.

4.8.3. If an Employee works Ordinary Hours within the hours outlined in the table below the 
Employee shall be paid at the applicable penalty rate as stated.

Hours 
Monday  

to Friday 
Saturday Sunday 

6.30am  

to 10pm 

Normal time 
Time and  

a half 
Double time 

10pm to 

6.30am 

Double time Double time Double time 

*The penalty rate is calculated on the Base Rate of pay payable for each hour worked during the relevant period.  

 
For the avoidance of any doubt, an Employee who works in excess of Ordinary Hours and 
also qualifies for a penalty rate in accordance with this clause will receive only one of either 
the relevant Overtime rate in accordance with clause 3.10 or the penalty rate above 
whichever is the greater entitlement. 

4.9. Allowances 

4.9.1. If an Employee entitled to be paid Overtime under this Agreement is directed to work 
after his or her rostered or agreed hours on a week day (Monday to Friday) for more than 
two hours, the Employee must be paid a meal allowance of $17.35.

4.9.2. If an Employee entitled to be paid Overtime under this Agreement is directed to work 
overtime on a Saturday, Sunday or Public Holiday for more than five hours, the 
Employee must be paid a meal allowance of $17.35.

4.9.3. In each subsequent year of this Agreement, the meal allowance of $17.35 will be 
increased in line with the Banking, Finance and Insurance Industry Award 2020 as varied 
from time to time.

5.  Performance partnering. 

5.1. Principles 

5.1.1. The Employer is committed to ensuring the effective operation of a fair and objective 
performance partnering framework which promotes a developmental approach for 
Employees.

5.1.2. Managers will undertake appropriate training in the performance partnering and 
development process.

5.1.3. All Employees will be made aware of the performance partnering principles and process.

5.1.4. The Parties agree that Employees will not be subjected to onerous and unfair forms of 
monitoring. The performance partnering and development processes are to be applied 
fairly and objectively.

5.1.5. The Employer will maintain records of performance partnering and development 
discussions for individual Employees.

5.2. Settings Goals and Targets 

5.2.1. Managers and Employees are required to meet annually to set performance goals in 
accordance with the performance partnering and development process. The purpose of 
the performance partnering process is to ensure Employees have clear performance 
goals and behavioural expectations and Employees genuinely participate in the process.



 

 

5.2.2. The behavioural expectations set for Employees will be based on the ME values. 

5.3. Performance Development 

ME is committed to providing learning and development opportunities to enable Employees 
to reach their full potential. At ME, Employees can choose from a range of internally 
delivered blended digital or face to face learning options that help Employees master their 
current role or to help achieve future career aspirations. 

Learning is organised according to the capabilities outlined in the ME Organisational 
Competency Framework and are aligned to our 70:20:10 learning philosophy. Employees 
can select development opportunities aligned to our organisation’s competencies that the 
Employee wishes to develop. This ensures a good balance between experience (70%), 
exposure (20%) and education (10%). 
Through regular performance partnering discussions, Employees and their Manager 
establish a development plan for the Employee to assist them successfully perform their 
current role and prepare for future career growth. Any training the Employer requires the 
Employee to undertake will be completed during an Employee’s ordinary hours of work and 
will be funded by the Employer.  

6. Leave and public holidays. 

6.1. Personal/Carer’s Leave 

6.1.1. Definitions

For the purpose of this clause: 

• “immediate family” means the Employee’s spouse, de-facto partner, child, parent, 
grandparent, grandchild or sibling of the Employee or of the Employee’s spouse or 
de-facto partner.

• “immediate household” means persons normally resident in the same household 
as the Employee.

6.1.2. Eligibility 
6.1.2.1. This clause applies to Employees employed in full-time and part-time 

employment. 
6.1.2.2. Employees are entitled to paid Personal/Carer’s Leave for absence due to: 

• The Employee not being fit for work because of a personal illness or personal 
injury, affecting the Employee (“Sick Leave”); 

• To provide care or support to a member of the Employee’s immediate family, or a 
member of the Employee’s immediate household, who requires care or support 
because of a personal illness, or personal injury, affecting the member; or an 
unexpected emergency affecting the member (“Carer’s Leave”).

6.1.3. At the discretion of the Employee's Manager, paid Personal/Carer's Leave may also be 
granted for the illness or death of any other relative or close friend of the Employee.

6.1.4. Entitlement
6.1.4.1. Employees employed in full-time employment prior to 12 January 2018 will be 

entitled to seventeen (17) days of paid Personal/Carer's Leave in each year of 
service. 

6.1.4.2. Employees employed in part-time employment prior to 12 January 2018 will be 
entitled to a pro-rata amount of 17 days paid Personal/Carer's Leave in each 
year of service. 



 

 

6.1.4.3. Employees employed in full-time employment who commence employment with 
ME on or after the 12 January 2018 will be entitled to twelve (12) days of paid 
Personal/Carer’s Leave in each year of service. 

6.1.4.4. Employees employed in part-time employment who commence employment 
with ME on or after the 12 January 2018 will be entitled to a pro-rata amount of 
twelve (12) days of paid Personal/Carer’s Leave in each year of service 

6.1.4.5. All Personal/Carer’s Leave under this clause accrues on a pro rata basis and is 
cumulative. The leave can be taken as full or part days. 

6.1.4.6. Subject to the notice requirements at sub-clause 6.1.7, an Employee is entitled 
to take any amount of paid Personal/Carer's Leave, including a half day or a full 
day, provided that amount of leave is accrued to the Employee. 

6.1.5. Preventative Health Leave 
Personal/Carer’s leave includes instances where Employees, based upon advice 
from a medical practitioner, are required to attend appointments with recognised 
allied health professionals for the purposes of screening or preventing a medical 
condition. 

6.1.6. Volunteer Leave
6.1.6.1. In recognition of ME’s commitment to community engagement, Employees who 

have successfully completed their probationary period are entitled to one day 
paid volunteer leave per annum to engage in approved community or charitable 
volunteering activities. The one day must be taken as a full day. Employees 
employed on a part time basis will receive a pro-rata entitlement to volunteer 
leave. 

6.1.6.2. The volunteer leave day is non-cumulative. When the volunteer leave day is 
taken it will reduce the Employee’s Personal/Carer’s Leave entitlement in clause 
6.1.4 by one day (pro rata for part time Employees).  

6.1.6.3. If the Employee does not access their Volunteer Leave Day, their 
Personal/Carer’s Leave entitlement will remain as noted in clause 6.1.4. 

6.1.6.4. The volunteer organisation needs to carry public liability and volunteer personal 
accident insurance. 

6.1.6.5. An Employee’s Manager may require proof of the Employee’s 
attendance/participation in volunteer activity where the volunteer day 
requested/taken is on a day immediately prior to or after a public holiday or a 
period of Annual Leave. 

6.1.6.6. An Employee may take volunteer leave at a time agreed between the Employee 
and their Manager. An application to take such leave may be approved, subject 
to operational and business requirements. 

6.1.6.7. The minimum advance notice for volunteer leave is 20 working days. Shorter 
notice of volunteer leave may be acceptable at the discretion of an Employee’s 
Manager, subject to operational and business requirements. 

6.1.7. Proof of Reasons of Leave 
6.1.7.1. An Employee is required to ensure that this leave is only used for the purpose 

intended and will be required to produce a medical certificate, letter or circular 
from a child's school, Death Notice, or Statutory Declaration, appropriate to the 
reason given for the leave in the following circumstances: 

• where the absence exceeds two consecutive working days; or

• when the Employee has utilised more than 5 personal leave days without 
documentary support (undocumented days), in any year of service; or

• when the Employee seeks to access Personal/Carer’s Leave for the 
purpose of attending an appointment for the purposes of screening or 
preventing a medical condition.

6.1.7.2. An Employee’s Manager may also require proof of reason for leave where an 
absence is on a day immediately prior to or after a public holiday. 



 

 

6.1.7.3. If the Employee leaves work on a particular day with the Manager's consent to 
take Personal/Carer's Leave, the Manager shall not require documentary 
support for that day, and that day shall not count as an undocumented day. 

6.1.8.  Notification of Leave  
6.1.8.1. Where possible, an Employee should notify their Manager in advance of their 

intention to take Personal/Carer's Leave, the reasons for such leave and the 
estimated length of absence. 

6.1.8.2. If it is not possible for the Employee to give advance notice of their absence, the 
Employee should notify their Manager by telephone or other reasonable means 
at the first opportunity during their absence 

6.1.8.3. Employees are entitled to unpaid carer's leave in accordance with the Act. 

6.2. Compassionate Leave 

6.2.1. This clause applies to Employees employed in full-time and part-time employment.

6.2.2. Employees are entitled to up to two days’ paid Compassionate Leave if a member of the 
Employee’s immediate family or a member of the Employee’s immediate household 
contracts or develops a personal illness, or sustains an injury, that poses a serious threat 
to his or her life, or dies.

6.2.3. An Employee entitled to Compassionate Leave under this clause may also be entitled to 
use Personal/Carer's Leave (provided the Employee has sufficient accrued leave) for 
compassionate leave purposes should the Employee require additional Compassionate 
Leave in accordance with the following:
6.2.3.1. An Employee may use up to three days Personal/Carer's Leave if a member of 

the Employee’s immediate family, or a member of the Employee’s household 
contracts or develops a personal illness, or sustains an injury, that poses a 
serious threat to his or her life, or dies. 

6.2.3.2. At the discretion of the Employee’s Manager, an Employee may use a further 
five days of Personal/Carer's Leave where a member of the Employee’s 
immediate family or a member of the Employee’s immediate household 
contracts or develops a personal illness, or sustains an injury, that poses a 
serious threat to his or her life, or dies. 

6.2.4. Employees employed in casual employment are entitled to 2 days of unpaid 
Compassionate Leave for the reasons set out in clause 6.2.2.

6.2.5. The provisions of clause 6.1.7 apply to the taking of Compassionate Leave under this 
clause.

6.3. Annual Leave 

This clause applies to Employees employed in full-time and part-time employment. 

6.3.1. Employees employed in full-time employment will be entitled to 145 hours’ (4 weeks’) 
paid annual leave per year of service.

6.3.2. Employees employed in part-time employment will be entitled to a pro-rated amount of 
annual leave per annum, based on 145 hours full time equivalent per year of service.

6.3.3. Annual leave will accrue on a pro-rata basis and is cumulative.

6.3.4. Annual leave is exclusive of any of the public holidays prescribed by clause 6.14.

6.3.5. Annual leave will be paid on the usual pay day unless otherwise requested as pay in 
advance. To be eligible for pay in advance Employees must be on leave on a pay date.

6.4. Annual Leave Loading 

6.4.1. The payment of annual leave loading in accordance with this clause does not apply to 
the following Employees:



 

 

6.4.1.1. An Employee who is in a role graded above salary grade 9 (except where an 
Employee is in a role graded above salary grade 9 and was entitled to annual 
leave loading prior to 30 November 2016), or 

6.4.1.2. An Employee who commenced employment after 30 November 2016 
(subject to clause 6.4.4). 

6.4.2. Employees entitled to a leave loading receive a loading of 17.5% of ordinary time 
earnings for the period of annual leave prescribed by clause 6.3, which is payable 
subject to the maximum payment prescribed by clause 6.4.3. Leave loading will be paid 
annually on the Employee’s anniversary date.

6.4.3. The payment of Annual Leave Loading is capped at an amount equivalent to 17.5% of 
four weeks of the minimum Total Fixed Pay for Job Grade 8.

6.4.4. The minimum base rate of pay (Clause 4.3) for each Job Grade for Employees 
employed after 30 November 2016 will be adjusted to include Annual Leave Loading.

6.5. Annual Leave Planning 

6.5.1. In planning Annual Leave and having regard to the processes referred to below it is the 
intention of parties that Annual Leave is to be taken at a time or times to be agreed 
between the Employer and the Employee. The Employer will take reasonable steps to 
accommodate leave preferences of Employees wherever possible and the Employer will 
not unreasonably refuse to agree to a request by the Employee to take Annual Leave.

6.5.2. In normal circumstances, leave should be taken during the calendar year following the 
year in which it accrues.

6.5.3. In preparing a leave plan the following process will occur:
6.5.3.1. Managers and Employees should ensure that during each calendar year 

Employees take at least one period of leave where they are absent for a 
minimum of 10 consecutive days. 

6.5.3.2. Management will be mindful of leave dates taken by individuals in the previous 
year and consider alternating opportunities to avail of leave at peak times e.g. 
school holidays, Christmas. 

6.5.3.3. Management will advise Employees as soon as practical, but by no later than 1 
July, of the leave arrangements to be implemented during the Christmas/New 
Year period including the days on which Employees will be directed to take 
Annual Leave. 

6.5.3.4. Employees will be directed to take a period of leave not greater than 5 days over 
the Christmas/New Year period 

6.5.3.5. Management will ensure Employees in excess of 6 weeks leave accrued are 
advised that they need to provide management with their plan for reducing their 
annual leave balance. The objective being to reduce their leave accrual to no 
greater than 4 weeks.  

6.5.3.6. Management will take reasonable steps to consult with the Employee to reach 
agreement with the Employee on when the excessive annual leave is to be 
taken. After all reasonable steps have been exhausted, management may direct 
an Employee to take annual leave and unless otherwise agreed the date upon 
which the leave will be taken. Further guidance is provided to management and 
Employees in Policy. 

6.6. Cashing Out Annual Leave 

6.6.1. The purpose of this clause is to allow an Employee to cash out excessive annual leave 
accruals.

6.6.2. An Employee may request in writing to the Employer to receive a payment in lieu of 
annual leave where:



 

 

6.6.2.1. the Employee has taken at least half the Employee’s yearly accrual of leave in 
the 12-month period immediately before the request;  

6.6.2.2. the cashing out of leave will not reduce the Employee’s remaining accrual to less 
than 4 weeks; 

6.6.2.3. a separate written agreement must be entered into between the Employer and 
the Employee for a particular amount to be cashed out. 

6.6.3. The Employer will not approve any request for cashing out of leave where these 
requirements are not met or where doing so would be inconsistent with the Employer’s 
work/life balance principles.

6.6.4. The Employee will be paid out the amount he or she would have been paid had the 
leave been taken at the time the request is made, and forfeit the leave relating to this 
payment.  

6.7. Long Service Leave 

6.7.1. Any applicable State Long Service Leave legislation conditions and entitlements apply as 
a minimum.

6.7.2. An Employee will be entitled to 13 weeks paid Long Service Leave at the completion of 
10 years continuous service with the Employer for service post 1 September 2003. This 
clause should be read in conjunction with clause 6.7.3.

6.7.3. Long Service Leave will accrue at a rate of 6.5 weeks per 5 years of continuous service. 
For Employees with service prior to 1 September 2003, Long Service Leave accrued at 
the rate of 4.3 weeks per 5 years of continuous service for this period.

6.7.4. Upon completion of 5 years continuous service:
6.7.4.1. an Employee will be entitled to access their Long Service Leave on a pro-rata 

basis; and 
6.7.4.2. an Employee who ceases employment with the Employer will receive a pro-rata 

payment equivalent to the accrued period of Long Service Leave. 

6.8. Pre-Natal Leave 

6.8.1. The purpose of this leave is to enable an Employee to attend routine medical 
appointments associated with an Employee’s pregnancy.

6.8.2. An Employee who presents a medical certificate from a doctor stating that she is 
pregnant will have access to a total of 38 hours paid pre-natal leave per pregnancy.

6.8.3. On presentation of the medical certificate stating that their partner is pregnant, an 
Employee will be eligible to access paid leave totaling 8 hours per pregnancy.

6.8.4. The workplace staffing arrangements should be flexible enough to allow such staff the 
ability to leave work and return on the same day.

6.8.5. Each absence must be covered by a medical certificate. 

6.9. Parental Leave 

6.9.1. Employees are entitled to unpaid parental leave in terms of the National Employment 
Standards (NES) contained in the Fair Work Act 2009, as applicable at the date of 
approval of this Agreement by the FWC.

6.9.2. In addition to both the NES and the entitlements of the Australian Government’s Paid 
Parental Leave scheme, and provided in all cases that the relevant Employee has been 
employed by ME for a minimum period of 12 consecutive months prior to the date when 
the parental leave would normally have been expected to be taken:
6.9.2.1. The primary caregiver shall be entitled to 12 weeks paid leave provided by the 

Employer, and 



 

 

6.9.2.2. An Employee who takes concurrent leave with their spouse or partner at the 
birth or adoption of a child will be entitled to 1 week of paid leave provided by the 
Employer. 

6.9.2.3. Where both parents are Employees of the Employer, the maximum amount of 
Parental Leave that the Employer will pay under this clause is 12 weeks. The 
period may be taken by either parent or partially by both in a combination of their 
choice, in accordance with the provisions in 6.9.2.1 and 6.9.2.2 above. 

6.9.2.4. Payment in terms of 6.9.2.1 or 6.9.2.2 above will be at the Employee’s salary 
applying to them immediately prior to commencing parental leave. 

6.9.2.5. Paid Parental Leave can be taken at half pay, thereby extending pro-rata the 
period of paid leave. 

6.10. Community Service Leave 

6.10.1. An Employee is entitled to be absent from work during a period of eligible community 
service activity including associated reasonable travel and rest time.

6.10.2. Eligible community service activity is defined in the National Employment Standards but 
is usually used by volunteers in the event of attending an emergency. This could include 
but is not limited to bushfires, floods, and search and rescue operations.

6.10.3. The Employee will notify the Employer as soon as practicable of the intention to take 
Community Service Leave and the period, or expected period, of leave to be taken.

6.10.4. Community Service Leave includes leave for the purpose of jury service.
6.10.4.1. Jury service does not cover attendance at court as a litigant or witness. 
6.10.4.2. The Employer requires the Employee to provide evidence which states the 

amount of jury service pay that is payable to the Employee for the period of 
leave. 

6.10.4.3. The Employer will pay the Employee their salary, less the amount of jury service 
pay that has been paid, or is payable, to the Employee. 

6.11. Family and Domestic Violence Leave 

6.11.1. The Employer recognises that Employees sometimes face situations of violence or 
abuse in their personal life that may affect their attendance or performance at work. 
Therefore, the Employer is committed to providing support to Employees that experience 
family and domestic violence. 

6.11.2. The Employer accepts the definition of family violence as stipulated in the Family 
Violence Protection Act 2008 (Vic), and the definition of family violence includes physical, 
sexual, financial, verbal or emotional abuse by a family member. 

6.11.3. An Employee who is experiencing family or domestic violence can raise the issue with 
their People Leader, People Experience or their FSU delegate, in the knowledge that the 
matter will be treated sympathetically and confidentially.

6.11.4. An Employee experiencing family or domestic violence will have access to accrued 
Personal Leave, other accrued Paid Leave and Unpaid Leave for attendance at medical 
appointments, legal proceedings and other activities related to family or domestic 
violence. This leave may be taken as consecutive or single days or as a fraction of a day. 

6.11.5. An Employee experiencing domestic violence will have access to 5 days per year of paid 
special leave for the purposes of attending medical appointments, preparing for and 
attending legal proceedings and other activities related to family or domestic violence. 
This leave will be non-accrual and may be taken as whole days or as part days. 

6.11.6. The management of the leave and access to the leave will take into consideration the 
individual Employee’s situation through consultation with the Employee, the Employee’s 
supervisor and relevant People Experience Business Partner. 

6.11.7. The Employer is committed to working with Employees experiencing family or domestic 



 

 

violence to provide support including providing a safe work environment for the 
Employee and/or changes to their working arrangements. The support measures for 
Employees experiencing family or domestic violence, including the flexibility to access 
accrued Paid Leave entitlements will be referred to through policy. 

6.11.8. Proof of family or 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. 

6.11.9. The Employer must take all reasonable measures to ensure that any personal 
information provided by the Employee to the employer concerns an employee’s 
experience of family or domestic violence is kept confidential. This includes but is not 
limited to not keeping information on the Employee’s file without their express permission 

6.11.10. The Employer will identify an employee representative who will undertake training 
handling family and domestic violence and privacy issues sensitively.  The Employer will 
advertise the names of trained contacts across its workforce.

6.12. Additional Paid Leave – Pay Averaging 

6.12.1. Pay Averaging arrangements allow Employees, subject to agreement, to increase their 
Annual Leave entitlement, in return for a reduced Total Fixed Pay. Access to additional 
leave via Pay Averaging is subject to the following conditions:
6.12.1.1. The Employee’s immediate Manager must approve the Employee’s participation 

in Pay Averaging, in consideration of the operational requirements of the area; 
6.12.1.2. Employees and their Managers must agree when Annual and averaged leave 

will be taken as part of the approval process. Leave must be taken in a manner 
consistent with business needs; 

6.12.1.3. If an Employee has more than 20 days accrued Annual Leave, they must reduce 
their entitled annual leave credit to below 20 days before entering into Pay 
Averaging arrangements; and 

6.12.1.4. An Employee's Long Service Leave balance, and future leave intentions, may 
also be reasonably considered in the approval process. 

6.12.2. Employees must enter Pay Averaging for a complete 12-month period at the 
commencement of either the financial or calendar year. Employees cannot withdraw from 
Pay Averaging during the 12-month period. 

6.12.3. Subject to clause 6.12.1, Employees may choose to average their pay to access an 
additional one week, two weeks, three weeks, or four weeks of leave.

6.12.4. An Employee’s Total Fixed Pay will be reduced by 1/52 for each extra week of leave. All 
salary-based entitlements and conditions will be based on the Employee's reduced Total 
Fixed Pay.

6.12.5. If an Employee dies or is retrenched whilst participating in a Pay Averaging arrangement, 
any entitlements payable on termination will be at the rate of pay they would be entitled 
to had they not entered into the arrangement. 

6.13. Extended Leave without Pay 

6.13.1. Extended leave without pay is a period of approved unpaid leave greater than 8 weeks in 
duration.

6.13.2. The decision to grant extended leave without pay will be solely at the discretion of the 
Employer.

6.13.3. An Employee, on returning from extended leave without pay, will be entitled to a position 
at the same grade and salary level to that occupied before taking the leave, if agreed in 
writing with the Employer at the time of commencing the leave.

6.13.4. Subject to clause 6.13.3, if the Employer agrees in writing that the Employee is entitled to 



 

 

a position at the same grade and salary level, but changes to the workplace mean that 
such a position is not available when the Employee is due to return, then the 
Redundancy, Redeployment and Retrenchment clause will apply.

6.13.5. Extended leave without pay is not granted to enable an Employee to work with another 
organisation unless the Employer gives specific permission in writing at the time of 
commencing the leave.

6.14. Public Holidays 

6.14.1. Public Holidays 
6.14.1.1. Employees employed in full-time and part-time employment will be entitled to the 

following public holidays without loss of pay: New Year's Day; Australia Day; 
Anzac Day; Good Friday; Easter Saturday; Easter Monday; Queen’s Birthday; 
Labour Day or the Eight Hours’ Day; Christmas Day; and Boxing Day. 

6.14.1.2. If a day is legislated, declared, proclaimed, gazetted or otherwise prescribed as 
a public holiday in a State, Territory, or locality within a State or Territory in 
substitution for any of the days or in addition to any of the days outlined in clause 
6.14.1.1 that day will be the public holiday for the purposes of this Agreement in 
lieu of the day specified in clause 6.14.1.1. 

6.14.1.3. In addition to the public holidays outlined in clause 6.14.1.1 Employees 
employed in full-time and part-time employment will be entitled to the following 
holidays without loss of pay: 

• for Employees employed in NSW, August Bank Holiday; 

• for Employees employed in Victoria, Melbourne Cup Day; 

• for Employees employed in Queensland, Brisbane Royal National 
Show Day; 

• for Employees employed in South Australia, Adelaide Cup Day; 

• for Employees employed in Western Australia, Foundation Day; 

• for Employees employed in Tasmania, Easter Bank Holiday; 

• for Employees employed in the Australian Capital Territory, August 
Bank Holiday; and 

• for Employees employed in the Northern Territory, Picnic Day. 

• For all Employees, any other day, or part-day, declared or prescribed 
by or under a law of a State or Territory to be observed generally within 
the State or Territory, or a region of the State or Territory, as a public 
holiday. 

6.14.2. Pay for Work on Public Holidays 
6.14.2.1. If an Employee employed in full-time or part-time employment is requested to 

work on a day which is, under clause 6.14, a public holiday for that Employee, 
the Employee must be paid, subject to clause 6.14.2.2, for each hour worked, at 
the rate of double time and a half, with a minimum payment for four hours. An 
Employee may refuse a request if the request is not reasonable, or the refusal is 
not unreasonable.  

6.14.2.2. If an Employee employed in full-time or part-time employment is requested to 
work on a day which is, under clause 6.14, a public holiday for that Employee, 
irrespective of the number of hours worked, the Employee must be paid for a 
minimum of four hours at the rate of double time and a half. An Employee may 
refuse a request if the request is not reasonable, or the refusal is not 
unreasonable. 

6.14.2.3. If an Employee employed in casual employment is required to work on a day 
which is, under clause 6.14, a public holiday for that Employee, the Employee 
must be paid for each hour worked at the rate of double time and a half the 



 

 

minimum hourly rate for the role performed. The Employee will also be paid the 
25% loading entitlement in clause 2.4.4, which is also subject to the double time 
and a half payment. 

7.  Workers’ compensation make-up pay. 

7.1. Where an Employee sustains an injury which qualifies the Employee for compensation 
under a relevant workers’ compensation legislation in force in the state or territory of 
Australia in which the Employee works, the Employee will be entitled to make-up pay. 

7.2. Make-up pay means a payment by the Employer of an amount representing the 
difference between the amount of monetary compensation being received by the 
Employee under the relevant workers’ compensation legislation, and the Employee’s 
salary. 

7.3. The pay under this clause will be payable for a maximum period or aggregate of 
periods of 26 weeks in respect of incapacity arising from one injury. 

7.4. The employment of the Employee will not be terminated within the period specified in 
7.1 because of the incapacity or in order to avoid payment of make-up pay. 

8.  Redundancy, redeployment and retrenchment. 

8.1. Application of Clause 

With the exception of Employees employed in maximum term employment, or Employees 
employed as trainees, cadets or graduates, this clause applies to Employees employed in 
full-time and part-time employment. 

8.2. Avoidance of Retrenchment 

8.2.1. For the period to 22 February 2022, no Employee’s engaged at Job Grade 9 or below 
will be forcibly retrenched.

8.2.2. Every effort will be made to avoid retrenchment through re-deployment, re-training, 
normal staff turnover and curtailing recruitment.

8.2.3. In filling vacancies, first consideration will be given to suitably qualified Employees whose 
jobs are disappearing whilst observing the Employer’s policy of appointing the best 
available person to a role.

8.2.4. An Employee will not be retrenched until all reasonable alternatives for continuing 
employment have been explored, and there are no Directly Comparable Positions 
available for the Employee.

8.2.5. Where an Employee is redeployed with the Employer to a Directly Comparable Position, 
normal transfer conditions will apply and the retrenchment provisions of this Agreement 
will not apply.

8.2.6. Where an Employee cannot be redeployed in accordance with the terms of clause 8.2.4 
and, as an alternative to retrenchment, the Employee may be offered Alternative 
Employment with the Employer on the following basis. The offer will be in writing stating 
that normal retrenchment provisions will apply if the offer of Alternative Employment is 
not accepted and will include the following information about the proposed job option(s):

• Location; 

• Grade / Level; 



 

 

• Principal Duties; and 

• Total Fixed Pay. 

8.2.7. If Alternative Employment is accepted under clause 8.2.5, a two-month trial period in the 
new position will be put in place. Should either the Employee or the Employer find that 
the Employee is unsuited to the new position, the Employee’s employment will be 
terminated without loss of entitlement to severance payments, calculated to the date 
employment actually ends.

8.2.8. The Total Fixed Pay for the Employee being offered Alternative Employment will remain 
at its current level until overtaken by the Total Fixed Pay for the new position. The Total 
Fixed Pay of the new position is defined as the mid-point of the grade salary range.

8.2.9. The Employee shall be given a period of not less than two weeks to decide whether or 
not to accept the offer of Alternative Employment.

8.3. Selection for Retrenchment  

8.3.1. In determining which Employee(s) will be retrenched the Employer will consider:

a. ability to discharge duties;

b. length of service;

c. special circumstances such as the need to retain specific skills;

d. individual preferences;

e. seeking expressions of interest in voluntary retrenchment from Employees in an 
area affected by redundancies; and

f. selecting for retrenchment amongst those Employees who have expressed an 
interest in a voluntary retrenchment.

8.3.2.  The Employer’s decision will be final. 

8.4. Notice 

8.4.1. All Employees to be retrenched will be given the maximum forewarning of likely 
retrenchment, including the proposed retrenchment date if available. However, no 
Employee will be given less than six weeks written notice or payment in lieu of that 
notice.

8.4.2. While under notice of termination of employment an Employee may require time off to 
seek other employment. Any time given will be by Mutual Agreement. If agreed a 
maximum of one day off per week is allowed during the final 4 weeks of the notice 
period, including any time spent utilising the support services referred to in clause 8.7. 
For Employees aged over 45 with 2 or more years continuous service, up to one day off 
during the last 5 weeks of the notice period will be allowed for this purpose.

8.4.3. An Employee who receives notice of retrenchment and who finds an alternative position 
during the period of notice may seek to terminate his or her employment prior to expiry of 
the notice period by Mutual Agreement, without forfeiting entitlement to severance 
payments. The un-worked portion of the notice period will not be paid.

8.5. Severance Payments 

8.5.1. Upon termination through retrenchment, Employees will be paid a severance payment 
calculated as follows:

a. seven weeks' Salary for the first year of service;

b. four weeks' Salary for each year for the second to tenth consecutive years of 
continuous service;

c. three weeks' Salary for each year for the eleventh to sixteenth consecutive years 
of continuous service;

d. two weeks’ Salary for each subsequent consecutive year of continuous service to 



 

 

a maximum of 25 years including the first; and

e. a pro-rata payment for each completed month of service in the final part year of 
service, up to and including the 25th year of service.

8.5.2. The maximum payment under clause 8.5.1 will be capped at the equivalent of 79 weeks 
of Salary.

8.5.3. If the Employer has decided that redundancies need to be made, it will take all 
reasonable steps to ensure that any affected Employee who is on extended leave, for 
example, parental leave without pay, extended sick leave or disability leave is provided 
with the same information about redeployment opportunities as other affected 
Employees.

8.6. Relocation 

Where an Employee is retrenched within 18 months of relocating at the request of the 
Employer, the Employer will pay reasonable removal expenses to return them to their 
original location provided the request to relocate is made within 1 month of leaving the 
Employer. 

8.7. Outplacement Services and Employee Assistance Program 

Retrenched Employees will have access to a career transition and Employee assistance 
program. 

9. Termination of employment. 

9.1. Notice of Termination of Employment 

9.1.1. This clause applies to Employees employed in full-time and part-time employment.

9.1.2. This clause does not apply to executives or direct reports to executives. 

9.1.3. The Employer may terminate the employment of an Employee by giving notice, or by 
making payment in lieu of notice, in accordance with the following table below

  

Less than 3 years At least 2 weeks 

3 to 5 years At least 3 weeks 

More than 5 years At least 4 weeks 

Employees who are 45 

years of age and over and 

who have had at least 2 

years continuous service 

with the Employer 

An additional week's 

notice 

9.1.4. The Employer may terminate the employment of an Employee by giving all or part of the 
period of notice and making all or part payment in lieu of notice.

9.1.5. The payment will include the amounts ordinarily payable to the Employee including (for 
example) allowances, loading, penalties and any other amounts payable under the 
Employee’s contract of employment.



 

 

9.1.6. All Employees are required to give the same notice as that required of the Employer, 
save and except that there is no requirement on the Employee to give additional notice 
based on the age and year of service of the Employee concerned. If an Employee does 
not give the required notice, the Employee will forfeit any entitlement to payment for the 
balance of the notice period not worked by them.

9.1.7. By agreement between the Employee and the Employer, an Employee after giving 
notice, may leave their employment prior to the end of the notice period and receive 
payment up to the last hour worked only.

9.1.8. At the termination of an Employee’s employment, the Employer will, at the Employee’s 
request, provide the Employee with a certificate of service.

9.2. Dismissal Procedure 

9.2.1. The Employer will not terminate an Employee's employment without giving the Employee 
an opportunity to respond to any allegations about the Employee's conduct or 
performance.

9.2.2. An Employee may nominate to be accompanied by a representative of their choosing to 
support them in this process or act on their behalf, in accordance with clause 9.2.1.

10. Workplace diversity and flexibility. 

10.1. Recognition of Diversity 

The Employer recognises that Employees have a wide range of family and personal 
commitments, including child and elderly care responsibilities. The Employer will take a 
flexible approach to accommodate an Employee’s family responsibilities. A flexible working 
arrangement request must be made in writing and set out details of the change sought and 
reasons for the change. The Employer will consider the request and accommodate where 
reasonable and practicable. 

10.2. Individual Flexibility Arrangements 

10.2.1. The Employer and an Employee covered by this Agreement may agree to make an 
individual flexibility arrangement to vary the effect of terms of this Agreement if the 
individual flexibility arrangement deals with one or more of the following:
10.2.1.1. Clause 9.1 Notice of Termination of Employment, or Part 3 Hours of Work; 
10.2.1.2. Flexibility in individual working arrangements 
10.2.1.3. The arrangement must meet the genuine needs of the Employer and 

Employee in relation to any of the above matters addressed by the individual 
flexibility arrangement; and the arrangement is genuinely agreed to by the 
Employer and the Employee. 

10.2.2. The Employer must ensure that the terms of the individual flexibility arrangement:
10.2.2.1. are about permitted matters under section 172 of the Act; and 
10.2.2.2. are not unlawful terms under section 194 of the Act; and 
10.2.2.3. result in the Employee being better off overall than the Employee would be if 

no arrangement was made. 

10.2.3. The Employer must ensure that the individual flexibility arrangement:
10.2.3.1. is in writing; and 
10.2.3.2. includes the name of the Employer and Employee; and 
10.2.3.3. 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 
10.2.3.4. includes details of: 

• the terms of the enterprise agreement that will be varied by the 



 

 

arrangement; and 

• how the arrangement will vary the effect of the terms; and 

• 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 

• states the day on which the arrangement commences. 

10.2.4. The Employer must give the Employee a copy of the individual flexibility arrangement 
within 14 days after it is agreed to.

10.2.5. A cooling off period of seven days from the signing of an individual flexibility arrangement 
shall apply, during which an Employee or an Employer may cancel the individual 
flexibility arrangement by giving 24 hours’ notice to the other party.

10.2.6. The Employer or Employee may terminate the individual flexibility arrangement:

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

• if the Employer and Employee agree in writing — at any time. 

10.2.7. The Employer is responsible for ensuring that all of the requirements of this clause are 
met.

10.2.8. The Employer will advise the FSU of the number of arrangements made during each 6-
month period under clause 10.2 providing a breakdown of:
10.2.8.1. the number of arrangements which deal with each of the matters; 
10.2.8.2. the business units to which the arrangements relate; 
10.2.8.3. the grade of the Employees who have made the arrangements; and 
10.2.8.4. the gender of the Employees who have made the arrangements. 

10.2.9. This information will be provided to the FSU on a strictly confidential basis.

11. fsu/me partnership. 

11.1. Recognition of the Relationship 

11.1.1. The Employer supports the role of the FSU in consulting with Employees over matters 
that pertain to the employment relationship. The Employer and the FSU recognise the 
importance of the speed of the consultative process in achieving a collaborative 
contribution towards our mutual success and resolution of any disputes.

11.1.2. In order to facilitate the constructive engagement in the process of workplace change, 
structures will be put in place under clause 12 of this Agreement.

11.1.3. Such procedures will be sensitive to both the needs of FSU for access to FSU members 
and affected staff at appropriate times and the business needs of the Employer.

11.2. Information Sharing 

11.2.1. The Parties recognise the need to have an informed and participative workforce in order 
to achieve improved work practices in an environment of structural and workplace 
change.

11.2.2. To facilitate information sharing, the Employer will provide the FSU with access to its 
email, notice boards and Intranet for the placement of union materials pertaining to the 
employment relationship, in a manner that does not interfere with the efficiency or 
security of the Employer’s systems.

11.2.3. Employees will be permitted to access the FSU Website to be informed of industrial and 
career related matters during working hours.



 

 

11.3. FSU Workplace Representatives 

11.3.1. FSU Workplace Representative is defined as any honorary, elected, appointed or 
nominated role having responsibility under FSU rules to provide assistance to 
Employees within the workplace in an advisory, consultative or support capacity.

11.3.2. To facilitate a consultative and co-operative approach to workplace relations, Employees 
who have been duly appointed as an FSU Workplace Representative by the FSU Local 
executive Secretary will be allowed reasonable time during working hours to enable them 
to attend to their duties as a FSU Workplace Representative.

11.3.3. The Employer agrees that one or more Employees at a workplace may be appointed as 
FSU Workplace Representative(s) provided that at any workplace the number of FSU 
Workplace Representatives does not adversely affect business at that workplace.

11.3.4. The Employer agrees that an FSU Workplace Representative is entitled to discuss with 
the Employer representatives matters raised by Employee(s) concerning their 
employment or other matters relating to working conditions of Employees.

11.3.5. An FSU Workplace Representative will have the right to reasonable access to relevant 
facilities for the purpose of carrying out work as a representative of FSU members in 
respect to matters that pertain to the employment and workplace relationship. An FSU 
Workplace Representative will be permitted to post relevant material on their notice 
board provided by the Employer pertaining to their duties and activities as a FSU 
Workplace representative.

11.3.6. The Employer will advise FSU Workplace Representatives when new Employees 
commence at the Employer.

11.3.7. At all times a FSU Workplace Representatives will ensure, within reason, that there is no 
disruption or hindrance to an Employee’s work being performed, including their own 
work.

11.3.8. Time allowable will be reasonable and up to 10% of the Employee’s usual working hours 
per annum for the performance of the duties of an FSU Workplace Representative, 
including attendance at union meetings and union training. Appropriate adjustment will 
be made to their performance targets and/or criteria to take account of time away for 
such duties and will be acknowledged in performance appraisal reviews.

11.4. Trade Union Training Leave 

11.4.1. An Employee, other than an Employee employed in casual employment, who is elected 
or appointed to the position of FSU Workplace Representative or member of a union 
constituted body such as Local Enterprise Council, Local Executive, National Enterprise 
Council or National Executive of the FSU, may be allowed paid leave to attend trade 
union training courses conducted or approved by the FSU subject to business 
requirements at the time and subject to the Employer receiving any request at least 4 
weeks prior to the training event.

11.4.2. If leave cannot be granted to an Employee under clause 11.4.1, the Employer will give 
the Employee the reasons for the refusal.

11.4.3. FSU Workplace Representatives will be nominated for union training by the FSU subject 
to the following provisions:
11.4.3.1. the Employer will pay an Employee who is on leave for trade union training at 

their current rate of pay. The Employer will not be liable for any additional 
expenses associated with an Employee’s attendance at the course. 

11.4.3.2. the maximum number of paid leave days for union training available to a single 
FSU member shall be five per annum. 

11.4.3.3. The attendance at union training will not impose unreasonable overheads or 
business constraints on any individual business unit or worksite. 



 

 

11.4.3.4. the Employer may require an Employee to provide proof of attendance at the 
course before payment is made for the period of leave. 

11.4.4. Exceptions to these provisions will be determined on a case-by-case basis.

11.5. Industrial Leave 

11.5.1. If an Employee holds an honorary elected position in the FSU, the Employer will, at the 
request of the FSU, release the Employee from their normal work duties on paid leave to 
attend FSU conferences, Local Enterprise Council, Local Executive, National Enterprise 
Council and National Executive Meetings.

11.5.2. The FSU undertakes to keep the Employer informed (via letter) of the names of honorary 
elected officials employed by the Employer and the extent of time required to carry out 
their FSU duties.

11.6. Access to Inductions 

11.6.1. The FSU will have access to induction courses convened by the Employer for new 
Employees.

11.6.2. The Employer will give advance notice to the FSU of the date of induction courses. The 
relevant FSU organiser and course convenor will discuss the most appropriate time 
during the induction course for the organiser to address the inductees.

11.6.3. The amount of time the FSU is given access to new starters at induction courses will be 
approximately 30 minutes. During the induction talk, the organiser will distribute 
application forms and relevant FSU literature.

11.6.4. If there are extenuating circumstances that prevent the FSU from being able to attend 
the induction at an appropriate time, the Employer will assist the FSU in making an 
alternate suitable time for the organiser to address  
the inductees.

12. Consultation and workplace change. 

12.1. This term applies if the employer:  

a. has made a definite decision to introduce a major change to production, program, 
organisation, structure or technology in relation to its enterprise that is likely to have 
a significant effect on the employees; or 

b. proposes to introduce a change to the regular roster or ordinary hours of work of 
employees. 

Major change 
12.2. For a major change referred to in paragraph 12.1.a.: 

a. the employer must notify the relevant employees of the decision to introduce the 
major change; and

b. subclauses 12.3 to 12.9 apply.

12.3. The relevant employees may appoint a representative for the purposes of the 
procedures in this term. 

12.4. If: 

a. a relevant employee appoints, or relevant employees appoint, a representative for 
the purposes of consultation; and

b. the employee or employees advise the employer of the identity of the 
representative;

the employer must recognise the representative. 



 

 

12.5. As soon as practicable after making its decision, the employer must: 

12.5.1. discuss with the relevant employees:

a. the introduction of the change; and

b. the effect the change is likely to have on the employees; and

c. measures the employer is taking to avert or mitigate the adverse effect of the 
change on the employees; and

12.5.2. for the purposes of the discussion--provide, in writing, to the relevant employees:

a. all relevant information about the change including the nature of the change 
proposed; and

b. information about the expected effects of the change on the employees; and

c. any other matters likely to affect the employees.

12.6. However, the employer is not required to disclose confidential or commercially 
sensitive information to the relevant employees. 

12.7. The employer must give prompt and genuine consideration to matters raised about 
the major change by the relevant employees. 

12.8. If a term in this agreement provides for a major change to production, program, 
organisation, structure or technology in relation to the enterprise of the employer, 
the requirements set out in paragraph (12.2)(a) and subclauses (12.3) and (12.5) 
are taken not to apply. 

12.9. In this term, a major change is likely to have a significant effect on employees if it 
results in: 

a. the termination of the employment of employees; or

b. major change to the composition, operation or size of the employer's workforce or to 
the skills required of employees; or

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

d. the alteration of hours of work; or

e. the need to retrain employees; or

f. the need to relocate employees to another workplace; or

g. the restructuring of jobs.

 
Change to regular roster or ordinary hours of work 

12.10. For a change referred to in paragraph (12.1)(b): 

a. the employer must notify the relevant employees of the proposed change; and

b. subclauses (12.11) to (12.15) apply.

12.11. The relevant employees may appoint a representative for the purposes of the 
procedures in this term. 

12.12. If: 

a. a relevant employee appoints, or relevant employees appoint, a representative for 
the purposes of consultation; and

b. the employee or employees advise the employer of the identity of the 
representative;

c. the employer must recognise the representative.

12.13. As soon as practicable after proposing to introduce the change, the employer must: 



 

 

12.13.1. discuss with the relevant employees the introduction of the change; and

12.13.2. for the purposes of the discussion--provide to the relevant employees:

a. all relevant information about the change, including the nature of the change; 
and 

b. information about what the employer reasonably believes will be the effects 
of the change on the employees; and 

c. information about any other matters that the employer reasonably believes 
are likely to affect the employees; and 

12.13.3. invite the relevant employees to give their views about the impact of the 
change (including any impact in relation to their family or caring 
responsibilities).

12.14. However, the employer is not required to disclose confidential or commercially 
sensitive information to the relevant employees. 

12.15. The employer must give prompt and genuine consideration to matters raised about 
the change by the relevant employees. 

12.16. In this term: 

"relevant employees" means the employees who may be affected by a change 
referred to in subclause (12.1). 

13. Dispute resolution. 

13.1. Where a grievance or dispute arises about a matter under this Agreement or the 
National Employment Standards (NES) it will be submitted to the following 
procedure: 

13.1.1. As soon as is practicable after the grievance of dispute has arisen, the parties to 
the dispute will attempt to resolve the grievance of dispute at the workplace level 
by discussion between the Employee and their immediate supervisor or manager 
affording them reasonable opportunity to remedy the grievance or dispute;

13.1.2. Where the attempt at settlement has failed, or where the grievance of dispute is 
of such a nature that a direct discussion between the Employee and their 
immediate supervisor would be inappropriate, the Employee will take the matter 
up with more senior levels of management (which may include the relevant PX 
Business Partner).

13.2. If the matter is unable to be resolved, the dispute can be submitted to FWC by either 
party to the matter in an endeavour to resolve the dispute by conciliation in the first 
instance. 

13.3. If the matter is still unable to be resolved, either party to the matter may then seek to 
have FWC resolve the dispute by arbitration. The decision of the member will bind 
the parties, subject to either party to the matter exercising a right of appeal against 
the decision to a Full Bench. 

13.4. Employees are entitled to be represented by their union at any stage of this process. 
All Employees are entitled to be represented by a representative of their choice and 
the Employer will recognise the representative for all purposes involved with the 
resolution of the dispute. 



 

 

13.5. The parties agree that FWC will have, in respect of conciliation and arbitration, all 
the substantive and procedural powers necessary or convenient for the just 
resolution of the dispute in terms of relevant legislation. 

13.6. None of the above procedures will restrict a party to a dispute or their representative 
from referring a dispute to FWC for resolution at any stage. 

13.7. Without prejudice to either party, all work will continue in accordance with this 
Agreement while the matters in dispute are being dealt with in accordance with this 
clause. 

14. Work, health and safety. 

14.1. The Employer is committed to providing a safe and healthy working environment. 

14.2. The Employer is committed to involving people at all levels of the business in 
managing occupational health and safety matters in the workplace and, as a 
minimum; it will operate within relevant legislation. 

14.3. As appropriate, the Employer will call on professional resources for the purpose of: 

14.3.1. workplace assessments;

14.3.2. work health and safety training; and

14.3.3. rehabilitation programs.
 



 

 

Signatories. 
Signed on behalf of the Employer by its  

duly appointed officer in the presence of: 

 

Witness 

 

Name of Witness (print) 

 

Name of Officer (print) 

Ingrid Purcell 

 

Position of Officer (print) 

Group Executive Experience. 

 

 

Address of Officer (print) 

28/360 Elizabeth Street, Melbourne 3000 

 

Date (print) 

 

Signed on behalf of the Finance Sector Union  

(a bargaining representative of the Employees),  

by its duly appointed officer 

Authorised under Rule 49 of the FSU’s rules  

to sign Union industrial agreements.  

in the presence of: 

 

Officer 

 

Witness 

 

Name of Witness (print)  

 



 

 

Name of Officer (print) 

Julia Angrisano 

 

Position of Officer (print) 

FSU National Secretary 

 

 

 

Address of Officer (print) 

2/341 Queen St., Melbourne 3000 

 

Date (print) 

 



Signatories. 
Signed on behalf of the Employer by its 
duly appointed officer in the presence of:

Witness

Name of Witness (print)

Name of Officer (print)
Ingrid Purcell

Position of Officer (print)
Group Executive Experience.

Address of Officer (print)
28/360 Elizabeth Street, Melbourne 3000

Date (print)

Signed on behalf of the Finance Sector Union 
(a bargaining representative of the Employees), 
by its duly appointed officer

Authorised under Rule 49 
to sign Union industrial agreements. 

in the presence of:

Officer

Witness

Name of Witness (print)
Melissa Brown



Name of Officer (print)
Julia Angrisano

Position of Officer (print)
FSU National Secretary

Address of Officer (print)
2/341 Queen St., Melbourne 3000

Date (print)
29 June 2021
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