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DECISION 

Fair Work Act 2009 
s.l85 - Application for approval of a single-enterprise agreement 

Energy Australia NSW Pty Ltd 
(AG20 15/2796) 

FairWork 
Commission 

ENERGY AUSTRALIA NSW (MOUNT PIPER AND WALLERA WANG 
OPERATIONS) 2015 EMPLOYEES' ENTERPRISE AGREEMENT 

Electrical power industry 

COMMISSIONER JOHNS MELBOURNE, 3 JUNE 2015 

Application/or approval of the EnergyAustralia NSW (Mount Piper and Wal/erawang 
Operations) 2015 Employees' Enterprise Agreement. 

[1] On 22 May 2015 EnergyAustralia NSW Pty Ltd (Applicant) made an application for 
approval of the EnergyAustralia NSW (Mount Piper and Wallerawang Operations) 2015 
Employees' Enterprise Agreement (Agreement). The application was made pursuant to s 185 
of the Fair Work Act 2009 (Cth) (Act). The Agreement is a single-enterprise agreement. 

[2] The Agreement was lodged within 14 days after it was made. 

[3] The Commission is satisfied that each of the requirements of ss 186, 187 and 188 of 
the Act, as are relevant to this application for approval, have been met. 

[4] The following organisations, being bargaining representatives for the Agreement, have 
given notice under s 183 of the Act that they want the Agreement to cover them; 

1. Australian Municipal , Administrative, Clerical and Services Union (t/a United 
Services Union). 
2. Community and Public Sector Union. 
3. Construction, Forestry, Mining and Energy Union. 
4. Association of Professional Engineers, Scientists and Managers, Australia. 
5. The Australian Workers' Union. 
6. Communications, Electrical, Electronic, Energy, Information, Postal, Plumbing and 
Allied Services Union of Australia. 
7. Automotive, Food, Metals, Engineering, Printing and Kindred Industries Union 
known as the Australian Manufacturing Workers' Union. 
8. The Australian Institute of Marine and Power Engineers. 

In accordance with s 201 (2), the Commission notes that the Agreement covers each of these 
organisations. 
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The Agreement is approved. In accordance with s 54 of the Act the Agreement will operate 
from 10 June 2015. The nominal expiry date of the Agreement is 11 March 2019. 

COMMISSIONER 

Printed by authority of the Commonwealth Government Printer 

<Price code T, AE414147 PR567892> 
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1. 

1.1. 

1.2. 

• 

• 
• 
• 
• 
• 
• 
• 
• 

Parties to the Enterprise Agreement 

Title - This Enterprise Agreement will be known as the EnergyAustralia NSW (Mount Piper and Wallerawang 
Operations) 2015 Employees' Enterprise Agreement. 

Parties - This Enterprise Agreement has been made between EnergyAustralia NSW, Bargaining Agents and the 
Unions listed below on behalf of the employees of Energy Australia NSW: 

Communications, Electrical, Electronic, Energy, Information, Postal, Plumbing and Allied Services Workers Union of 
Australia. Electrical Trades Union of Australia, New South Wales Branch 
New South Wales Local Government, Clerical, Administrative, Energy, Airlines and Utilities Union 
Association of Professional Engineers, Scientists and Managers, Australia 
Construction, Forestry, Mining and Energy Union (Mining and Energy Division) 
CPSU, Community and Public Sector Union 
Australian Institute of Marine and Power Engineers, The 
Automotive, Food, Metals, Engineering, Printing and Kindred Industries Union (AMWU) . 
Australian Workers Union, New South Wales 
Unions New South Wales 

Energy Australia NSW (Mount Piper and Wallerawang Operations) 2015 Employees' Enterprise Agreement Page 3 



2. Intent, Scope, Commitment, Definitions and Duration 

2.1. Intent and Scope - This Enterprise Agreement is based on the understanding that EnergyAustralia NSW and its 
employees have an obligation to serve the wider EnergyAustralia Group providing electricity at the lowest possible 
cost. As part of its obligations, EnergyAustralia NSW is committed to the continued development of its skilled workforce 
to provide an effective service. 

2.2. This Enterprise Agreement rescinds and replaces the provisions of the Delta Electricity Employees Enterprise 
Agreement 2011. 

2.3. The parties acknowledge ongoing Industrial Agreements which have been negotiated with the assistance of, and 
ratified by the Industrial Relations Commission of New South Wales, In so far as they contain provisions otherwise 
inconsistent with the provisions of this Enterprise Agreement, they shall take precedence over such provisions to the 
extent of such inconsistency. 

2.4. Whom does it apply to -It applies to all employees except Senior Executives of EnergyAustralia NSW. 

2.5. Duration - This Enterprise Agreement will be effective from the first pay period on or after 11 March2015. It will remain 
in force until 11 March 2019. 

2.6. Commitment- The people of EnergyAustralia NSW are committed to: 

2.6.1. Working together towards achieving EnergyAustralia's Values of: 

a) Our customers are our priority. We have no business without them. We operate in highly 
competitive markets. We need to earn the loyalty of our customers and show we are the right 
choice for potential customers considering their options. 

b) Do the right thing. We will build a long term. sustainable future for this business based on the 
expectation that every employee, at every level of the organisation, acts with integrity and respect 
for our stakeholders including our customers, our shareholder, the communities in which we 
operate and our colleagues. These principles are enshrined in our Code of Conduct and we will 
hold each other to a high standard. 

c) Lead change. Our sector is facing challenges that demand new solutions. We can either lead 
change or become one of its casualties. We need to be bold and claim change as an opportunity 
rather than something to be "managed". 

2.7. EnergyAustralia NSW acknowledges its commitment to the employment guarantee obligations prescribed by the 
Electricity Generator Assets (Authorised Transactions) Act 2012 No 35, for the duration of the employment guarantee 
period which expires 1 September 2017. 

2.8. In the lead up to the conclusion of the employment guarantee (Clause 2.7). the parties will consult on any 
organisational changes (Including any requirement for a redundancy program) as part of the planning process on or 
before 1st of September 2016 for the 2017 business plan. 

2.9. No Extra Claims - The Parties undertake that for the period of this Enterprise Agreement they will not pursue any 
extra claims for any matters that are contained in this Enterprise Agreement 

2.10. Definitions-

2.10.1. National Employment Standards- Any reference toNES in this Agreement shall be taken to refer to the 
National Employment Standards under the Fair Work Act 2009 (Cth) as amended. 

2.10.2. Immediate Family- Any reference to 'immediate family' in this Agreement means: 

a) a spouse, de facto partner, child, parent, grandparent, grandchild or sibling of the employee; 
or 

b) a child, parent, grandparent, grandchild or sibling of a spouse or de facto partner of the employee. 
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3. Consultation 

3.1. Consultation - The parties to the Enterprise Agreement have initiated and will continue to convene a number of 
consultative meetings on a regular basis to discuss matters which impact the electricity industry, EnergyAustralia 
NSW, employee related matters and significant initiatives being considered and proposed by EnergyAustralia NSW. 

This includes the meetings held between EnergyAustralia NSW Executive Managers, Unions NSW and Electricity 
Industry Union Officials and Delegates (Tier 1 Meetings), Business Unit meetings between Management 
Representatives, Delegates and Employee Representatives (Tier 2 Meetings) and other site based consultative 
arrangements. 

3.2. The parties to the Enterprise Agreement remain committed to a three (3) part process of consultation in relation to the 
use of contractors through a Contractor Entry Procedure. 

3.2.1. This clause applies if: 

a) EnergyAustralia NSW is giving serious consideration to the introduction of a change to production, 
program, organisation, structure, or technology in relation to its enterprise; and 

b) prior to a definite decision to implement; and 
c) the change is likely to have a significant effect on employees of the enterprise. 

3.2.2. EnergyAustralia NSW must notify the relevant employees and their Union/s of the decision to introduce the 
change. 

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

3.2.4. 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; 

EnergyAustralia NSW must recognise the representative. 

3.2.5. As soon as practicable after making its decision, EnergyAustralia NSW must: 

a) discuss with the relevant employees and their Union/s: 

i. the introduction of the change; and 
ii. the effect the change is likely to have on the employees; and 
iii. measures the employer is taking to avert or mitigate the adverse effect of the change on the 

employees; and 

b) for the purposes of the discussion provide, in writing, to the relevant employees and their Union/s: 

all relevant information about the change including the nature of the change proposed; and 
ii. information about the expected effects of the change on the employees; and 
iii. any other matters likely to affect the employees. 

3.2.6. Where, as part of providing relevant information, EnergyAustralia NSW discloses confidential or commercially 
sensitive information to the relevant employees and/or their Union/s, such information shall be dealt with in 
accordance with the CLP Code of Conduct, and in particular provisions relating to "Protecting Information, 
and Assets". However, EnergyAustralia NSW is not required to disclose confidential or commercially 
sensitive information to the relevant employees and/or their Union/s, where it is precluded from doing so by 
contractual arrangements or legal requirements. Union officials are not employees of EnergyAustralia NSW 
and therefore are not bound by the CLP Code of Conduct. 

3.2.7. EnergyAustralia NSW must give prompt and genuine consideration to matters raised about the change by 
the relevant employees and their Union/s. 

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

a) the termination of the employment of employees; or 
b) change to the composition, operation or size of EnergyAustralia NSW'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. 
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3.2.9. In this term, relevant employees means the employees or groups of employees who may be affected by the 
change. 
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4. Wages and Allowances 

4.1. Wage Increases- The parties agree that the increases in wages under subclause 4.2 of this clause recognise and 
compensate employees for the following: 

4.1.1. Their commitment to implementing work practices that: 

a) provide for more co-operative work arrangements: and 
b) improve competitiveness, efficiency, flexibility and productivity; and 
c) assist positively to enable EnergyAustralia NSW to be a low cost, reliable supplier of electricity; and 
d) facilitate career path opportunities within and across work streams and classifications: and 

4.1.2. Productivity improvements introduced up to the time of making of this Enterprise Agreement and for its duration. 

4.2. Wage Increase- The ordinary weekly wages and the operative date for the classifications covered by this Enterprise 
Agreement based on a 35-hour week are: 

First Pay First Pay First Pay First Pay 
Period on Period on Period on Period on 

or or or Or 
Salary Point After 11 March 15 After 11 March 16 After 11 March 17 After 11 March 18 
1 $528.92 $542.14 $555.70 $569.59 
2 $612.94 $628.26 $643.97 $66007 
3 $696.59 $714.00 $731.85 $750.15 
4 $781.09 $800.62 $820.63 $841.15 
5 $822.74 $843.31 $864.39 $886.00 
6 $864.27 $885.88 $908.02 $930.72 
7 $904.12 $926.72 $949.89 $973.64 
8 $945.77 $969.41 $993.65 $1,018.49 
9 $988.98 $1,013.71 $1,039.05 $1,065.02 
10 $1,033.75 $1,059.60 $1,086.09 $1,113.24 
11 $1,082.38 $1,109.44 $1,137.17 $1,165.60 
12 $1,134.39 $1,162.75 $1 '191.82 $1,221.61 
13 $1 '187.47 $1,217.16 $1,247.59 $1,278.78 
14 $1,242.97 $1,274.04 $1,305.89 $1,338.54 
15 $1,301.47 $1,334.01 $1,367.36 $1,401.54 
16 $1,363.21 $1,397.29 $1,432.22 $1,468.03 
17 $1,410.15 $1,445.41 $1,481.54 $1,518.58 
18 $1,459.40 $1,495.88 $1,533.28 $1,571.61 
19 $1,509.83 $1,547.57 $1,586.26 $1,625.92 
20 $1,561.95 $1,600.99 $1,641.02 $1,682.05 
21 $1,616.49 $1,656.90 $1,698.32 $1,740.78 
22 $1,672.45 $1,714.26 $1 '757.12 $1,801.05 
23 $1,730.47 $1,773.73 $1,818.07 $1,863.52 
24 $1,790.41 $1,835.17 $1,881.05 $1,928.07 
25 $1,852.16 $1,898.47 $1,945.93 $1,994.58 
26 $1,916.44 $1,964.35 $2,013.46 $2,063.80 
27 $1,983.02 $2,032.59 $2,083.41 $2,135.49 
28 $2,052.35 $2,103.66 $2,156.25 $2,210.15 
29 $2,123.12 $2,176.20 $2,230.61 $2,286.37 
30 $2,196.31 $2,251.22 $2,307.50 $2,365.18 
31 $2,272.51 $2,329.32 $2,387.55 $2,447.24 
32 $2,351.24 $2,410.02 $2,470.27 $2,532.03 
33 $2,433.08 $2,493.91 $2,556.26 $2,620.16 
34 $2,517.22 $2,580.15 $2,644.65 $2,710.77 
35 $2,604.73 $2,669.85 $2,736.59 $2,805.01 
36 $2,695.01 $2,762.39 $2,831.45 $2,902.23 
37 $2,788.54 $2,858.26 $2,929.71 $3,002.96 
38 $2,884.00 $2,956.10 $3,030.00 $3,105.75 
39 $2,984.99 $3,059.62 $3,136.11 $3,214.51 
40 $3,088.15 $3,165.35 $3,244.49 $3,325.60 

These rates include provision for incorporation of the annual leave special payment into base rates of pay. 
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4.3. Flexibility -Introduction of flexibility arrangements will provide for greater employee flexibility and enhanced career paths. 
The parties will work towards the following time frame for implementation: 

a) Within three months of the date of this agreement the principles of the new flexible working agreements have 
been established. 

b) Within nine months of the date of this agreement a new competency based system will have been designed. 
c) Within twelve months of the date of this agreement a new competency based system will have been fully 

implemented. 

4.3.1. Guiding Principles: 
The aims of the flexibility arrangements will be based on the following: 

i. A joint steering committee will be formed to guide the development and implementation of the 
flexibility model. 

ii. The development of agreed principles on how flexibility model will work 
iii. The development of flexibility relevant to staff and meeting the requirements of the business. 
iv. Any model produced is subject to endorsement of staff and management before implementation. 

4.4. Location and other Allowances - The following allowances are payable to employees: 

4.4.1. Location Allowances: 

a) Appointed to Power Stations: 

Locations Allowance 1: 

Engineering Officers; Professional Officers (Except as below; Operators; Powerworkers; Tradespersons; 
Administrative Officers previously appointed as Stores employees; and Administrative Officers who are 
engaged in stocktaking duties; or spend most of their time outside of the office); Production officers 

The allowance shall be as set out in Item 1 of Appendix 1. 

Locations Allowance 2: 

Administrative Officers, other than those mentioned above; Professional Officers whose duties are 
exclusively of an administrative or office based nature. Professional Officers who fall into the lower Locations 
Allowance category will continue at their current level until the lower level passes it. 

The allowance shall be as set out in Item 2 of Appendix 1. 

Team Based Locations Allowance: 

i. Entitlement to Locations Allowance 3, 4 or 5 is limited to those classifications or 
position to which, at the time of making this agreement, had an entitlement to a team 
allowance applying on a continuous basis under Clause 5.8 of the Delta Electricity 
Employees Enterprise Agreement 2009. 

ii. The payment of Locations Allowance 3, 4 or 5 is in lieu of any payment or entitlement 
to individual or team allowances payable under Clause 4.5 of this Agreement. 

iii. The payment of Locations Allowance also takes account of the elimination of the 
Outage Allowance payable under Clause 5.1 (b) of the Delta Electricity Employees 
Enterprise Agreement 2009 

Locations Allowance 3: 

Powerworkers and Tradespersons; 

The allowance shall be as set out in Item 3 of Appendix 1. 

Locations Allowance 4: 

Engineering Officers assigned to Maintenance Teams (except Technicians). 

The allowance shall be as set out in Item 4 of Appendix 1. 

Locations Allowance 5: 

Maintenance Team Leaders 

The allowance shall be as set out in Item 5 of Appendix 1. 
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b) Employees must continue to be paid the allowance while on long service leave, annual leave, paid 
personal/carer's leave or accident leave. 

c) The allowance must also be taken into account when calculating penalty rates for overtime except for time 
worked on a public holiday, during what would have been the employee's ordinary hours if the day were not 
a public holiday. The allowance is not taken into account when calculating payments for travelling time or for 
the purpose of calculating penalty additions for ordinary shifts worked on public holidays by shift workers. 

d) Payment of location allowance is made instead of all allowances or extra rates for or relating to height, dirty 
work, wet places, work in confined spaces or other conditions and circumstances, whether of a like nature or 
otherwise, under which the work now is performed or is likely to be performed in the future; and for 
allowances previously paid for motor vehicle damage and for reimbursement of motor drivers licence fee. 

The location allowance also takes account of the elimination of various allowances from the Delta Electricity 
Employees Award 1996 published 16 January 1998 (303 I.G. 18), or not otherwise paid to teams or 
individuals under subclause 4.5 of this clause or under subclause 5.3 of the Delta Electricity Employees 
Enterprise Agreement 2009. 

4.4.2. Who is competent and certified under Clause 1.6.1(a)(xiii) under EnergyAustralia NSW's Access to 
Apparatus Rules: 

The allowance shall be as set out in Item 6 of Appendix 1. 

4.4.3. Who is competent and certified under Clause 1.6.1(a)(v) and (ix) under EnergyAustralia NSW's Access to 
Apparatus Rules: 

The allowance shall be as set out in Item 7 of Appendix 1. 

(An employee who holds Category of Certification in accordance with paragraphs (4.4.2) and (4.4.3) of this 
subclause will be paid only one allowance. It is payable for all ordinary time worked and during periods of 
annual leave, long service leave, public holidays, paid personal leave and for periods of absence for which 
workers' compensation is paid, but excluding those periods which attract the workers' compensation statutory 
rate only). 

4.4.4. Who hold the Occupational Health Nursing Certificate: 

The allowance shall be as set out in Item 8 of Appendix 1. 

4.4.5. Who hold the Diploma in Community Health Nursing: 

The allowance shall be as set out in Item 9 of Appendix 1. 

(An employee who holds the Certificate in Clause 4.4.4. and the Diploma in Clause 4.4.5. of these clauses is 
paid only one allowance). 

4.4.6. When working inside septic tanks or sewerage drains: Single time in addition to normal time. 
Single time in addition to normal time 

4.5. Daily Allowance- Employees, whilst on duty, are entitled to be paid a daily allowance as provided for below. These 
payments will not be taken into account for the purpose of calculating penalty rates for overtime, long service leave, 
annual leave, personal leave, accident pay, public holidays, travelling time or any similar payments. 

The special allowances taken into account in determining an employee's daily allowance are as follows, but they are 
not otherwise paid as separate allowances: 

4.5.1. Engaged on work in conditions which are determined by the controlling officer to involve the existence of 
excessive amounts of airborne coal dust in the following areas: 

• coal bunkers; or 
• coal lines; or 
• on the coal conveyers between the main receiving bin, coal reserve and bunkers: 

The allowance shall be as set out in Item 10 of Appendix 1. 

4.5.2. Engaged on maintenance work within boiler casings or gas pass ducts which have not been cleaned out. 

The allowance shall be as set out in Item 11 of Appendix 1. 

4.5.3. Engaged on work inside a condenser waterbox when the work is carried out while the unit is out of service. 

The allowance shall be as set out in Item 12 of Appendix 1. 
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4.5.4. Working from a Cyclimber Stage inside a furnace. Such payment must be in addition to the allowance paid 
for working inside a boiler casing not cleaned out: 

The allowance shall be as set out in Item 13 of Appendix 1. 

4.5.5. Engaged on work in precipitator element compartments for a period in excess of two continuous working 
days in respect of the whole of such period of continuous work when working in compartments which have 
not been cleaned, other than those who are required to carry out boiler cleaning as part of their normal 
duties: 

The allowance shall be as set out in Item 14 of Appendix 1. 

4.5.6. Required to work within a roped-off asbestos contaminated area. 

The allowance shall be as set out in Item 15 of Appendix 1. 

4.5.7. When using oxyacetylene equipment and/or electric welding equipment, whether during ordinary working 
hours or otherwise. 

The allowance shall be as set out in Item 16 of Appendix 1. 

4.5.8. A sooting allowance as agreed as at the time of the making of the Electricity Commission (Wage Staff) Award 
published 19 February 1965 

The allowance shall be as set out in Item 17 of Appendix 1. 

4.5.9. Engaged in the handling of polychlorinated biphenyls (Askarel): 

(Where an employee is engaged in the handling of such material for part of two halves of a day or shift, the 
minimum payment shall be the equivalent of four hours in respect of each of the half days or half shifts as the 
case may be). 

The allowance shall be as set out in Item 18 of Appendix 1. 

Engaged on such work during periods of overtime: 

(For the purpose of this payment, a day or shift shall be divided into halves by the employee's normal meal 
break whether taken at the normal time or otherwise). 

The allowance shall be as set out in Item 19 of Appendix 1. 

4.5.10. Engaged or working in close proximity to employees who are engaged in the preparation and/or the 
application of substantial quantities of epoxy-based materials either in confined spaces or continuously for a 
period of more than two hours on any occasion. 

(The term "substantial quantities" shall mean a 454 gram pack or larger). 
The allowance shall be as set out in Item 20 of Appendix 1. 

4.5.11. Engaged on work within ash and dust pits. 

The allowance shall be as set out in Item 21 of Appendix 1. 

A number of allowances in the Delta Electricity Employees Award 1996 published 16 January 1998 (3031.G. 18) were 
deleted from the Delta Electricity Employees Award 1997 published 14 August 1998 (306 I.G. 147). A number 
allowances were deleted during the 2015 Enterprise Negotiations. These allowances are listed in Appendix 2. 

4.6. Minimum Salary- The minimum salary levels for the generic classifications are: 

• Apprentice SP2 

• Administrative Officer SP4 

• Engineering Officer SP16 

• Professional Officer SP16 

• Operator SP15 

• Production Officer SP11 

• Tradesperson SP13 

• Powerworker SP9 

4.7. Deduction from Wages -An employee may authorise a deduction from their gross wage towards a motor vehicle 
(through a novated lease), and superannuation through arrangements put in place by EnergyAustralia NSW. 
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Salary sacrifice arrangements shall be in accordance with Australian Taxation Office and any other applicable 
determinations, guidelines, rules, laws and regulations. 

Where an external provider is co-ordinating the salary sacrifice arrangements, any direct cost associated with these 
arrangements shall be borne by the employee. 

The total amount salary sacrificed shall not exceed 50% of an employee's superannuable salary. Should the 50% be 
exceeded, discretionary deductions (as opposed to compulsory deductions) will be reduced in the first instance. 

4.8. Payroll Deduction of Union Membership Fees -The Company shall deduct Union membership fees (not including 
fines or levies) from the pay of any employee, provided that: 

4.8.1. the employee has authorised the Company to make such deductions in accordance with subclause 4.9 
herein; 

4.8.2. the Union shall advise the employer of the amount to be deducted for each pay period applying at the 
Company's workplace and any changes to that amount. 

4.8.3. deduction of Union membership fees shall only occur in each pay period in which payment has or is to be 
made to an employee: and 

4.8.4. there shall be no requirement to make deductions for casual employees with less than two (2) months' 
service (continuous or otherwise). 

4.9. The employee's authorisation shall be in writing and shall authorise the deduction of an amount of Union fees 
(including a variation in that fee effected in accordance with the Union's rules) that the Union advises the Company to 
deduct. Where the employee passes any such written authorisation to the Union, the Union shall not pass the written 
authorisation on to the Company without first obtaining the employee's consent to do so. Such consent may form part 
of the written authorisation. 

4. 10. Monies so deducted from employees' pay shall be remitted to the Union on either a weekly, fortnightly, monthly or 
quarterly basis at the Company's election, together with all necessary information to enable the reconciliation and 
crediting of subscriptions to employee's membership accounts, provided that: 

4.11. Where an employee has already authorised the deduction of Union membership fees in writing from his or her pay 
prior to this clause taking effect, nothing in this clause shall be read as requiring the employee to make a fresh 
authorisation in order for such deductions to commence or continue. 

4.12. The Union shall advise the Company of any change to the amount of membership fees made under its rules, provided 
that this does not occur more than once in any calendar year. Such advice shall be in the form of a schedule of fees to 
be deducted specifying weekly, fortnightly, monthly, or quarterly as the case may be. The Union shall give the 
Company a minimum of two months' notice of any such change. 

4.13. An employee may at any time revoke in writing an authorisation to the Company to make payroll deductions of Union 
membership fees. 

4.14. Where an employee who is a member of the Union and who has authorised the Company to make payroll deductions 
of Union membership fees resigns his or her membership of the Union in accordance with the rules of the Union, the 
Union shall inform the employee in writing of the need to revoke the authorisation to the employer in order for payroll 
deductions of Union membership fees to cease. 

4.15. Payment of Salaries - If requested by a majority of employees, balancing of ordinary pay for time worked must be 
arranged as far as possible so that the salary payable to employees each week is adjusted to reduce fluctuations in 
weekly pay. 

4.16. Payments for salary, leave and retiring allowance must be made only to the employee entitled to them or to a person 
authorised by the employee to receive the payments. 

4.17. EnergyAustralia NSW may deduct from an employee's pay contributions or payments for approved purposes or for the 
payment to EnergyAustralia NSW of money due by the employee under hire purchase, tenancy or other agreements 
only if the employee gives Energy Australia NSW written authority. 

4.18. Superannuation- Pursuant to the Delta Electricity Employees' Enterprise Agreement 2009 all employees covered by 
this Enterprise Agreement received a 2% increase in their employer superannuation contribution. 

The increase to superannuation was and is in addition to the superannuation guarantee charge established by the 
Australian government under the Superannuation Guarantee {Administration) Act 1992. 

Should the Australian government under the Superannuation Guarantee (Administration) Act 1992, or any other 
legislation providing for the rate of employer superannuation contributions, increase the rate above the current 
superannuation guarantee charge, EnergyAustraliaNSW will maintain contributions at 2% above such new rate. 
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4.19. The additional superannuation contributions under sub clause 4.18 of this clause will be paid by EnergyAustralia NSW 
to each employee's superannuation account as follows: 

4.19.1. For employees who are members of an accumulation fund, to that fund; 

4.19.2. For employees in a defined benefit fund who are making additional superannuation contributions to First 
State Superannuation, to their account in that fund; 

4.19.3. For employees in a defined benefit fund who do not have a First State Superannuation account, to an 
account established by the employee in that fund. 

4.20. Salary Sacrifice to Superannuation - Notwithstanding the salaries prescribed by subclause 4.2 of clause 4, Wages 
and Allowances, an employee may elect, by agreement with EnergyAustralia NSW, to sacrifice a portion of the salary 
payable under the said subclause 4.2 to additional employer superannuation contributions. Such election must be 
made prior to the commencement of the period of service to which the earnings relate. Subject to subclause 4. 7 of this 
clause the amount sacrificed must not exceed 50% of the salary payable under the said subclause 4.2 or 50% of the 
applicable superannuable salary, whichever is the lesser. In this clause, "superannuable salary" means the employee's 
salary as notified from time to time to the New South Wales public sector superannuation trustee corporations. 

4.21. Where the employee has elected to sacrifice a portion of that payable salary to additional employer superannuation 
contributions: 

4.21.1. subject to Australian Taxation law, the sacrificed portion of salary will reduce the salary subject to appropriate 
PAYG taxation deductions by the amount of that sacrificed portion; and 

4.21.2. any allowance, penalty rate, payment for unused entitlements, weekly workers' compensation or other 
payment, other than any payments for leave taken in service, to which the employee is entitled under this 
Enterprise Agreement, Act or statute which is expressed to be determined by reference to an employee's 
salary, shall be calculated by reference to the salary which would have applied to the employee under the 
said subclause 4.2 in the absence of any salary sacrifice to superannuation made under this Enterprise 
Agreement. 

4.22. The employee may elect to have the portion of payable salary which is sacrificed to additional employer 
superannuation contributions paid into the superannuation scheme established under the First State Superannuation 
Act 1992 as additional employer contributions. 

4.23. Where the employee elects to salary sacrifice in terms of subclause 4.22 of this clause EnergyAustralia NSW will pay 
the sacrificed amount into the fund. 

4.24. Where the employee is a member of a superannuation scheme established under: 

4.24.1. the Superannuation Act 1916; 

4.24.2. the State Authorities Superannuation Act 1987; 

4.24.3. the State Authorities Non-contributory Superannuation Act 1987; or 

4.24.4. the First State Superannuation Act 1992 

EnergyAustralia NSW must ensure that the amount of any additional employer superannuation contributions specified 
in subclause 4.20 of this clause is included in the employee's superannuable salary which is notified to the New South 
Wales public sector superannuation trustee corporations. 
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5. Terms of Employment 

5.1. Working Up to Skill Level • Employees must: 

5.1.1. work up to their skill level, competence and training within the categories listed below; and 

5.1.2. work in accordance with the classification descriptions, salary points and Skills Development Programs 
negotiated under Award Restructuring (1991) and subsequent agreements: 

• Administrative Officer 
• Engineering Officer 
• Professional Officer 
• Operator 
• Powerworker 
• Tradesperson 
• Apprentices 

5.1.3. EnergyAustralia NSW has adopted the skill development programs and position papers negotiated under 
Award Restructuring (1991) and subsequent agreements for the following classifications: 

• Powerworker 
• Tradesperson 
• Administrative Officer 
• Engineering and Professional Officer 

MEM (2014) 
MEM (2014) 
Position Paper 
Position Paper 

• Operator Western Region Operating Model (WROM) (IRC508 of 2007). 

5.2. During the term of this agreement, the parties are committed to flexibility arrangements, the parties recognise that these 
models are designed to be flexible and responsive to changing skill needs within the business. The parties are committed 
to ongoing consultation within the agreed models frameworks to ensure that the models remain contemporary and reflect 
the ongoing skills development needs of employees and the skills requirements of the business. The following flexibilities 
provide a framework for skills development and salary progression. 

5.3. The terms of the following agreements shall form part of this Enterprise Agreement. The provisions of the following 
agreements shall apply where there is inconsistency with this Enterprise Agreement. 

5.3.1. Western Region Operator Model: The terms of the Western Region Operator Model (WROM) (IRC508 of 
2007), associated Total Salary Package (refer clause 5.3.5) and Explanatory notes shall form part of this 
Enterprise Agreement. 

This agreement shall be as set out in Appendix 3 

5.3.2. Maintenance Employee Model: The terms of the Maintenance Employee Model Agreement shall form part ol 
this Enterprise Agreement , excluding the competencies pertaining to the model 

This Agreement shall be as set out in Appendix 4 

5.3.3. Managing Impairment at work: The terms of the Managing Impairment at Work Agreement shall form part of 
this Enterprise Agreement 

This Agreement shall be as set out in Appendix 5 

5.3.4. Wallerawang Appointed Generation Officers - AGREEMENT 1 - January 2015: The terms of the 
Wallerawang Appointed Generation Officers- AGREEMENT 1 -January 2015 agreement shall form part of 
this Enterprise Agreement 

This Agreement shall be as set out in Appendix 6 

5.3.5. Production Western Total Salary Package Agreement: The terms of the Production Western Total Salary 
Package Agreement shall form part of this Enterprise Agreement 

This Agreement shall be as set out in Appendix 7 

5.3.6. Shift Manager Total Salary Package Agreement: The terms of the Shift Managers Total Salary Package 
Agreement shall form part of this Enterprise Agreement 

This Agreement shall be as set out in Appendix 8 

Note: The Western Region Operating Model and The Flexibility Model (as per clause 4.3) are subject to the 
understanding that they are under negotiation. 

5.4. EnergyAustralia NSW or the employee may terminate the Agreements as detailed in 5.3.5 and 5.3.6 by using the following 
procedures : 
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5.4.1. by giving at least three (3) months written notice to the other party to the arrangement; or 

5.4.2. If the employer and employee agree in writing- at any time. 

5.5. Mount Piper Production Officers -The following provisions apply to Production Officers at Mount Piper Power Station 
The following provisions will only apply if the generation officer role at Mount Piper power station as described by the 
Agreement created in 2008 as a part IRC508 of 2007, is varied or replaced with a new agreement , that is not supported 
by the Operator regional consultative committee or· there Union, which when taken in its totality is not equivalent too or 
provides for an improvement to the current Agreement, should this be the case this arrangement accepts the variation of 
the Mount Piper Production officer model and recognizes 1 July 1995 as the underlining agreement. 

5.5.1. A Production Officer's salary spans the range from salary point 11 to salary point 30 inclusive of subclause 
4.2. 

5.5.2. Each Production Officer's base salary is determined by adding the salary point values of the accredited hard 
skills modules possessed as detailed in Clause 5.5.3. of this clause, to the starting point of salary point 11, 
up to a maximum of salary point 28. 

5.5.3. The available hard skill modules and corresponding salary point values are: 

Module 
Trade Qualifications 
Production Officer Induction 
Emergency Skills 
Maintenance Skills 1 
Maintenance Skills 2 
Foundation A 
Foundation B 
Station Plant 
Boiler Plant 
Turbine Plant 
Advanced Certificate 
Associate Diploma 
Business Process Skills 1 
Business Process Skills 2 
Business Process Skills 3 

Salary Point Value 
2 
1 
1 
1 
1 
1 
1 
2 
2 
2 
1 
1 
1 
1 
1 

*Completion of an approved Associate Diploma leads to automatic accreditation for the Advanced Certificate salary 
point. 

5.5.4. For each Production Officer, the program for the completion of hard skills modules listed in Clause (5.5.3.) of 
this clause shall be determined by an individual Skills Development Plan prepared and agreed by 
management and the officer concerned. This plan must take account of any prerequisites required for 
particular modules. 

5.5.5. For Production Officers with a base salary of salary point 16 or above, a further two salary point increments 
are available. These increments are determined by an assessment of work performance. Performance 
increments are set in relation to the officer's base salary at the time of the review. Any change to this base 
salary shall require a further review of performance at an appropriate time. 

5.5.6. This revised Production Officer structure shall operate from 1 July 1995. All further progression of existing 
and future Production Officers at Mount Piper shall be in accordance with this structure. 

5.5. 7. The Production Officer Development Committee, consisting of Production Officer representatives of each 
team, and management representatives, shall continue to meet. The aim of this committee is to co- ordinate 
the ongoing development of the Production Officer structure, e.g. hard skills modules and performance 
reviews, and to recommend any amendments to the Manager/Mount Piper and Unions for consideration. 

5.6. Overtime and Shift Work- For the purpose of meeting the needs of the industry, EnergyAustralia NSW may require 
an employee to work: 

5.6.1. reasonable overtime, including Saturdays, Sundays and public holidays 

5.6.2. day work or shift work, or to transfer from one system of working to another, including transfer from one 
system of shift work to another. 

Three months' notice will be given to employees required to change on a long-term basis from one system of working 
to another where this will cause a reduction in income, provided that the employees have been .working in the first 
system for a minimum period of 12 months. 

Energy Australia NSW (Mount Piper and Wallerawang Operations) 2015 Employees' Enterprise Agreement Page 14 



Arrangements for staff to meet these working requirements will be made in a consultative manner taking into account 
the needs of the business. 

5.7. Termination of Service- Employees' service may be terminated by: 

5. 7 .1. resignation, i.e. voluntarily leaving the service of EnergyAustralia NSW 

5.7.2. retirement on account of ill health, which makes employees unable now and in the future to perform the 
duties of their appointed grade. 

5. 7.2.1. The process for retirement ill health is: 

a) Either the employee or EnergyAustralia NSW can initiate an application for retirement ill 
health. In either case medical evidence will be presented to the other party which states 
that the employee is now and in the future unable to perform the duties of their appointed 
grade. Other medical evidence may be sought by the other party at their cost. 

At this stage the parties may agree that retirement ill health is appropriate and proceed 
on this basis. 

b) 

I. If either party disputes the other's medical evidence, an assessment may be sought from a 
medical practitioner/s. EnergyAustralia NSW will pay the costs of such medical assessmenVs 
including reasonable and agreed in advance medical assessments requested by the 
employee where the employee has disputed EnergyAustralia NSW medical evidence and the 
further medical evidence finds that the employee should not be retired on account of ill health. 

II. The selection of a medical practitioner/swill be from the Workers Compensation Commission 
approved list of medical practitioner/s. The selection is to be by agreement where possible, 
but, should no agreement be reached within two weeks of notification of the intention to 
dispute the initial medical evidence, then the party initiating such dispute may select the 
practitioner from the Workers Compensation Commission approved list. 

Ill. EnergyAustralia NSW will prepare an advice for the independent medical practitioner, together 
with either a copy of the position description for the employee, or a list of duties that reflect 
what the employee could reasonably be required to do consistent with their classification, skills 
and remuneration level. A draft of this advice will be provided to the employee and 
appropriate Union for comment. If the medical practitioner elects to inspect the work 
performed, the employee, EnergyAustralia NSW representative/s and appropriate Union 
official may also attend the inspection. 

IV. If EnergyAustralia NSW initiates this stage of the process, the employee will be paid up to six 
weeks special leave with pay, from the date of notification by EnergyAustralia NSW of its 
intention to dispute the initial medical evidence. The parties to the employee's retirement ill 
health process will review the payment of special leave with pay at the end of this six week 
period. 

V. If retirement ill health is not approved at this stage and a workplace/functional assessment is 
required, the cost will be met by EnergyAustralia NSW. 

5.7.2.2. Any medical restrictions placed on the employee from a medical assessment must be reviewed. In 
accordance with obligations associated with reasonable accommodation. 

5.7.2.3. It is noted that workers compensation and potential workers compensation injuries impose 
statutory obligations on the parties. 

5.7.2.4. At all stages of the process, steps will be taken to ensure the privacy of the employee's medical 
details in accordance with the relevant legislation. 

5.7.3. Dismissal by EnergyAustralia NSW 

5. 7.4. Mechanisation or technological changes in the industry. 

If EnergyAustralia NSW terminates the employment of an employee who has been employed by it for the 
preceding 12 months, because of mechanisation or technological changes in the industry, it must give the 
employee: 

i. three months' notice; or 
ii. pay at the ordinary rate for the balance if it gives less than three months' notice. This period of 

three months counts as service for the calculation of annual leave and long service leave 
entitlements of the employee. 
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5.8. Employees who are absent without approval for a continuous period of five working days for reasons other than 
certified sickness, or extenuating circumstances acceptable to EnergyAustralia NSW as satisfactory, shall be deemed 
to have resigned. 

5.9. Period of Notice- Employees must give EnergyAustralia NSW at least one month's notice of their intention to resign, 
unless their terms of employment provides for a different period. EnergyAustralia NSW may waive the requirement for 
employees to work this period of notice. 

5.1 0. In all other cases of termination, except dismissal, EnergyAustralia NSW must give the employee at least one month's 
notice, or make payment of one month's salary in lieu of notice, unless their terms of employment provides for a 
different period. 

This does not affect the right of EnergyAustralia NSW to dismiss employees without notice. The salaries of employees 
who are dismissed, together with their entitlements to payments for annual and long service leave, must be paid up to 
the time of dismissal. 

5.11. Discipline -Where an employee is guilty of misconduct or of contravening any rule or direction of EnergyAustralia 
NSW, the employee may be: 

5.11.1. dismissed or suspended; 

5.11.2. reduced in rank, position or pay. 

Every employee so dealt with must be notified in writing of the nature of the misconduct or of the breach of the rule or 
direction alleged to have been committed. 

5.12. Work in Lower Grade - Employees must: 

5.12.1. carry out lower-graded work that is temporarily required as directed; and 

5.12.2. be paid not less than their current salary point. 

EnergyAustralia NSW (Mount Piper and Wallerawang Operations) 2015 Employees' Enterprise Agreement Page 16 



6. Part-time Employment 

6.1. A part~time employee is a person (other than a casual) who works a constant number of hours, which are less ordinary 
hours than those worked by a full-time employee performing the duties of the same full-time classification and grade. 

6.2. The minimum daily number of hours to be worked by a part-time employee shall not be less than four hours and the 
minimum weekly number of hours to be worked shall not be less than 14. However an employee returning from an 
approved period of parental leave may work less than 14 hours per week by agreement. 

6.3. The daily and weekly hours of work for a part-time employee shall be agreed between EnergyAustralia NSW and the 
employee prior to the employee being engaged on a part-time basis. These agreed hours may only be varied by 
agreement between the employee and EnergyAustralia NSW. 

6.4. A part-time employee shall be paid at the hourly rate for their classification. 

6.5. A part-time employee who performs work in excess of the agreed hours or outside the span of ordinary hours shall be 
paid overtime in accordance with clause 12, Overtime. 

6.6. Entitlements that are contained in the Enterprise Agreement for full-time employees are provided to part- time 
employees on a pro-rata basis, including for the purpose of calculation of service in case of termination, retrenchment 
or redundancy. 
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7. Casual Employment 

7 .1. Casual Employment - Casual employment is not intended to replace the permanent workforce but may be used to 
supplement the permanent workforce to meet short term, intermittent or irregular work requirements or for periods of 
peak demand such as outages. 

7.2. Consultation - EnergyAustralia NSW will consult with the relevant Union/s where it proposes to engage casuals in 
field locations. 

7.3. The obligation to consult in 7.2 shall not apply in circumstances where there is a need to engage casuals in situations 
to meet an immediate and unforeseen need. In such cases, the relevant Union/s shall be advised at the earliest 
opportunity. 

7 .4. General terms 
7 .4.1. A casual employee is an employee engaged and paid as such. 

7.4.2. A casual employee must be engaged for a minimum of: 

a) four (4) hours in the classifications of Administrative Officer and Professional Officer; 
b) seven (7) hours in the classifications of Engineering Officer, Powerworker or Tradesperson; 
c) one (1) shift in the classification of Operator. 

7.4.3. For each hour worked, a casual employee will be paid no less than 1135th of the salary point for the relevant 
classification, plus a casual loading of 25% and applicable allowances. 

7.4.4. The casual loading is paid in lieu of annual leave, personal leave, public holidays not worked, notice of 
termination, redundancy benefits and the other attributes of full-time or part-time employment. 

7 .4.5. A casual employee is entitled to penalty rates applicable to rostered shifts worked by the employee based on 
the ordinary rate of pay. Such penalty rates shall be calculated on 1/35th of the salary point for the relevant 
classification, for each hour worked. 

7.4.6. A casual employee is paid overtime rates under clause 12 if the employee is required to work more than 
seven hours per day in the classifications of an Administrative Officer, Professional Officer Engineering 
Officer, Powerworker or Tradesperson; or more than the span of one (1) shift in the classification of Operator. 
A casual employee is paid overtime rates outside the span of hours under clause 8, save that a casual 
employee is not entitled to the casual loading for time worked and paid as overtime. 

7.4.7. Energy Australia NSW will inform the casual employee in writing that the employee is to be engaged on a 
casual basis, the classification level and rate of pay. 

7.4.8. EnergyAustralia NSW must not fail to re-engage a casual employee because the employee accessed 
entitlements to unpaid carer's leave or compassionate leave. The rights of EnergyAustralia NSW to engage 
or not to engage a casual employee are otherwise not affected. 

7.5. Secure Employment 

7 .5.1. The objective of this clause is for EnergyAustralia NSW to take all reasonable steps to provide its employees 
with secure employment by maximizing the number of permanent positions in EnergyAustralia NSW's 
workforce, in particular by ensuring that casual employees have an opportunity to elect to become full-time or 
part-time employees. 

7.5.2. A casual employee engaged by EnergyAustralia NSW on a regular and systematic basis for a sequence of 
periods of employment under this Agreement during a calendar period of six months shall thereafter have the 
right to elect to have his or her ongoing contract of employment converted to permanent full-time employment or 
part-time employment if the employment is to continue beyond the conversion process prescribed by this 
subclause. 

7.5.3. EnergyAustralia NSW shall give the employee notice in writing of the provisions of this sub-clause within four 
weeks of the employee having attained such period of six months. However, the employee retains his or her 
right of election under this subclause if EnergyAustralia NSW fails to comply with this notice requirement. 

7.5.4. Any casual employee who has a right to elect under paragraph 7.5.2., upon receiving notice under paragraph 
(7.6) or after the expiry of the time for giving such notice, may give four weeks' notice in writing to 
EnergyAustralia NSW that he or she seeks to elect to convert his or her ongoing contract of employment to full­
time or part-time employment, and within four weeks of receiving such notice from the employee, 
EnergyAustralia NSW shall consent to or refuse the election, but shall not unreasonably so refuse. Where 
EnergyAustralia NSW refuses an election to convert, the reasons for doing so shall be fully stated and 
discussed with the employee concerned, and a genuine attempt shall be made to reach agreement. Any dispute 
about a refusal of an election to convert an ongoing contract of employment shall be dealt with as far as 
practicable and with expedition through clause 28, Grievance and Disputes Procedure. 
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7.5.5. Any casual employee who does not, within four weeks of receiving written notice from EnergyAustralia NSW, 
elect to convert his or her ongoing contract of employment to full-time employment or part-time employment will 
be deemed to have elected against any such conversion. 

7.5.6. Once a casual employee has elected to become and been converted to a full-time employee or a part-time 
employee, the employee may only revert to casual employment by written agreement with EnergyAustralia 
NSW. 

7.5.7. If a casual employee has elected to have his or her contract of employment converted to full-time or part-time 
employment in accordance with paragraph 7.5.4., EnergyAustralia NSW and the employee shall, in accordance 
with this paragraph, and subject to paragraph 7.5.4., discuss and agree upon: 

7.5.7.1. whether the employee will convert to full-time or part-time employment; and 

7.5.7.2. if it is agreed that the employee will become a part-time employee, the number of hours and the 
pattern of hours that will be worked either consistent with clause 6, Part-time Employment, or 
pursuant to a part time work agreement made under Chapter 2, Part 5 of the Industrial Relations 
Act, 1996. 

Provided that an employee who has worked on a full-time basis throughout the period of casual employment 
has the right to elect to convert his or her contract of employment to full-time employment and an employee who 
has worked on a part-time basis during the period of casual employment has the right to elect to convert his or 
her contract of employment to part-time employment, on the basis of the same number of hours and times of 
work as previously worked, unless other arrangements are agreed between EnergyAustralia NSW and the 
employee. 

7.5.8. Following an agreement being reached pursuant to paragraph 7.5.7. of this subclause, the employee shall 
convert to full-time or part-time employment. If there is any dispute about the arrangements to apply to an 
employee converting from casual employment to full-time or part-time employment, it shall be dealt with as far 
as practicable and with expedition through Clause 28, Grievance and Disputes Procedure. 

7.5.9. An employee must not be engaged and re- engaged, dismissed or replaced in order to avoid any obligation 
under this subclause. 

Casual Occupational Health Nurses 

7.6. Administrative Officers who are engaged as Casual Occupational Health Nurses must be paid by the hour. 

7 .6.1. The hourly rate is determined by: 

i. taking the weekly rate for the applicable salary point (set out in subclause 4.2); and 
ii. adding the appropriate qualification allowance(s) (set out in Clauses 4.4.4.and 4.4.5. of clause 4, Wages 

and Allowances); and 
iii. dividing the sum by 35; and 
iv. adding 20% (in respect of all hours worked between 7:00am and 5:30pm, Monday to Friday inclusive) to 

the total. 

7.6.2. Time worked outside these hours and on Saturdays must be paid at double time. 

7.6.3. Hours worked in excess of seven hours, on any daily engagement, must be paid at the appropriate overtime 
rate. 

7.6.4. Work pertormed on Sundays must be paid at the rate of double time and on public holidays at the rate of 
double time and a half. 

7.6.5. Minimum payment as for three hours at the appropriate rate must be paid in respect of each start, and 
reimbursement be made for all fares actually incurred in travelling to and from work only in respect of a 
minimum start. 

7.6.6. Location Allowance- will be paid Location Allowance 2, as per 4.4.1. 

7.6. 7. There is no entitlement to any of the provisions of this Enterprise Agreement other than the provisions of this 
subclause 
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8. Hours of Work 

8.1. Hours of Work-
The ordinary hour of work for dayworkers is based on the following work patterns. Ordinary hours for shift workers are 
in subclause 11.3 of clause 11, Shift Work. 

8.1.1. 9 Day Fortnight The ordinary hours of work for day workers will not exceed 35 hours per week or 70 hours per 
fortnight where a nine- day fortnight is observed. 

8.1.1.1. Accrual of Days Off . Employees engaged on a nine-day fortnight may elect to accrue up to a 
maximum of five flexidays, rostered days off or special days off for the purposes of taking time off 
for any reason, including time off to attend to family-related matters. The time off will be on a date 
agreed to by employees and their Team Leader. 

8.1.2. 19 Day Month: the ordinary hours of work will not exceed 140 hours each four weeks. The 19-day month work 
pattern is a roster, based on the day worker bandwidth that is established in the payroll system. This drives both 
time and attendance calculations and scheduling of Days Off (similar to 9·day fortnight roster). 

8.1.2.1. Flexible hours can be accumulated each day as agreed between the employee and their Team 
Leader. With hours additional to 140hrs accrued and stored in a time bank to a maximum value of 
70hrs. 

8.1.2.2. The hours accrued may be taken in whole days or partial days as agreed between the employee 
and their Team Leader. 

a) The nominal hours for each normal working day are 7hrs 22 minutes 
b) An employee will be paid a balanced 35 ordinary hours per week, 
c) Team Leaders are responsible for monitoring employee attendance to ensure compliance with the 

conditions in this section, including maintaining and approving, on a weekly basis time and 
attendance records, and hours taken. 

8.1.3. 20 Day Month: The ordinary hours of work for day workers will not exceed 35 hours per 5 day week, over four 
weeks. 

8.2. How are working hours determined? • The commencing and finishing times for each day are determined by local 
management in consultation with affected employees or their representatives taking into account the needs of the 
business. 

8.3. Hours for Day Workers- Day workers are employees who work their ordinary hours from Monday to Friday inclusive 
and who are not entitled to a paid meal break during their ordinary working hours. 

The span of ordinary working hours for day workers is 7:00am to 5:30pm, Monday to Friday. 

8.4. Work Pattern Appointment 
8.4.1. 9 Day fortnight: Appointment to the 9 day fortnight work pattern is based on the following classifications: 

• Apprentices 
• Tradesperson 
• Powerworker 
• Engineering Officer (SP 23 and below) 

Administration Officer (Based in Warehousing and procurement and SP 23 and below) 
• Operator 

8.4.2. 19 Day Month: Appointment to the 19 day month work pattern is based on the following classifications and 
criteria: 

• Administration officer (on or above SP24) 
• Engineering Officer (on or above SP24) 

Professional Officer (on or above SP 24) 
Any new appointments to the above classifications and criteria not stipulated elsewhere as per 
business needs. 

8.4.3. 20 Day Month: Appointment to the 20 day month work pattern is based on the following classifications and 
criteria: 

• Administration Officer (Greater than SP 35) 
• Engineering Officer (Greater than SP35) 
• Professional Officer (Greater than SP35) 
• Any new appointments to the above classifications and criteria not stipulated elsewhere as per 

business needs. 

Note: The Parties recognise that the design of work patterns and there application as per 8.4 will need to be responsive to 
business needs and flexible arrangements. A review and consultation on the operation of the work patterns will occur 
during the period of this Enterprise Agreement. 
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8.5. Note: all day work staff will continue to work their existing work pattern current at the time of certification of the EBA 2015, 
except in the following cases: 

8.5.1. Attainment of Performance Review level 2 (PR2), where the salary point band for the work pattern is exceeded, 
or 

8.5.2. Apply for and are appointed to a position with a salary point that faits within the salary point band for a different 
work pattern, as outlined in clause 8.4. 
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9. Calculation of Service 

9.1. What counts as service -In calculating service, Energy Australia NSW must include: 

9.1.1. periods of annual and long service leave. 

9.1.2. periods of approved leave with pay. 

9.1.3. periods of personal leave with or without pay. 

9.1.4. periods of approved leave without pay not exceeding 20 consecutive working days or equivalent hours of 
shifts. 

9.1.5. periods of approved leave without pay exceeding 20 consecutive working days or shifts which 
EnergyAustralia NSW has specifically authorised to be counted as service. 

9.1.6. periods of absence from work due to incapacity resulting from injury as defined in Chapter 4 of the Workplace 
Injury Management and Workers Compensation Act 1998, for which the employee receives a payment under 
that Act. 

9.1. 7. periods of service as an employee on probation. 

9.1.8. part-time employment, calculated on a pro rata basis. 

9.1. 9. any previous period of service with Delta Electricity that was recognised by EnergyAustralia NSW at sale 
completion and transfer of employment. For the purpose of redundancy provisions, Energy Australia NSW 
recognise periods of services not previously recognised by Delta Electricity for those employees who 
transferred from Pacific Power to Delta Electricity during June 2001. For such employees, the period of 
services will be calculated on their Pacific Power service dates currently used for long service leave 
provisions. 

9.1.10. any previous period of service with Delta Electricity that was recognised by EnergyAustralia NSW at sale 
completion and transfer of employment and in accordance with the said paragraphs 9.1.1. to 9.1.8. of an 
employee who had been dismissed and later re- employed if that employee's current period of service under 
the said paragraphs 9.1.1. to 9.1.8.is more than five years. 
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10. Classification Advisory Committee 

10.1. Purpose -The purpose of the Committee is to recommend appropriate salary point(s) for a position(s). 

10.2. Constitution- The Committee consists of: 

10.2.1. a Chairperson appointed by EnergyAustralia NSW 

10.2.2. two EnergyAustralia NSW representatives 

10.2.3. two representatives of employees appointed from time to time by the relevant Union(s) having regard to the 
classification under review. 

1 0.3. Powers -The Committee can: 

a) consider applications for alterations of salary points on the ground of altered circumstances by: 

Unions on behalf of an employee or groups of employees 
ii. EnergyAustralia NSW 

b) consider any errors or anomalies in the salary points of: 

i. employee(s) 
ii. any position. 

c) Recommend appropriate salary points for new positions. 

1 0.4. Procedures -The Committee proceeds by exchange of views and discussion, not by vote. It is the responsibility of the 
Chairperson to prepare a report, including a recommendation, to the Group Executive Manager O&C of 
EnergyAustralia NSW, setting out the view of the Committee. If there are differing views, the report must include them. 

10.5. Confidentiality- All proceedings of the Committee are confidential. 

10.6. This clause will not prejudice or affect any right any person may have under the Fair Work Act 2009 or Clause 28, 
Grievance and Disputes Procedure. 

EnergyAustralia NSW (Mount Piper and Wallerawang Operations) 2015 Employees' Enterprise Agreement Page 23 



11. Shift Work 

11.1. Types of Shift- Shift work is a system of work in which an employee works a roster with a 1, 2 or 3 shift system. 

11.2. Shift work may be worked: 

Monday to Friday inclusive; or 
Monday to Saturday inclusive; or 
Monday to Sunday inclusive. 

It may begin and end on any of the days in these periods. 

11.3. Ordinary Hours - The ordinary hours for shift workers are an average of 35 hours a week over a roster cycle. Shift 
workers may be required to work more than 35 hours in one or more weeks, but the total number of ordinary hours 
worked in a roster cycle must not be more than: 

Number of weeks in roster cycle multiplied by 35 hours. 

11.4. These ordinary hours must be worked during the hours for which the employees are rostered for duty. 

11.5. Employees who are required to work more than 11 ordinary shifts in 12 consecutive days must be paid at overtime 
rates for the 12th and following consecutive shifts. (See clause 12, Overtime, for overtime rates). 

Shift Allowance 

11.6. Shift work may be: 

11.6.1. Early Morning Shift - a shift commencing after 5:00am and before 6:30am. 

11.6.2. Afternoon Shift- a shift finishing after 6:00pm and at or before midnight. 

11.6.3. Night Shift- a shift: 

a) finishing between midnight and at or before 8:00am: or 
b) Commencing between midnight and at or before 5:00am. 

EnergyAustralia NSW, in consultation with affected employees or their representatives, will decide the 
commencing and finishing times of shifts to suit the needs and circumstances of each establishment. 

11. 7. Shift workers who work on a shift work roster must be paid the following allowances: 

Early Morning - the greater of 10% of single time for the shift and: 

The allowance shall be as set out in Item 22 of Appendix 1. 

Afternoon - the greater of 20% of single time and: 

The allowance shall be as set out in Item 23 of Appendix 1. 

Night - the greater of 20% of single time and: 

The allowance shall be as set out in Item 24 of Appendix 1. 

11.8. Shift workers who are engaged on a roster which: 

11.8.1. requires the working of continuous afternoon or night shifts for more than two weeks; and 

11.8.2. works such shifts on other than a public holiday, Saturday or Sunday, 

Must be paid the following allowances: 

Continuous Afternoon Shift- 25% of single time 

Continuous Night Shift - 30% of single time or a reduced number of weekly hours at time and one 
quarter to give the shift worker the equal of a full week's ordinary pay. 

11.9. Shift workers rostered on other continuous night shift rosters for two weeks or less must be paid for such shifts the 
overtime rates in clause 12, Overtime. 

11.1 0. Shift workers working continuous night shifts for two weeks or less and work such shifts on a public holiday must be 
paid in accordance with subclause 11.12 of this clause. 
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11.11. The allowances are not paid to shift workers for overtime or for any shift for which they are paid overtime penalty rates. 

Shift Penalty 

11.12. Public Holidays - Shift workers musl be paid for all time worked on a rostered shift on a public holiday the penalty of 
150% of single time. 

11.13. Other than Public Holidays - Shift workers must be paid the following penalties for all shifts worked on the following 
days that are not public holidays: 

I. 
II. 

Shift 

Saturday- all shifts 
Sunday - all shifts 

Penalty 

50% of single time 
100% of single time 

11.14. Only One Rate to Apply- Only the highest penalty rate can apply if more than one penalty could apply to a particular 
period of work. 

Roster Loading 

11.15. Roster Loading - Payment of roster loading is made as compensation for the unevenness of payments under this 
Enterprise Agreement. Payment is also made instead of shift disabilities not covered by payments under this 
Enterprise Agreement including: 

11.15.1. the variety of starting and finishing times 

11.15.2. the need to be readily available for work and to work, as required, during meal breaks and at all other times 
during the shift 

11.15.3. minor variations to established duties 

11.15.4. the requirement to work as rostered on any day of the week. 

11.16. Roster Loading Rates - The roster loading for ordinary hours actually worked is: 

11.16.1. 4.35% of salary for: 

a) employees on seven-day continuous shift work rosters 
b) employees regularly rostered to work ordinary shifts on both Saturdays and Sundays 
c) employees rostered to work continuous afternoon or night shifts 
d) employees working day shift only including a shift on Sundays. 

11.16.2. 2.12%ofsalaryfor: 

a) employees on rotating shift work who are rostered to work ordinary shifts involving afternoon and/or 
night shifts but who are not regularly rostered to work ordinary shifts on both Saturdays and 
Sundays 

b) employees working day shift only on Monday to Saturday. 

11.17. Roster Loading Different Grade Duties- Employees carrying out higher-grade duties on shift work must be paid the 
roster loading for the higher-grade classification. 

Employees carrying out lower-grade duties on shift work, including those on retained rates, must be paid the roster 
loading for their regular classification or retained rates as the case may be. 

11.18. Roster Loading Excluded Employees - Roster loading is not payable to day workers transferred to become shift 
workers, for the first two weeks of the transfer, i.e. for the period which attracts time and one half penalty rate (refer to 
subclause 11.28 of this clause). 

11.19. Roster Loading During Training- Shift workers required to transfer from one shift to another to undergo training 
must be paid the roster loading appropriate to: 

11.19.1. the shift roster worked immediately before the training if the period of training is Jess than five consecutive 
working days; or 

11.19.2. the new shift roster if the period of training continues for five or more consecutive working days. 

11.20. Day workers transferring to a shift roster to undergo training must be paid shift work loadings, allowances and 
penalties for the entire period. The provisions of subclause 11.28 of this clause do not apply. 
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General 

11.21. Payment while at Training School M Shift workers must be paid the roster loading, shift allowance and penalty rates 
for public holidays, Saturday and Sunday shifts, which they would have received for their appointed duties if they are: 

11.21.1. training for appointment to a position in their existing or higher grade; or 

11.21.2. attending refresher training courses; or 

11.21.3. attending general training courses and/or station training courses to qualify to carry out higher-grade duties. 

Payments must not include any overtime or higher grade which might have otherwise been worked. 

11.22. Public Holidays- Shift workers, including those on a five-day shift system, Monday to Friday, who on a public holiday: 

11.22.1. work an ordinary rostered shift; or 

11.22.2. are rostered off duty (except when on annual or long service leave) 

are entitled to have a day added to their annual leave entitlement for each public holiday prescribed in clause 23, 
Public Holidays and Picnic Day. If higher-grade pay is involved, the provisions of subclause 15.8 of clause 15, Higher­
Grade Work and Pay, apply. 

11.23. Not Required to Work on a Public Holiday - Shift workers when, according to their controlling officer, are not 
required for work on a public holiday for a shift for which they are normally rostered, must observe the holiday. 
However, they must be told at least 96 hours before the shift begins that they are not required. They must be paid for 
all ordinary time not worked in respect of the public holiday at the rate of single time. 

11.24. Shift Worker on a Five-day Shift - Public Holidays Shift workers who are on a five-day shift system, Monday to 
Friday, must be paid for public holidays observed on Monday to Friday. 

11.25. Mutual Stand Down- Shift workers who: 

11.25.1. are rostered for duty on a shift falling on a Saturday or Sunday; and 

11.25.2. according to the controlling officer, are not required for duty on such day(s) 

may, by mutual arrangement with the person responsible for the work team, not attend for duty on such day(s). 

They must be paid for all ordinary time not worked at the rate of single time. 

11.26. Shift Work Day - If a shift starts on one day and finishes on the next, the day in which the most hours are worked is 
taken to be the shift work day. 

11.27. Ten-hour Break - Shift workers are entitled to at least a ten-hour break between finishing shift work and commencing 
day work. 

11.28. Day Workers Transferred to Shift Work- Day workers required to transfer to shift work must be paid for the ordinary 
hours worked on that roster: 

11.28.1. for the first two weeks, time and one half or normal shift penalties, whichever is the greater 

11.28.2. for the period in excess of the first two weeks, normal shift penalties and roster loadings. 

Day workers will not be required to transfer to shift work for a duration of three shifts or less. For periods of three shifts 
or less the provisions of clause 12, Overtime, apply. 

11.29. Change of Roster or Shift - Shift workers who are changed from one shift roster to another or from one shift to 
another must be paid: 

11.29.1. at least time and one quarter for any shift which they begin within 48 hours from the end of the shift in which 
they were given notice of the change of roster or shift; 

11.29.2. Overtime rates for the shift which they work without a break following the shift in which they were given notice 
of the change. 

Staff requirements in accordance with the above will be determined by EnergyAustralia NSW in consultation with 
affected employees or their representatives. 
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11.30. Maintenance - Because of the nature of the work of Maintenance, it is necessary that the maximum flexibility possible 
is achieved in preparing rosters to meet the Business Unit's work requirements. 

In planning for work to be undertaken, management will consult with employee representatives as to the scope of the 
work, the duration of the work, the time frame and shift work requirements. Roster/swill be prepared to meet the work 
requirements in consultation with staff and will attempt to meet both the Business Unit's and employees' needs. 

Once a roster/s for the work is agreed, there will normally be no changes other than for plant or market considerations, 
such as delay in availability of plant which may postpone the start of the work, and hence commencement of the 
agreed roster. However, circumstances may arise occasionally where roster changes are required at short notice, and 
employees are expected to co-operate in this change process. 

11.31. Meal Breaks - Shift workers are entitled to a 20-minute meal break after each five hours worked, subject to work 
requirements. An employee unable to take such crib breaks is recompensed by way of payment of the roster loading 
described in subclause 11.15 of this clause. 

Handover 

11.32. Han dover- Shift workers required to handover at the end of a shift must stay at their work station until: 

11.32.1. the appropriate relieving employee of the oncoming shift has arrived at the work station; and 

11.32.2. the shift worker has informed the relieving employee of the current status of running plant and/or 
maintenance so that the relieving employee can start work immediately. 

11.33. If handover is part of a shift worker's normal requirements on a shift, those shift workers are entitled to time off at the 
equivalent rate of 13.33 minutes for each shift. When shift workers transfer from one roster to another, this time off 
must be taken in accordance with the roster system to which they are transferring. They are entitled to this time off 
even when they are absent from work on paid leave. 

11.34. Handover time is to be added together during a roster cycle until it amounts to the time of a full shift. It may then be 
rostered to be taken off at ordinary time. Any periods in a roster cycle less than a full shift are to be carried forward to 
the next cycle. Employees with periods of hand over time less than a full shift may be rostered off if approved by local 
management. 

11.35. Any time off as a result of handover time is considered as a non-working day. 

Shift workers who are required to work on such a day must be paid overtime in addition to payment for the handover 
shift. 

11.36. If hand over is not a normal feature of a roster, shift workers may be paid overtime if they are required to handover on a 
specific occasion. 

11.37. If a roster contains shifts where handover is not a requirement, the calculation of time off will: 

11.37.1. not be related to such shifts; and 

11.37.2. only relate to those shifts in the roster where handover is required. 

11.38. Overtime shifts are not included in calculating handover time. 

12-Hour Shifts 

11.39. 12-hour Shifts - The following provisions will apply (subject to subclause 11.28 of this clause) where a 12-hour shift 
roster system is introduced by agreement between EnergyAustralia NSW and a majority of affected employees or 
where an employee is transferred to such a 12-hour shift roster system {such transfer to be by agreement, subject to 
the employee's agreement not being unreasonably withheld): 

11.39.1. Penalty rates: 

a) Saturday 1.5 times ordinary rate 
b) Sunday 2 times ordinary rate 
c) Public Holidays 2.5 times ordinary rate 
d) Shift Allowance; 

Day shift, on the basis that four hours only of the 12-hour shift duration will attract the 
20% shift allowance 
Night shifts at 20% 

The day of the shift will be treated as that on which the majority of the 12-hour shift is worked; 

11.39.2. Handover Time- based on 13 1/3 minutes per 12- hour shift; 
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11 .39.3. Public Holidays- whether rostered on or off, employees will be credited with eight hours leave in lieu, which 
will be added to their period of annual leave; 

11.39.4. Leave taken- Leave paid according to normal Enterprise Agreement provisions. Employees will be debited 
for 12 hours from the respective leave balance; 

It is noted that, as at March 2003, 12-hour shift rosters are established by Local Workplace Flexibility Agreements 
under clause 27, Local Workplace Flexibility. 
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12. Overtime 

12.1. What is overtime 

12.1.1. For day workers, overtime is aU time worked on: 

a) Mondays to Fridays before their ordinary commencing time and after their ordinary finishing time 
b) Saturdays 
c) Sundays 
d) Public holidays. 

12.1.2. For shift workers, overtime is all time worked before their commencing time or after their finishing time of 
rostered shifts. 

12.2. How is it calculated- In calculating how much overtime an employee works, each working day is treated separately. 
Periods worked before their ordinary commencing time and after their ordinary finishing time on a particular day are 
added together to give the worker's total overtime for that day. When a new day starts, the calculations begin again, 
except that overtime which begins on one day is counted for that day, even if it continues into the next day. 

12.3. What are the rates of pay - Except on public holidays, employees must be paid at double time for overtime. 

12.4. On public holidays employees must be paid the following rates for overtime: 

Day Workers 
• In ordinary hours- 2.0 +Ordinary Pay 
• Outside ordinary hours- 2.0 

Shift Workers- All hours worked 2.5 

12.5. Minimum Payment for Non-merging Overtime- An employee must be paid a minimum of four hours at double time 
if the period of overtime the employee is required to work is not connected to ordinary hours. (This does not apply to an 
employee required to stand by under clause 24, Standby Allowance). 

12.6. Non-merging overtime of less than four hours' duration is not treated as overtime for the purposes of a ten-hour break. 

12.7. Travel Associated with Merging Overtime- Employees who work overtime which merges with ordinary hours must 
have their travel to and/or from their homes arranged by EnergyAustralia NSW, if reasonable means of public transport 
are not available. Additional time and/or costs incurred will be paid in accordance with clause 25, Travelling Time and 
Fares. 

12.8. Time Off after Overtime- Ten- hour Break- Whenever reasonably practicable, EnergyAustralia NSW must arrange 
overtime so that employees have at least ten hours off duty: 

12.8.1. Between their finishing time on one day or shift and their commencing time on the next day or shift; or 

12.8.2. If working away from their headquarters and incurring excess travelling time. 

12.9. If employees resume or continue work without a ten-hour break, Energy Australia NSW must pay them double time 
until released from duty. They may then be absent until they have had a ten-hour break. 

12.10. Employees must be paid at ordinary rates for any working time which occurs during this ten-hour break. 

12.11. The conditions in subclauses 12.8 and 12.9 of this clause do not apply to day workers for overtime for which a 
minimum payment is applicable. 

12.12. lfdayworkers: 

12.12.1. have had a ten-hour break; and 

12.12.2. are recalled to work overtime whether notified before or after leaving their place of work: and 

12.12.3. commence that overtime starting at least eight hours after their ordinary finishing time on day 1 and before 
5:00am on day 2; and 

12.12.4. would normally be required to work on day 2, 

then the employees may defer their ordinary commencing time on day 2 for a period equal to the time worked between 
the commencement of the overtime and 5:00am. 
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12.13. If employees are required to continue to work during part of the period they would normally stand down, 
EnergyAustralia NSW must pay these employees for the period of stand-down not taken at double time. 

12.14. Shift workers who have returned home after working overtime during a rostered break are entitled to the ten- hour 
break provision in respect of the period before commencement of the next ordinary shift. 

12.15. Time off between Shifts- The rest period off duty must not be less than eight consecutive hours for the purpose of 
changing shift or shift rosters or where a shift is worked by arrangement between employees themselves. 

Specific Provisions- Day Workers 

12.16. Cancellation - If EnergyAustralia NSW cancels a period of prearranged overtime for any reason at short notice, it 
must pay the employee if notified: 

12.16.1. at home within one hour of the time the employee was to leave home- one hour at single time 

12.16.2. between the employee's home and the place of work - three hours at single time 

12.16.3. at the place of work - three hours at double time. 

However, an employee who has reported at the place of work may be required to carry out alternative work for a 
minimum of three hours. Employees who refuse to do this work are not entitled to any overtime payment but they will 
be paid excess travel and fares, where applicable. 

12.17. Standing by for Overtime - Employees required to hold themselves in readiness to work overtime after their ordinary 
finishing time must be paid for that time at ordinary rates for the period between their ordinary finishing time and the 
commencement of the overtime. This does not apply to employees required to stand by under clause 24, Standby 
Allowance. 

12.18. Employees above Salary Point 35- Employees above salary point 35 must not be paid overtime without the General 
Manager NSW approval. 

Specific Provisions- Shift Workers 

12.19. 12-hour Maximum If shift workers have to work overtime for four or more days due to a temporary shortage of trained 
staff EnergyAustralia NSW may arrange the overtime so that each normal shift plus the overtime does not exceed a 
total of 12 hours. 

12.20. When overtime is not paid - Shift workers are not entitled to be paid overtime rates if the cause of the work arises 
from: 

12.20.1. the customary rotation of shifts; or 

12.20.2. arrangements between or at the request of the shift workers themselves. 

EnergyAustralia NSW (Mount Piper and Wallerawang Operations) 2015 Employees' Enterprise Agreement Page 30 



13. Meal Allowances on Overtime 

13.1. When is meal allowances paid- Employees must be paid an allowance as provided for in Item 25 of Appendix 1 for 
meals if the period of overtime is five hours or greater. 

13.2. Employees must be paid a meal allowance as provided for in Item 26 of Appendix 1 if they have prepared a meal in 
readiness for working overtime, which was cancelled at short notice. 

13.3. Employees above Salary Point 35- Employees who are above salary point 35 and who are not engaged on shift 
work are also entitled to meal allowances under the same conditions as apply to day workers. 
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14. Meal Breaks - Day Work 

14.1. Employees are entitled to normal meal breaks on ordinary working days unless there is an emergency. 

14.2. Employees may take meal breaks as they fall due or at some other time by arrangement with the team leader. 
However, employees must not go without a meal break for more than five hours unless there is an emergency. 

14.3. Disrupted Meal Breaks- Employees who are unable to take all or part of their normal meal break must be paid: 

14.3.1. overtime for the untaken part of the meal break; and 

14.3.2. overtime rates until such time the meal break is taken. 

14.4. Overtime - Monday - Friday- Employees who are required to work overtime for a continuous period either before their 
ordinary commencing time or after their ordinary finishing time are allowed: 

14.4.1. after one hour 30 minutes- a meal break of 20 minutes 

14.4.2. after four hours- a second meal break of 20 minutes, but only if the employees continue the overtime for at 
least another hour 

14.4.3. after eight hours- a third meal break of 20 minutes, but only if the employees continue the overtime for at 
least another hour. 

14.5. The meal break must be paid at the appropriate overtime rate. 

14.6. Employees may take the first meal break: 

14.6.1. during ordinary hours without loss of pay if the entitlement coincides with their ordinary commencing time; or 

14.6.2. at the commencement of the overtime or later by arrangement with the team leader, if the period of 
continuous overtime begins after their ordinary finishing time. 

14.7. Overtime· Saturday, Sunday or Public Holiday -Employees who are required to work for a period of continuous 
overtime on a Saturday, Sunday or public holiday are entitled to: 

14.7.1. a meal break of 20 minutes with pay only if they are working during what would be their ordinary hours and 
the overtime is for more than four continuous hours; and/or 

14.7.2. meal breaks with pay as set out in subclause 14.4 of this clause. 

14.8. Overtime -Meal Breaks Count- Meal breaks with pay allowed in connection with overtime are considered to be 
overtime. They do not break continuity and must be included in computing the amount of overtime worked by 
employees. 
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15. Higher-Grade Work and Pay 

15.1. Obligation to Work in a Higher Grade - Employees must carry out work at a higher grade as directed as long as it is 
reasonable and practicable to perform such work. 

When employees are carrying out such work, they must be paid in accordance with the provisions of this clause. 

15.2. Payment for Higher·Grade Work- Employees must be paid higher-grade pay if they are directed to carry out higher­
graded work for one hour or more in any one day or shift. 

These employees must receive the salary specified for an employee performing the particular class of work. 

Employees who work at a higher grade for more than a half-day or shift must be paid at the higher rate for all ordinary 
hours during the day or shift. 

15.3. Aggregation- Any time spent in another position equal to or higher than the grade of the position in which employees 
are acting must be counted as having been spent in the position under consideration in calculating whether the 
employees are entitled to higher~grade pay for the purposes of this clause. 

15.4. Payment for Leave, Personal Leave etc.- Employees must be paid higher-grade pay during absences on annual 
leave, personal leave, or accident pay if they have been paid the higher-grade pay: 

15.4.1. for a continuous period of three months immediately before the absence. This period is broken by: 

a) absences on special leave; or 
b) absences on personal leave; or 
c) absences on accident pay; or 
d) the carrying out of lower-graded work that total more than five working days or shifts during the 

three months period; or 

15.4.2. for broken periods which total more than six months during the 12 months immediately before the absence. 

15.5. Periods of annual leave, personal leave and accident pay paid at higher grade in accordance with subclause 15.3 of 
this clause are included when calculating the rate applicable for continued higher-grade duty or for further absences on 
annual leave, personal leave or accident pay. 

15.6. Public Holidays- Employees must be paid higher-grade pay for a public holiday if they receive that pay for any part of 
the employee's working days both preceding and following the public holiday. 

15.7. Overtime- Overtime is paid at the higher-grade rate if the higher~ grade duties have been performed for at least one 
day or shift immediately before and continuous with the overtime. 

15.8. Training in Higher Grade- Employees undertaking training for the purpose of gaining experience in a higher-graded 
position must not be paid at the higher-grade rate where: 

15.8.1. the incumbent remains on duty and retains the responsibilities of the position; and 

15.8.2. the periods of training do not exceed: 

a) a continuous period of three months; or 
b) six months in a 12-month period where the periods are broken. 
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16. Clothing and Tools 

16.1. Basis of Issue · EnergyAustralia NSW provides all necessary clothing and tools required for employees to undertake 
their work, including protective cloth'1ng for work in environments assessed under the Work Health and Safety Act 
2011. 

16.2. Responsibility of Employees - Employees are responsible for the: 

16.2.1. proper use and care of clothing and tools supplied; and 

16.2.2. laundering of clothing, unless exempted by EnergyAustralia NSW. 

16.3. Lost or Damaged Articles - EnergyAustralia NSW will replace lost or damaged clothing and tools, unless such loss 
is a result of the employee's misuse or negligence, in which case the employee must replace the articles so lost or 
damaged. 

16.4. Trade Specific Tools for Apprentices - EnergyAustralia NSW will purchase trade specific tools for each apprentice. 
EnergyAustralia NSW will contribute up to $5,500 (electrical) and $4,900 (mechanical) and as varied from time to time. 
The tools will be the property and responsibility of the employee. The employee will be responsible for replacing lost or 
broken tools at their cost. 
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17. Annual Leave 

17 .1. National Employment Standards ~Annual Leave is provided for in the NES, as amended from time to time. 

17 .2. Amount of leave - For each year of service with his or her employer, an employee is entitled to: 

17.2.1. 4 weeks (140 hours) of paid annual leave; or 

17.2.2. 5 weeks (175 hours) of paid annual leave, if the employee is a shiftworker who works shift arrangements as 
provided for in clause 11, Shift Work of this Agreement. 

17.2.3. 4 weeks (140 hours) of paid annual leave plus a proportionate amount of 35 hours if the employee is a 
shiftworker who works shift arrangements as provided for in clause 11, Shift Work of this Agreement. for a 
period of less than 12 months; 

17.3. Accrual of leave 

17 .3.1. An employee's entitlement to paid annual leave accrues progressively during a year of service according to 
the employee's ordinary hours of work, and accumulates from year to year. 

Note: If an employee's employment ends during what would otherwise have been a year of service, the 
employee accrues paid annual leave up to when the employment ends. 

17.4. Taking paid annual leave-

17 .4.1. Paid annual leave may be taken for a period agreed between an employee and his or her employer. 

17.4.2. The employer must not unreasonably refuse to agree to a request by the employee to take paid annual 
leave. 

17 .4.3. If the period during which the employee takes paid annual leave includes a day or part-day that is a public 
holiday, the employee is taken not to be on paid annual leave on that public holiday. 

17.5. Payment for annual leave-

17 .5.1. If an employee takes a period of paid annual leave, the employer must pay the employee at the employee's 
full rate of pay for the employee's ordinary hours of work in the period. 

17 .5.2. If, when the employment of an employee ends, the employee has a period of untaken paid annual leave, the 
employer must pay the employee the amount that would have been payable to the employee had the 
employee taken that period of leave. 

a) Day Workers- For the purpose of calculation of final year leave accrual in 17.5.2. the employer 
shall pay 8.3% of the weekly rate of pay at the employees appointed grade on termination for each 
completed or part week of service, for the current accrual year. 

17.6. Taking paid annual leave- The parties acknowledge that Annual Leave provides a respite from work and the parties 
encourage the taking of Annual Leave entitlements. 

EnergyAustralia NSW may require, with reasonable notice, an employee to clear accrued Annual Leave in excess of 
the following: 

Type of Worker 
i. Shift Worker- 7 Day 
ii. Shift Worker- other 
iii. Day Worker 

Hours 
380 
280 
280 

17.6.1. For shift workers the above limits apply to the total of accrued annual leave and days in lieu of public 
holidays. 

17.6.2. For an employee who works shift work for a period of less than 12 months the "excess hours" shall be 
proportionate between 280 hours and 380 hours based on the amount of time spent on-shift in the preceding 
12 months. 

17.6.3. In considering 'reasonable notice' regard shall be had to: 

a) Individual circumstances, including leave being accrued to a specific purpose with Management 
approval; 

b) Business needs; 
c) Whether the employee has had leave refused, cancelled or deferred at the initiative of 

EnergyAustralia NSW in the previous 12 months; 
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d) Whether the employee has been unable to take or clear excess leave because of roster 
arrangements; 

e) Whether the employee has a history of not taking leave or accruing high leave balances; 
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18. Long Service Leave 

18.1. What service counts -In calculating how much long service leave an employee is entitled to, EnergyAustralia NSW 
must include: 

18.1.1. actual service with EnergyAustralia NSW 

18.1.2. periods under clause 9, Calculation of Service 

18.1.3. periods with another employer where agreement has been reached between EnergyAustralia NSW and that 
employer 

18.1.4. periods specified for certain employees under the State Owned Corporations Act 1989 previously recognised 
by Delta Electricity at sale completion and transfers of employment to EnergyAustralia NSW. 

Employees who have taken or been paid for long service leave accrued in their previous period(s) of service and who 
are re-employed will have those previous period(s) of service counted for qualifying purposes only for future 
entitlements. 

18.2. At what rate does leave accrue - Long service leave accrues as follows: 

Length of Service 

10 years 
15 years 
20 years 
each year after 20 years 

Amount of Leave 

13 weeks 
19.5 weeks 
30.3333 weeks 
2.1666 weeks 

18.3. The entitlement for length of service in between any of the periods listed in subclause 18.2 of this clause is worked out 
on a proportional basis. 

18.4. How is leave paid - Long service leave is paid at the employee's appointed rate of pay at the time the leave is taken. 
Upon termination of employment with EnergyAustralia NSW, payment of the value of the long service leave is based 
on completed weeks of service. 

18.5. When can leave be taken- Employees may dear long service leave as it becomes due. However, if the time of taking 
the leave would seriously inconvenience EnergyAustralia NSW, then it must be postponed to a time on which both the 
employee and EnergyAustralia NSW can agree. 

18.6. Employees may access Long Service Leave entitlements between 15 and 20 years on a pro rata basis. 

18.7. An employee may take long service leave: 

18.7.1. on full pay: 

i. in periods of four weeks or more; or 
ii. with the agreement of EnergyAustralia NSW in periods of not less than two weeks; or 

18.7.2. on half pay only at a time suitable to EnergyAustralia NSW and at its discretion. If half pay is chosen, then 
the employee is entitled to a period of absence twice the amount of entitlement. 

18.8. Employees must give EnergyAustralia NSW at least one month's notice before the date they intend to take long 
service leave. 

18.9. Public Holidays Falling During Leave- Long service leave does not include public holidays. 

18.10. On Leaving between Five and Ten Years- If an employee has completed at least five years' service (as defined in 
the Long Service Leave Act 1955), then the employee is entitled to a proportional amount of long service leave equal 
to 1.3 weeks for each year of total service (whether as an adult or not) if: 

18.1 0.1. Energy Australia NSW terminates the service of the employee for any reason: or 

18.1 0.2. the employee ceases work because of illness, incapacity, or domestic or other pressing necessity; or 

18.1 0.3. the employee dies. 

EnergyAustralia NSW must pay the employee (or the employee's estate in the case of death) a cash amount 
equivalent to the leave. 

18.11. On Leaving after Ten Years - If an employee has completed on the tennination of employment at least ten years' 
service which entitles the employee to long service leave, then EnergyAustralia NSW must pay the employee (or the 
employee's estate in the case of death) a cash amount equivalent to any untaken leave. 
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19. Personal/Carer's Leave and Accident Pay 

19.1. National Employment Standards • PersonaVCarer's leave is provided for in the NES, as amended from time. 

Paid Personal/Carer's leave 

19.2. Taking paid personal/carer's leave· An employee may take paid personaVcarer's leave if the leave is taken: 

19.2.1. because the employee is unfit for work because of a personal illness, or personal injury, affecting the 
employee; or 

19.2.2. to provide care or support to a member of the employee's immediate family, or a member of the employee's 
household, who requires care or support because of: 

a) a personal illness, or personal injury, affecting the member: or 
b) an unexpected emergency affecting the member. 

19.3. Employees are also entitled to personal/carer's leave when they are absent from work because they visit a medical 
practitioner for advice and/or treatment for actual or suspected personal injury or illness and they comply with the 
notice and evidence requirements in subclauses 19.10 to 19.18 of this clause. 

Employees will not be granted personal leave when they have workers compensation approved. 

19.4. Amount of Personal/Carer's leave -The amount of personal/carer's leave which may be granted will be ascertained 
by crediting each employee with the following periods: 

During the first three months' service 126 hours 

During the next nine months' service 126 hours 

During each subsequent 12 months' service 126 hours 

19.5. An employee's entitlement to paid personal/carer's leave accrues progressively during a year of service according to 
the employee's ordinary hours of work, and accumulates from year to year. 

19.6. Personal leave during Annual and long Service leave - If employees are personally ill or injured during annual 
leave or long service leave and the employee produces the appropriate medical evidence, they will be granted, if they 
so elect, to have a period of illness or injury approved as personal leave as: 

19.6.1. for periods of one working day or more in the case of annual leave: or 

19.6.2. for a period of at least five consecutive working days in the case of long service leave. 

19.7. Personal leave during Public Holiday- If the period during which an employee takes paid personalfcarer's leave 
includes a day or part-day that is a public holiday in the place where the employee is based for work purposes, the 
employee is taken not to be on paid personal/carer's leave on that public holiday. 

19.8. Accident Pay - Accident pay is an amount that would bring the workers' compensation up to the employee's 
substantive salary for the weekly period in which it is paid. 

19.9. Employees may be granted accident pay for a maximum period of 52 week if they: 

19.9.1. Have workers' compensation approved; and 

19.9.2. Comply with subclauses 19.10 to 19.22 ofthis clause 

However, where special circumstances exist, EnergyAustratia NSW may discontinue accident pay at any time after 
receipt of such payment for a period of 26 weeks. 

Notice and evidence requirements 

19.1 0. How to Apply - Employees must claim personal/carer's leave and accident pay on the appropriate fonns. 

19.11. Notification - An employee is responsible for notifying EnergyAustralia NSW within two hours of their commencing 
time, or as soon as practicable, that they will be taking personal leave, and must advise EnergyAustralia NSW of the 
period, or expected period, of the leave. 

19.12. An employee shall, wherever practicable, give EnergyAustralia NSW notice prior to the absence of the intention to take 
Carer's leave, the name of the person requiring care or support and that person's relationship to the employee, the 
reasons for taking such leave and the estimated length of the absence. If it is not practicable for the employee to give 
prior notice of absence, the employee shall notify EnergyAustralia NSW by telephone of such absence at the first 
opportunity on the day of the absence or as soon as practicable thereafter. 
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19.13. Medical Examination -If required by EnergyAustralia NSW, employees must be examined by a medical practitioner 
nominated by Energy Australia NSW as soon as they are physically able. 

19.14. Absences of more than Three Days - Employees must submit a certificate from a medical practitioner to cover all 
periods of absence for which the employees claim: 

19.14.1. Personal/carer's leave (with or without pay) exceeding three working days which are consecutive days; or 

19.14.2. Accident pay. 

19.15. The medical certificate must contain: 

The name of the employee; 
The period the employee is likely to be unfit for duty; 
The date of which the employee will be able to report to EnergyAustralia NSW's Occupational 
Health Physician; 
The date the employee first consulted a medical practitioner or EnergyAustralia NSW's 
Occupational Health Physician; 
The medical practitioner's qualifications, name, address and signature or the signature of 
EnergyAustralia NSW's Occupational Health Physician; and 
The date of issue of the certificate. 

19.16. If the certificate does not include the nature or cause of the illness or injury, EnergyAustralia NSW may refer the 
employee to a nominated medical practitioner for examination. 

19.17. Employees who have applied to a medical practitioner for a medical certificate and are unable to obtain such a 
certificate must submit a statutory declaration containing: 

The name and address of the medical practitioner; 
The date of the consultation; and 
The reasons for not obtaining a certificate. 

19.18. Personal/carer's leave or accident pay is paid to those employees only from the date on which they first consulted a 
medical practitioner and obtained a medical certificate. They may also be paid for a period before the consultation if 
the period does not exceed: 

19.18.1. Three working days which are consecutive; and 

19.18.2. Two non-working days; and 

19.18.3. Any public holiday; and 

19.18.4. Any special day off related to the working of a nine-day fortnight. 

19.19. Absences of Three Days or Less - Employees must be able to prove to the satisfaction of their controlling officers 
that they were unable to attend for duty when claiming personal/carer's leave for three consecutive days or less. 

19.20. Disputed Medical Certificate - If EnergyAustralia NSW disputes a medical certificate, a referee may be appointed 
who is a medical practitioner agreed on by the employee and Energy Australia NSW. Any medical certificate issued by 
that referee must be accepted by the employee and EnergyAustralia NSW as conclusive. 

EnergyAustralia NSW must pay the fee if the referee decides in favour of the employee, and employees must pay the 
fee if the decision is against them. 

EnergyAustralia NSW must allow the employee to have leave with pay for any medical examination by the referee. 

19.21. Admission to Hospital- Each employee who is admitted to hospital must obtain a medical certificate stating: 

19.21.1. Thedateofadmission; 

19.21.2. The nature of the incapacity for work; 

19.21.3. The anticipated period of absence. 

Employees must obtain a certificate for each four weeks they are in hospital. 

19.22. Payment at Half Pay- Employees may elect to be paid at half pay if their personal leave balance falls below 200 
hours. 

19.23. Retirement and Personal Leave- If EnergyAustralia NSW decides to retire an employee because of ill- health under 
subclause 5. 7.2. of clause 5, Terms of Employment, either: 
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19.23.1. The retirement must begin only after the employee has exhausted all personal leave credits; or 

19.23.2. The employee must be paid any accrued personal leave outstanding. 

Employees will not be granted any additional personal leave after EnergyAustralia NSW decides that they are to be 
retired ill- health. Wherever practicable, 14 days' notice of the intention to retire will be given to the employees 
concerned. 

Only employees who are retired because of ill-health are entitled to be paid for accrued personal leave. 

19.24. Entitlement to unpaid carer's leave- An employee is entitled to 2 days of unpaid carer's leave for each occasion (a 
permissible occasion) when a member of the employee's immediate family, or a member of the employee's household, 
requires care or support because of: 

19.24.1. a personal illness, or personal injury, affecting the member; or 

19.24.2. an unexpected emergency affecting the member. 

19.25. An employee may take unpaid carer's leave for a particular permissible occasion as: 

19.25.1. a single continuous period of up to 2 days; or 

19.25.2. any separate periods to which the employee and EnergyAustralia NSW agree. 

19.26. An employee cannot take unpaid carer's leave during a particular period if the employee could instead take paid 
personal/carer's leave. 

19.27. Notification - The notification requirements for unpaid Carer's Leave shall be the same as in 19.11 and 19.12 above. 

19.28. Other Options for Taking Time to Provide Care or Support- The following options may be exercised by employees 
to absent themselves for the purpose of providing care or support: 

19.28.1. Time off in lieu of overtime: 

a} An employee may elect, with the consent of EnergyAustralia NSW, to take time off in lieu of 
payment for overtime at a time or times agreed with EnergyAustralia NSW within 12 months of the 
said election; 

b) Overtime taken as time off during ordinary hours shall be taken at ordinary-time rate, that is, an 
hour for each hour worked; 

c) If, having elected to take time as leave in accordance with paragraph (a), the leave is not taken for 
whatever reason, payment for time accrued at overtime rates shall be made at the expiry ofthe 12-
month period or termination; 

d) Where no election is made in accordance with the said paragraph (a), the employee shall be paid 
overtime rates in accordance with the Enterprise Agreement. 

19.28.2. Make-up Time: 

a) An employee may elect, with the consent of EnergyAustralia NSW to work "make-up time", under 
which the employee takes time off ordinary hours, and works those hours at later time, during the 
span of ordinary hours provided in the Enterprise Agreement, at the ordinary rate of pay; 

b) An employee on shift may elect, with the consent of EnergyAustralia NSW, to work "make-up time" 
(under which the employee takes time off ordinary hours and works these hours at a later time), at 
a shift work rate which would have been applicable to the hours taken off. 

19.28.3. Rostered days off: 

a) An employee may elect, with the consent of EnergyAustralia NSW, to take a rostered day off at any 
time; 

b) An employee may elect, with the consent of EnergyAustralia NSW, to take rostered days off in part­
day amounts; 

c) An employee may elect, with the consent of EnergyAustralia NSW, to accrue some or all rostered 
days off for the purpose of creating a bank to be drawn upon at a time mutually agreed between 
EnergyAustralia NSW and employee, or subject to reasonable notice by the employee to 
EnergyAustralia NSW; 

d) This subclause is subject to EnergyAustralia NSW informing each Union which is both party to the 
Enterprise Agreement and which has members employed at the particular enterprise of its intention 
to introduce an enterprise system of ROO flexibility, and providing a reasonable opportunity for the 
Union(s) to participate in negotiations. 
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20. Compassionate Leave 

20.1. National Employment Standards -Compassionate Leave is provided for in the NES, as amended from time to time. 

20.2. An employee is entitled to 2 days of compassionate leave, with pay, when a member of the employee's immediate 
family, or a member of the employee's household: 

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

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

20.2.3. dies. 

20.3. Taking Compassionate Leave - An employee may take compassionate leave for a particular permissible occasion 
as: 

20.3.1. a single continuous 2 day period; or 

20.3.2. 2 separate periods of 1 day each; or 

20.3.3. any separate periods to which the employee and EnergyAustralia NSW agree. 

20.4. Payment for Compassionate Leave- If an employee takes a period of compassionate leave, the employer must pay 
the employee at the employee's full rate of pay for the employee's ordinary hours of work in the period. 

20.5. Notification -An employee is responsible for notifying EnergyAustralia NSW as soon as practicable of the intention to 
take Compassionate Leave and wilt, if required, provide satisfactory evidence of the illness, injury or death. 
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21. Parental Leave 

21.1. National Employment Standards- An employee who has a minimum of 12 months service with the Company shall 
be entitled to unpaid parental leave in accordance with the Fair Work Act 2009 (Cth). 

21.2. Supplementary Matters -The following clauses supplement or deal with matters incidental to the NES. 

21.3. Concurrent Leave-If an employee is entitled to concurrent leave of 3 weeks pursuant to the Section 72(5) of the Fair 
Work Act 2009 (Cth), EnergyAustralia NSW will provide concurrent leave of a maximum of 8 weeks (a 5 week 
additional entitlement to the 3 week NES entitlement). 

21.4. Right to request-

21.4.1. An employee entitled to parental leave may request Energy Australia NSW to allow the employee: 

a) to extend the period of unpaid parental leave for a further continuous period of leave not exceeding 
12 months; 

b) to return from a period of parental leave on a part-time basis until the child reaches school age, 

to assist the employee in reconciling work and parental responsibilities. 

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

21.4.3. Employee's request and Energy Australia NSW decision to be in writing 

The employee's request and EnergyAustralia NSW decision made under subparagraphs (a) and (b) of 
paragraph (21.4.1) of this subclause must be recorded in writing. 

21.4.4. Request to return to work part-time-

Where an employee wishes to make a request under Clause 21.4.1 of paragraph (b) of this clause, such a 
request must be made as soon as possible but no less than seven weeks prior to the date upon which the 
employee is due to return to work from parental leave. 

21.5. Communication during parental leave 

21.5.1. The employee shall take reasonable steps to inform EnergyAustralia NSW about any significant matter that 
will affect the employee's decision regarding the duration of parental leave to be taken, whether the 
employee intends to return to work and whether the employee intends to request to return to work under 
flexible working arrangements. 

21.5.2. The employee shall also notify EnergyAustralia NSW of changes of address or other contact details which 
might affect EnergyAustralia NSW Electricity's capacity to comply with paragraph (21.5.1) of this subclause. 

21.6. EnergyAustralia NSW must not fail to re·engage a regular casual employee because: 

21.6.1. the employee or employee's spouse is pregnant; or 

21.6.2. the employee is or has been immediately absent on parental leave. 

The rights of EnergyAustralia NSW in relation to engagement and re-engagement of casual employees are not 
affected, other than in accordance with this clause. 

For the purpose of this sub-clause, regular casual employee means a casual employee who works for EnergyAustralia 
NSW on a regular and systematic basis and who has reasonable expectation of on·going employment on that basis. 

21.7. Paid Parental Leave- An employee is only entitled to paid parental leave in accordance with this clause if they have 
at least 12 months continuous service at the date of birth or placement with Energy Australia NSW and would otherwise 
be entitled to unpaid parental leave in accordance with the Fair Work Acl2009 (Cth). 

21.8. In respect of those employees who are eligible to apply for a payment from the Commonwealth Government under the 
paid parental leave scheme, the following provisions apply: 

21.8.1. EnergyAustralia NSW will pay the employee an amount equal to the difference between the employees 
ordinary weekly rate of pay and the weekly payment from the Commonwealth Government under the paid 
parental leave scheme ("the top up amount"), for a maximum period of 18 weeks; 
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21.8.2. Subject to subparagraph (0) below, the employee is required to promptly apply for the Commonwealth 
Governments' weekly paid parental leave payment (as amended from time to time) and provide satisfactory 
evidence that they have done so; 

21.8.3. Where an employee has complied with subparagraph (0) then the employee will receive the amount equal to 
their ordinary weekly rate of pay, which is the forwarding of amount from the Commonwealth Government 
and the payment by EnergyAustralia NSW of the top up amount. 

21.8.4. For the avoidance of doubt, superannuation will only be paid by EnergyAustralia NSW on the top up amount. 

21.8.5. If the employee chooses not to apply for a weekly payment from the Commonwealth Government under the 
paid parental leave scheme or elects to receive the Baby Bonus in lieu of weekly payments, then the only 
obligation on EnergyAustralia NSW is to pay the employee the top up amount. 

21.9. In respect of employees not eligible to receive any payment from the Commonwealth Government (including the Baby 
Bonus) under the paid parental leave scheme, the following provisions apply: 

21.9.1. EnergyAustralia NSW will pay the employee their ordinary weekly rate of pay for a maximum period of 14 
weeks; and 

21.9.2. The employee must, if requested, demonstrate their ineligibility under the Federal Government Scheme. 
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22. Domestic Violence Leave 

22.1. Entitlement ~ An employee who is experiencing family violence as defined in the Crimes (Domestic and Personal 
Violence) Act 2007 (NSW) may access up to 10 days special leave per annum for medical appointments, legal 
proceedings and other activities related to family violence. 

22.2. Notification and supporting evidence for Domestic Violence Leave- Proof of family violence may be required in 
the form of an agreed document issued by the Police Service, a Doctor, district nurse, maternal health care nurse, 
family violence support service, Statutory Declaration or lawyer. 

Additional support including additional leave or changes to working arrangements may be granted at the discretion of 
the company. Such additional support will not be unreasonably withheld. 
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23. Public Holidays and Picnic Day 

23.1. National Employment Standards - Public Holidays are as provided for in the NES, as amended from time to time. 

23.1.1. The following are public holidays: 

a) each of these days: 
i. 1 January (New Year's Day); 
ii. 26 January (Australia Day); 
iii. Good Friday; 
iv. Easter Monday; 
v. 25 April (Anzac Day); 
vi. the Queen's birthday holiday (on the day on which it is celebrated in a State or Territory 

or a region of a State or Territory); 
vii. 25 December (Christmas Day); 
viii. 26 December (Boxing Day); 

b) 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, other than a day or part-day, or a kind of day or part-day, that is excluded by the 
regulations from counting as a public holiday. 

23.1.2. If, under (or in accordance with a procedure under) a law of a State or Territory, a day or part-day is 
substituted for a day or part-day that would otherwise be a public holiday because of subsection (1 ), then the 
substituted day or part-day is the public holiday . 

23.2. This clause supplements or deals with matters incidental to the NES. 

The following days are observed as public holidays in addition to the NES: 

23.2.1. Picnic Day (the last Monday in November).Easter Saturday; and 

23.2.2. Labour Day 

23.3. What is a day worker entitled to -A day worker who is absent without approval on the working day before and after 
the public holiday must provide satisfactory evidence of the reason for the absence. 

Further, to be entitled to payment for those days the worker must be othe!'Nise entitled to paid leave for those days. 

23.4. What is a shift worker entitled to- A shift worker may be required to work when rostered, as part of his/her ordinary 
roster, on a public holiday as part of the normal operational requirements of EnergyAustralia NSW and: 

23.4.1. shall be paid for public holidays in accordance with clause 11, Shift Work; and 

23.4.2. shall not be entitled to be paid if absent without approval or reason when the shift worker's normally rostered 
shift falls on a public holiday. 

23.5. Are public holidays paid during a period of absence -An employee who is entitled to payment for a public holiday 
is paid at single time when the public holiday occurs during a period of: 

23.5.1. approved leave without pay not exceeding 20 consecutive days or shifts 

23.5.2. approved personal leave without pay. 
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24. Standby Allowance 

24.1. Who is entitled to the allowance - Employees who are required to be available for emergency andfor breakdown 
work at any time and are required to remain in communication must be paid standby allowance. These employees are 
termed "approved employees". 

24.2. Standby work includes: 

24.2.1. restoring continuity of supply 

24.2.2. returning to safe and proper operating condition any plant or equipment that has broken down in service, or is 
likely to break down 

24.2.3. carrying out urgent maintenance work that if not carried out an interruption to supply may occur. 

24.3. Work not included - Standby work does not include: 

24.3.1. overtime that was arranged before an employee's ordinary finishing time; and/or 

24.3.2. work which does not involve an emergency or breakdown situation. 

24.4. How much is the allowance- Standby allowance is as provided for in Item 27 of Appendix 1. 

24.5. Payment of Overtime Worked when Called Out- Day Workers - "Approved" day workers who are called out and 
required to work overtime must be paid in accordance with clause 12, Overtime. They must receive a minimum 
payment of one hour at double time. 

24.6. Payment of Overtime when Called Out- Shift Workers- "Approved" shift workers who are notified after leaving work 
must be paid in accordance with the said clause 12, if the overtime commences: 

24.6.1. two hours or more before their ordinary commencing time: 

a) double time when the overtime merges with their ordinary commencing time 
b) double time, with a minimum of three hours at single time, when the overtime does not merge with 

their ordinary commencing time. 

24.6.2 less than two hours before their ordinary commencing time, the appropriate rate provided for in the said 
clause 12. 

Additionally, in the case of non-merging overtime, the appropriate rate in the said clause 12 applies from the time of 
commencing overtime to the time of commencing the next rostered shift. 

24.7. Public Holidays- Employees required to be on standby, in accordance with the provisions of this clause, on a public 
holiday shall have a day added to their accrued annual leave entitlement 

24.8. Standby Availability- Employees standing by: 

24.8.1. must not be required to be constantly available beyond a period of four weeks if other employees are 
available for these duties; and 

24.8.2. must have at least one weekend, comprising two consecutive days, off duty in each four weeks, without 
reduction in standby allowance if other employees are not available. 
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25. Travelling Time and Fares 

25. 1. Travel for a Nonnal Day or Shift- Employees are required to travel to and from their home and headquarters once at 
their own expense in connection with each ordinary working day or rostered shift. 

25.2. When can it be claimed- Employees cannot claim for any time spent travelling during ordinary hours. 

25.3. Who can claim -Excess travelling time and travel outside of the Mount Piper and Wallerawang Sites can be claimed 
only by employees at salary point 35 or below or employees who worked 40 ordinary hours per week prior to 1 June 
1979. 

25.4. Excess fares may be claimed by all employees. 

25.5. Excess travelling time and excess fares are based on the extra distance an employee travels when travelling to a 
location which is further from their home than their norm allocation. 

25.6. Travel outside of the Mount Piper and Wallerawang Sites- Employees required to travel outside the of the Mount 
Piper and Wallerawang Sites must be paid at time and one half based on a reasonable time for travel to the location. 

If an employee is delayed in their travel by unforeseen circumstances which extends the above times by more than 
two hours, then their travel time will be the actual reasonable time and they must be paid at time and one half. 

Employees required to travel after completing work for which penalty rates greater than time and one half will continue 
to be paid at the higher rate for the travel, provided the travelling is undertaken within a reasonable time after finishing 
work. 

25.7. Employees required by EnergyAustralia NSW to use their private motor vehicle for travel must be paid an allowance 
per kilometre based on the most direct route by road. 

This rate is as provided for in Item 28 of Appendix 1. 

25.8. Travel Associated with Non- merging Overtime- Employees required to work non-merging overtime must be paid 
at overtime rates from the time they leave their home until they return home. 
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26. Working Away from Headquarters 

26.1. Overnight Absence from Home - When EnergyAustralia NSW requires employees to transfer to a temporary 
headquarters, it must provide them with reasonable board and lodging wherever practicable at its own expense if the 
period of temporary transfer means that they must be absent from their homes overnight. 

Under these circumstances, EnergyAustralia NSW must also pay each employee an allowance as provided for in Item 
29 of Appendix 1 for each night's absence. 

26.2. Alternatively, employees may arrange their own accommodation. EnergyAustralia NSW must pay them the reasonable 
expense level determined from time to time by the Australian Taxation Office (ATO) for the location. 

26.3. Travel by Train -If employees have to travel by train to or from distant jobs, EnergyAustralia NSW must provide them 
with: 

26.3.1. a first class rail ticket for travel in the daytime: and 

26.3.2. a sleeping berth if the travel has to be overnight. 

26.4. Returning Home after Extended Periods Away- EnergyAustralia NSW must allow employees who are away from 
headquarters for an extended period of time to return home: 

26.4.1. daily or at each weekend if the location of the temporary headquarters makes it practicable: or 

26.4.2. every third weekend if daily or weekend return is impractical. Travel between temporary headquarters and 
home other than the first and last journeys must be in the employee's own time: or 

26.4.3. more frequently if EnergyAustralia NSW considers it economical. 

26.5. Employees returning home from their temporary headquarters on approved weekend travel must be provided with: 

26.5.1. first class return rail travel or an equivalent; and 

26.5.2. a meal allowance as provided for in Item 30 of Appendix 1 for each forward and return journey, only if they 
have worked the full ordinary hours at the temporary headquarters on the day of travel. 

26.6. One Day Trip Meal Allowance - Where EnergyAustralia NSW requires employees to work away from their normal 
location and to travel to and from the new location on the same day, it must pay them the reasonable cost of an 
evening meal as provided for in Item 31 of Appendix 1 if the employee arrives home after 7:00pm. Employees must 
provide a receipt for the meal. 
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27. Local Workplace Flexibility 

27.1. Flexibility - EnergyAustralia NSW and employee/s covered by this enterprise agreement may agree to make an 
individual fiexibility arrangement to vary the effect of terms of the agreement if: 

27 .1.1. the agreement deals with 1 or more of the following matters: 

a) arrangements about when work is performed; 
b) within the span of hours for day workers, work may be extended outside of the ordinary hours for 

that day and the number of additional hours worked taken off at a later time, including extension of 
work outside; 

c) meal break provisions; 

27.1.2. the arrangement meets the genuine needs of EnergyAustralia NSW and employee in relation to 1 or more of 
the matters mentioned in paragraph (27.1.1 ); and 

27.1.3. the arrangement is genuinely agreed to by EnergyAustralia NSW and employee. 

27 .2. EnergyAustralia NSW must ensure that the terms of the individual flexibility arrangement: 

27.2.1. are about permitted matters under section 172 of the Fair Work Act 2009; and 

27.2.2. are not unlawful terms under section 194 of the Fair Work Act 2009; and 

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

27 .3. EnergyAustralia NSW must ensure that the individual flexibility arrangement: 

27.3.1. is in writing; and 

27.3.2. includes the name of the employer and employee; and 

27.3.3. 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 

27.3.4. includes details of: 

a) the terms of the enterprise agreement that will be varied by the arrangement; and 
b) how the arrangement will vary the effect of the terms; and 
c) how the employee will be better off overall in relation to the terms and conditions of his or her 

employment as a result of the arrangement; and 

27 .3.5. states the day on which the arrangement commences. 

27.4. EnergyAustralia NSW must give the employee a copy of the individual nexibility arrangement within 14 days after it is 
agreed to. 

27.5. Where the individual employee's understanding of written English is limited, EnergyAustralia NSW must take 
measures, including translation into an appropriate language, to ensure that the employee understands the proposal. 

27.6. EnergyAustralia NSWor the employee may terminate the individual flexibility arrangement 

27.6.1. by giving at least three (3) months written notice to the other party to the arrangement; or 

27.6.2. if the employer and employee agree in writing- at any time. 

27.7. The employee will be advised that they may be represented by their relevant Union. 

27.7.1. Where the employee chooses to be represented by their Union, EnergyAustralia NSW must enter into 
consultation with the relevant Union/s at least seven (7) days or as otherwise agreed, prior to entering into an 
arrangement with the employee. 

27.7.2. To avoid any doubt, the relevant Union is not required to approve or consent to any flexibility arrangement 
with the employee. 

27.7.3. Energy Australia NSW shall not disclose the name of the employee without their consent. 

27.7.4. Notification to the Union/s shall include the details of the classification affected. 

27.8 Any party may deal with any difficulties arising under this clause in accordance with Clause 28, Grievance and 
Disputes Procedure. 
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28. Grievance and Disputes Procedures 

28.1. If a grievance or dispute relates to: 

28.2. 

28.1.1. a matter arising under this Enterprise Agreement; or 

28.1.2. a matter pertaining to the relationship between EnergyAustralia NSW and employees covered by this 
Enterprise Agreement; or 

28.1.3. "general protections" provided for in the Fair Work Act 2009 ("the Act"); or 

28.1.4. National Employment Standards detailed in the Act. 

this clause sets out procedures to settle the grievance or dispute. 

28.2.1. This Enterprise Agreement recognises that employees' grievances should be resolved speedily and 
effectively with factual information, without recourse to industrial action. 

28.2.2. It is intended that most issues shall be resolved informally between employees and team leaderfs by 
gathering and understanding the facts and by discussion. An employee/s may be assisted by their employee 
representative in these discussions. 

28.2.3. Except where a genuine safety issue is involved, until the matter is resolved work will continue as normal 
(which may mean the existing arrangement or an agreed holding arrangement) without interruption and 
without prejudice to final settlement. 

28.3. Employees' work-related grievances are to be dealt with as follows: 

28.3.1. 

28.3.2. 

a) Employees or Union delegates who have a grievance on any issue which is not resolved informally 
under subclause 28.2 shall then raise the matter with their immediate Team Leader by email or in 
writing. 

b) The Team Leader/s shall provide the necessary response by email or in writing as soon as 
possible but no later than 24 hours following the grievance being raised. 

c) If an answer cannot be given within 24 hours, a progress report by email or in writing shall be given 
at that time. 

a) When the grievance has not been resolved to the satisfaction of any party, the issue shall be 
referred by the Team Leader to a Business Unit Manager or their representative by email or in 
writing. 

b) The relevant Business Unit Manager or their representative and Union representative shall at the 
earliest possible time following referral, convene a grievance meeting which shall attempt to 
resolve the matter. 

The meeting should include: 

Team Leader representative, Management representative, Delegate(s) involved in grievance, 
Union official(s) or their representative(s), and optionally the employee(s) involved. 

c) The grievance shall be discussed at the grievance meeting with a view to achieving agreement or 
resolution. 

28.4. If following the above processes, an agreement is not reached about the grievance or dispute, and the grievance or 
dispute remains, then in the first instance, the grievance or dispute can be settled or resolved by a person who is a 
Member of the Industrial Relations Commission of New South Wales ('the Commission') in the exercise of the powers 
and functions conferred by this agreement in accordance with the following: 

28.4.1. A party or the parties to this agreement shall notify the Industrial Registry established under the Industrial 
Relations Act 1996 ('the IR Act') of the existence of a grievance or dispute, and that the final stage of this 
grievance and dispute settlement procedure is being invoked in accordance with the terms of this agreement; 

28.4.2. The President of the Commission or, in his absence or upon his nomination, the Vice-President of the 
Commission shall select a Member of the Commission to deal with the grievance or dispute in accordance 
with this clause; 

28.4.3. The Member of the Commission, so allocated, shall first attempt to resolve the grievance or dispute by 
conciliation. In doing so, the Member may require the attendance of any party to the agreement or request 
the attendance of any other person and exercise any of the powers set out below; 
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28.4.4. If the grievance or dispute is not resolved by conciliation, and the Member certifies that the grievance or 
dispute cannot be resolved by conciliation, then the grievance or dispute, or any remaining part of it, may be 
resolved and determined by arbitration; 

28.4.5. Subject to any appeal which may lie from the decision of the single Member of the Commission in arbitration, 
to a Full Bench of the Commission, the determination by arbitration, or in any appeal, shall be final and 
binding on the parties to this agreement and any person bound by the agreement; 

28.4.6. The President may select diHerent persons, Members of the Commission, to conduct the conciliation andfor 
arbitration. However, the same Member will normally conduct both the conciliation and arbitration, subject to 
a party exercising their right under section 173(1) of the IR Act; 

28.4. 7. The following powers and functions may be exercised by the person or persons selected to conciliate and/or 
arbitrate: 

Adopt any procedure and the exercise of any power referred to or specified in Pt 5 of Ch 4 of the IR Act; 

28.4.8. Any appeal will adopt the procedure and the exercise of any power referred to or specified in Pt 7 of Ch 4 of 
theIR Act; 

28.4.9. The parties may be represented at any stage of, or in any part of, the above process by their chosen 
representative; 

28.4.10. The exercise of any power or function under this sub-clause is subject to the requirements of s 740(4) of the 
Fair Work Act 2009 ('the FW Act'). 

28.5. If the Commission declines to, or is unable to, assist the parties in the first instance in the resolution of the grievance or 
dispute, then the grievance or dispute shall be dealt with by Fair Work Commission, in the exercise of the powers and 
functions conferred by this agreement in accordance with the following: 

28.5.1. Notification of the request for dispute resolution shall be made to the Fair Work Commission Registry; 

28.5.2. If the grievance or dispute is brought before Fair Work Commission, then Fair Work Commission is to deal 
with the grievance or dispute in the first instance by conciliation or by making recommendations or 
expressing an opinion; 

28.5.3. If the grievance or dispute is not resolved by conciliation, and the Member certifies that the grievance or 
dispute cannot be resolved by conciliation, then the grievance or dispute, or any remaining part of it, may be 
resolved and determined by arbitration. 

28.5.4. The functions and powers in subdivisions A, B and D of Division 3 of Part 5-1 of the FW Act may be 
exercised by Fair Work Commission to conciliate and/or arbitrate. 

28.5.5. Subject to any appeal which may lie from the decision of the single Member of Fair Work Commission in 
arbitration, to a Full Bench of Fair Work Commission, the determination by arbitration, or in any appeal, shall 
be final and binding on the parties to this agreement and any person bound by the agreement; 

28.5.6. The President may select different persons, Members of the Commission, to conduct the conciliation and/or 
arbitration. However, the same Member will normally conduct both the conciliation and arbitration, subject to 
a party objecting to the same member doing so; 

28.5.7. The functions and powers in subdivision E of Division 3 of Part 5-1 of the FWAct may be exercised by Fair 
Work Commission to determine any appeal; 

28.5.8. The parties may be represented at any stage of, or in any part of, the above process by their chosen 
representative; 

28.5. 9. The exercise of any power or function under this sub-clause is subject to the requirements of s 739(5) of the 
FWAct 

28.6. As an alternative to 28.3, 28.4 and 28.5 the aggrieved party may refer the matter to Unions New South Wales for their 
attention so as to provide conferences of all parties with a view to reaching a solution. 
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29. Redundancy 

29.1. Consultation 

As soon as practicable after making its decision to reduce employee numbers due to business requirements and prior to 
implementing its decision, EnergyAustrafia NSW will undertake consultation with employees and their Union 
representatives (per clause 3 Consultation). This shall cover the reasons for reducing employee numbers, the proposed 
measures, ways to avoid or minimise forced redundancy terminations, as well as adverse effects on the employee(s) 
concerned. 

29.2. Redundancy- financial considerations 

Where EnergyAustralia NSW is required to manage redundancies, affected employees shall be allowed one (1) days' 
special leave to obtain financial advice and taken within two weeks of initiation of consultation. 

The Employee shall, at the request of EnergyAustralia NSW, be required to produce proof of attendance or the Employee 
shall not receive payment for the time absent. For this purpose a statutory declaration will be sufficient 

29.3. Measures to minimise or avoid forced redundancy 

Use of forced redundancy will be used as a last resort to reduce employee numbers. A range of measures will be used in 
the first instance. The following process does not limit additional ways of avoiding or minimising forced redundancies. The 
following process shall be followed: 

29.3.1. Cease the use of supplementary fixed-term labour hire workers engaged to conduct project work or relieve in 
vacant positions, as well as Casual staff employed as per clause 7, in favour of re-allocating work performed 
by such workers to employees, where this is practicable in terms of business needs. The parties 
acknowledge that special consideration will be given to matters such as associated legal impacts, 
commercial impacts, the extent of retraining required to replace such workers including specialist skills and 
the associated impact on the business by the loss of these skills. 

29.3.2. If further work force reductions are required, EnergyAustralia NSW will next call for expressions of interest 
(EOI) in voluntary redundancies. Decisions on voluntary redundancy offerings, will be made by 
EnergyAustralia NSW and be based on both the employee skills mix and operational requirements of 
EnergyAustralia NSW. 

29.3.3. Where reasonably practical, and subject to suitability, EnergyAustralia NSW will use its best endeavours to 
offer redeployment opportunity within the business, or arrange and support alternative employment 
opportunities with new or other employers. 

29.3.4. If any further employee reductions are required, and all other avenues have been exhausted, a forced 
redundancy program will then be implemented. 

29.4. Forced redundancy 

EnergyAustralia NSW recognises its commitment given in clause 2.7 prior to implementing any forced redundancy 
termination(s), the following process shall apply: 

29.4.1. Consult with employees and their Union representatives (as per clause 3 Consultation) on the positions that 
are to be made redundant and if applicable, the forced redundancy selection matrix to be used. 
EnergyAustralia NSW will seek advice from Union representatives to establish the redundancy selection 
matrix. 

29.4.2. EnergyAustralia NSW will then use the selection matrix to conduct a preliminary assessment to identify 
employees at risk of forced redundancy, via a panel arrangement including the Unions or employee 
representatives. Affected employees will be provided opportunity to respond to the selection matrix in order to 
assist in providing information required for determining the preliminary assessment. 

29.4.3. EnergyAustralia NSW will provide those employees identified by EnergyAustralia NSW as being at risk of 
forced redundancy written details of their preliminary assessment. Such employees will be provided the 
opportunity to individually respond to their preliminary assessment and this may involve a support person at 
their discretion. The panel will use employee responses to inform final decision making and to identify forced 
redundancy terminations. 

29.4.4. Following final decision making on forced redundancy terminations, E nergyAustralia NSW will formally advise 
affected employees individually of the outcome of the application of the selection matrix, as well as 
associated exit information where appropriate. Unions representatives will be provided a report of the 
outcome of the forced redundancy process. 
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29.5. Notice to Centrelink and Superannuation fund Administrators 

Where a decision has been made to terminate Employees by reason of redundancy and as required, EnergyAustralia 
NSW shall notify Centrelink and Superannuation Fund Administrators as soon as possible giving all relevant information 
about the terminations.,. 

29.6. Redundancy pay 

29.6.1. Severance pay will comprise payments based on service as described below . 

29.6.1.1. 

29.6.1.2. 

a) 
b) 

c) 

d) 

a) 
b) 
c) 
d) 

If EnergyAustralia NSW offers to employees a redundancy the minimum paid must be: 

four weeks' notice or payment in lieu: plus 
an additional week's notice or pay in lieu for employees aged over 45 years with two or 
more years of completed service; plus 
severance pay at the rate of three weeks per year of continuous service with a maximum 
of 52 weeks, with pro rata payments for incomplete years of service to be on a quarterly 
basis; plus 
the benefit allowable as a contributor to a retirement fund. 

Those employees who accept an offer of voluntary redundancy within two weeks of the 
offer being made, and terminate employment within the time nominated by 
EnergyAustralia NSW, or are issued with a forced redundancy, will be entitled to the 
following additional payments: 

less than 1 years' service: 
1 year and less than 2 years' service: 
2 years and less than 3 years' service: 
3 years' service and over: 

2 weeks' pay 
4 weeks' pay 
6weeks' pay 
8 weeks' pay 

29.6.2. Where the total amount payable under 29.6.1, is less than the equivalent of 26 weeks, then the minimum 
payment will be 26 weeks. 

29.6.3. Retraining and tool purchase 

Where a decision has been made to terminate Employees by reason of redundancy, the following optional 
additional package to the value of $5,000 will be offered for the purpose of assisting in securing alternative 
employment elsewhere: 

a) Process will be based on: course offerings made by a Registered Training Organisation or 
University; 

b) Application(s) approved by the Executive Manager; and reimbursement of associated 
costs per supplied receipts. 

c) Access and reimbursement will be available for a reasonable period nominated by 
EnergyAustralia following termination and or, up to time of employment with an external 
business (whichever comes first). 

Employees being made Redundant who have been issued with a personal tool kit to undertake their duties 
at work are able to purchase their tool kit. Employees who have not been issued with a personal toolkit are 
not able to participate in this program. 

29.7. Disputes Regarding the Application of this Clause- Where a dispute arises as to the application or implementation of 
this clause, the matter shall be dealt with pursuant to clause 28, Grievance and Disputes Procedure. 
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30. Anti-Discrimination 

30.1. Anti- Discrimination - It is the intention of the parties bound by this Enterprise Agreement to prevent and eliminate 
discrimination in the workplace. This includes discrimination on the grounds person's race, colour, sex, sexual 
preference, homosexuality or other sexual orientation, gender identity (including trans, transgender and gender 
diverse), Intersex status, age, physical or mental disability, marital, domestic or relationship status, family or carer's 
responsibilities, pregnancy, potential pregnancy, breastfeeding, religion, political opinion, national extraction, social 
origin,or association with someone who has one of these characteristics. 

30.2. It follows that in fulfilling their obligations under the dispute resolution procedure prescribed by this Enterprise 
Agreement the parties have obligations to take all reasonable steps to ensure that the operation of the provisions of 
this Enterprise Agreement are not directly or indirectly discriminatory in their effects. It will be consistent with the 
fulfilment of these obligations for the parties to make application to vary any provision of the Enterprise Agreement 
which, by its terms or operation, has a direct or indirect discriminatory effect. 

30.3. Under the Anti-Discrimination Act 1977 of NSW, it is unlawful to victimise an employee because the employee has 
made or may make or has been involved in a complaint of unlawful discrimination or harassment. 

30.4. Nothing in this subclause is to be taken to affect 

30.4.1. any conduct or act which is specifically exempted from anti-discrimination legislation; 

30.4.2. offering or providing junior rates of pay to persons under 21 years of age; 

30.4.3. any act or practice of a body established to propagate religion which is exempted under section 56(d) of the 
Anti-Discrimination Act 1977 of NSW; 

30.4.4. a party to this Enterprise Agreement from pursuing matters of unlawful discrimination in any State or Federal 
jurisdiction. 

30.5. Subclauses 30.1 to 30.4 of this clause do not create legal rights or obligations in addition to those imposed upon the 
parties by the legislation referred to in this subclause. 

Employers and employees may also be subject to Commonwealth anti-discrimination legislation; 
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31. Miscellaneous 

31.1. Labour Hire and Contractor Occupational Health and Safety-

31.1.1. For the purposes of this subclause, the following definitions shall apply: 

a) A "labour hire business" is a business (whether an organisation, business enterprise, company, 
partnership, co-operative, sole trader, family trust or unit trust, corporation and/or person) which 
has as its business function, or one of its business functions, to supply staff employed or engaged 
by it to another employer for the purpose of such staff performing work or services for that other 
employer. 

b) A "contract business" is a business (whether an organisation, business enterprise, company, 
partnership, co-operative, sole trader, family trust or unit trust, corporation and/or person) which is 
contracted by another employer to provide a specified service or services or to produce a specific 
outcome or result for that other employer which might otherwise have been carried out by that 
other employer's own employees. 

31.1.2. If EnergyAustralia NSW engages a labour hire business and/or a contract business to perform work wholly or 
partially on EnergyAustralia NSW's premises, EnergyAustralia NSW shall do the following (either directly, or 
through the agency of the labour hire or contract business): 

a) consult with employees of the labour hire business and/or contract business regarding the 
workplace occupational health and safety consultative arrangements; 

b) provide employees of the labour hire business and/or contract business with appropriate 
occupational health and safety induction training including the appropriate training required for such 
employees to perform their jobs safely; 

c) provide employees of the labour hire business and/or contract business with appropriate personal 
protective equipment and/or clothing and all safe working method statements that they would 
othe!Wise supply to their own employees; and 

d) ensure employees of the labour hire business and/or contract business are made aware of any 
risks identified in the workplace and the procedures for control of those risks. 

31.1. 3. Nothing in this subclause is intended to affect or detract from any obligation or responsibility upon labour hire 
businesses arising under the Work Health and Safety Act 2011 or the Workplace Injury Management and 
Workers Compensation Act 1998. 

31.2. Disputes Regarding the Application of this Clause- Where a dispute arises as to the application or implementation 
of this clause, the matter shall be dealt with pursuant to clause 28, Grievance and Disputes Procedure. 
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32. Union Arrangements and Delegates' Rights and Responsibilities 

32.1. The provisions of this clause apply to: 

32.1.1. Unions NSW and Power Industry Unions entitled under their Rules to represent the interests of employees 
covered by this Agreement; and 

32.1.2. Employee/s whose Union has advised EnergyAustralia NSW in writing that the employee/s have been 
elected or nominated by their Union as a delegate for the members of that Union. 

32.2. Holding of Meetings on Energy Australia NSW's Premises -Subject to the provisions of Parts 3-4 of the Fair 
Work Act 2009, permission to hold any meeting on any of Energy Australia NSW 's premises must be requested by the 
Union(s) concerned. 

Such a request must be made to the Industrial Relations Manager or the Manager of the location and: 

32.2.1. made by the Secretary, Executive Officer or accredited Union representative of the Union(s): and 

32.2.2. in writing whenever practicable or verbally where there is not enough time: and 

32.2.3. within reasonable time before the proposed meeting. 

The request must include: 

32.2.4. the purpose of the meeting: and 

32.2.5. the time and place ofthe meeting; and 

32.2.6. the estimated duration of the meeting. 

Should a request for such a meeting be approved, the lunch room or other meeting facilities may be used within the 
time agreed upon by the manager and the person making the request. 

Should a request for such a meeting not be approved, the meeting must not be held on EnergyAustralia NSW 
premises. 

Unless approved by the General Manager NSW, employees must not be paid for time lost attending such meetings. 

32.3. Delegate Rights - In addition to the rights concerning victimisation in the relevant legislation, EnergyAustralia NSW 
recognises that Union delegates: 

32.3.1. may make representations to management on behalf of their Union's members: 

32.3.2. will be given access to reasonable information about such representations; 

32.3.3. will be provided with reasonable use of EnergyAustralia NSW facilities including telephone, computer and 
accessories (including reasonable use of e-mail and internet), facsimile, photocopying, stationery and a 
Union notice board; 

32.3.4. will be given reasonable paid time to: 

a) prepare for consultations with and make representations to management, including discussions 
with their Union's members; 

b) participate in conferences concerning matters affecting their Union's members, including matters 
before an industrial tribunal 

in accordance with the agreed arrangements; 

32.3.5. will be given paid leave in accordance with the agreed arrangements, including for attendance at accredited 
Union education and training for delegates, Union conferences and forums; 

32.3.6. will be given reasonable unpaid leave to work with the Union. 

NOTE: The reference to "their Union's members" in paragraphs (32.3.1) and (0) includes representing a member of 
another Union where agreement between EnergyAustralia NSW and the respective Unions is reached to enable such 
representation. 

32.4. Delegate Responsibilities- A delegate's responsibilities include to: 

32.4.1. consult with their Team Leader whenever they propose to undertake their role as a delegate in exercising 
any of the rights above, except with respect to clause 0 when advice to the Team Leader is sufficient; 
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32.4.2. recognise that work priorities as determined by their Team Leader take precedence over the exercise of the 
above rights; 

32.4.3. adhere to the process of Clause 28, Grievance and Disputes Procedures. 

32.5. Union Delegates- Payment for Attending Meetings- The parties to the Enterprise Agreement acknowledge and 
remain committed to the arrangements introduced in February 2006 concerning delegates attending conferences and 
Industrial Relations Commission of New South Wales/Fair Work Commission matters, unless otherwise agreed to. 
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Appendix 1. 
The following are the rates of allowances payable under this Agreement: 

First pay First pay First pay First pay 
Basis period on period on period on period on 

Item Clause Description (hour/week/ or after or after or after or after 
occurrence) 11·mar- 11-mar- 11-mar- 11-mar-

15 16 17 18 

1 4.4.1.(a) Locations 
Week $106.19 $108.84 $111.57 $114.36 

allowance 1 

2 4.4.1.(a) Locations 
Week $85.90 $88.04 $90.24 $92.50 

allowance 2 

3 4.4.1.(a) Locations 
Week $130.02 $133.27 $136.60 $140.02 allowance 3 

4 4.4.1.(a) Locations 
Week $125.67 $128.81 $132.03 $135.33 

allowance 4 

5 4.4.1.(a) Locations 
Week $115.42 $118.30 $121.26 $124.29 allowance 5 

6 4.4.2. ATAR Week $11.80 $12.09 $12.40 $12.70 
7 4.4.3. ATAR Week $11.80 $12.09 $12.40 $12.70 

Occupational 
8 4.4.4. nursing 

Week 
$37.80 $38.75 $39.72 $40.71 

certificate 

Diploma in 

9 4.4.5. community 
Week 

$37.80 $38.75 $39.72 $40.71 
nursing 

10 4.5.1. 
Airborne coal 

Hour/part hour $2.41 $2.47 $2.53 $2.59 
dust 

11 4.5.2. 
Boiler casing/gas 

Hour/part hour $2.41 $2.47 $2.53 $2.59 
ducts 

12 4.5.3. 
Condenser 

Hour/part hour $2.41 $2.47 $2.53 $2.59 
waterbox 

13 4.5.4 
Cyclimber stage 

Hour/part hour $2.41 $2.47 $2.53 $2.59 
inside furnace 

Precipitator 

14 4.5.5. 
element 

Hourfpart hour 
compartments 

$2.41 $2.47 $2.53 $2.59 

(2+ days) 
Roped off 

15 4.5.6. 
asbestos 

Hour/part hour $2.72 $2.78 $2.85 $2.93 
contaminated 

area 
Using 

oxyacetylene 
16 4.5.7 equipment and/or Hour/part hour $2.31 $2.36 $2.42 $2.48 

electric welding 
equipment 

17 4.5.8. Sooting Hour/part hour $3.24 $3.32 $3.40 $3.49 
Handling 

18 4.5.9. polychlorinated Hour/part hour $2.49 $2.55 $2.62 $2.68 
biphenyls 
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First pay First pay First pay First pay 
Basis period on period on period on period on 

Item Clause Description (hour/week/ or after or after or after or after 
occurrence) 11-mar- 11-mar- 11-mar- 11-mar-

15 16 17 18 
Handling 

19 4.5.9. 
polychlorinated 

Hour/part hour $2.49 $2.55 $2.62 $2.68 biphenyls- during 
overtime 
Proximity to 

20 4.5.10. 
epoxy-based Hour/part hour $1.09 $1.11 $1.14 $1.17 materials in 
confined soace 

21 4.5.11. 
Work within ash Hour/part hour $2.41 $2.47 $2.53 $2.59 
and dust pits 

22 11.7. 
Early morning 

ShiH $13.85 $14.19 $14.55 $14.91 shift 
23 11.7. Afternoon shift ShiH $49.95 $51.20 $52.48 $53.79 
24 11.7. Night shift Shift $49.95 $51.20 $52.48 $53.79 

25 13.1. 
Meal allowance Occurrence $26.84 $27.52 $28.20 $28.91 on overtime 
Meal allowance if 

26 13.2. overtime Occurrence $16.25 $16.65 $17.07 $17.50 
cancelled 

27 24.4. 
Standby Week $142.53 $146.09 $149.74 $153.49 allowance 

28 25.6. 
Private use of 

Kilometer $0.85 $0.87 $0.89 $0.92 motor vehicle 
Working away 

29 26.1. from Night $3.49 $3.57 $3.66 $3.75 
headquarters 

30 26.5.2. 
Travel- meal Each way $16.49 $16.90 $17.33 $17.76 allowance 
Day only travel 

31 26.6. -meal allowance Occurrence $42.49 $43.55 $44.64 $45.75 
after 7pm 
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Appendix 2 - Removed allowances 

The following allowances, which appeared in the Delta Electricity Employees Award 1996, were deleted from the Delta 
Electricity Employees Award 1997 as part of the agreement to consolidate allowances under clause 5, Allowances. References 
are to the clause number of the 1996 Award 

ALLOWANCE 
Other Locations Allowance 
Occupational Health Nurse certificates 
Full time First Aid Attendant 
First aid duties in the field 
Materials Testing at Vales Point 
Leading Hand Allowance 
Painting Stacks 
Stacks with Navigation Lights 
Boiler Main and Distribution Drums 
Fabric Filter Compartments 
Pulverised Fuel Lines 
Morganite Refractory Material 
Blue Asbestos 
Thermal Insulation containing Asbestos 
Laggers- Insulation other than Asbestos 
Operation of Electric Eel 
Insulation other than Asbestos 
Spray Painting Applications 
Operate Steam Cleaning or Greasing Bulldozers 
In charge of plant during meal break 
Other locations Allowance 
Occupational Health Nurse certificates 
Full time First Aid Attendant 
First aid duties in the field 
Materials Testing at Vales Point 
Leading Hand Allowance 
Painting Stacks 
Stacks with Navigation Lights 
Boiler Main and Distribution Drums 
Fabric Filter Compartments 

1996 AWARD CLAUSE 
5.1(b) 
5.1(h)-(k) 
5.2(b)(viii) 
5.2(b)(ix) 
5.2(b)(xi) 
5.4 
5.2(a)(ii) 
5.2(a)(iii) 
5.2(a)(viii) 
5.2(a)(ix) 
5.2(a)(x) 
5.2(a)(xi) 
5.2(a)(xiii) 
5.2(a)(xiv) 
5.2(a)(xvi) 
5.2(a)(xvii) 
5.2(a)(xxi) 
5.2(b)(iv) 
5.2(b)(v) 
5.2(b)(x) 
5.1(b) 
5.1 (h)-(k) 
5.2(b)(viii) 
5.2(b)(ix) 
5.2(b)(xi) 
5.4 
5.2(a)(ii) 
5.2(a)(iii) 
5.2(a)(viii) 
5.2(a)(ix) 

The following allowances, which appeared in the Delta Electricity Employees Award 1997, were deleted from the Delta 
Electricity Employees Award 2000 as part of the review of allowances under clause 5, Allowances. References are to the clause 
number of the 1997 Award 

ALLOWANCE 
Fabric Filter Compartments -Era ring 
Dust Removal air Slides- Eraring 

1997 AWARD CLAUSE 
5.2 (c) 
5.2 (I) 

The following allowances, which appeared in the Delta Electricity Enterprise Agreement 2011, were deleted from the 
EnergyAustralia NSW 2015 as part of the review of allowances under clause 4, Allowances. References are to the clause 
number of the 2011 Delta Electricity Enterprise agreement. 

ALLOWANCE 

TOOL ALLOWANCE 
LOCATIONS ALLOWANCE 6 
TRAVEL BETWEEN HOME AND ERARING 

2011 ENTERPRISE 
AGREEMENT CLAUSE 

4.3(h) 
4.3(a)(ii) 
24.9(a)(ii) 
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List of Agreement Appendices to Enterprise Agreement 
The following are the Agreements Referenced in Clause 5.3 

Appendix 3- Western Region Operator Model and Explanatory Notes 

Appendix 4 - Maintenance Employee Model 

Appendix 5- Managing Impairment at work 

Appendix 6- Wallerawang Appointed Generation Officers- AGREEMENT 1- January 2015 

Appendix 7- Production Western Total Salary Package Agreement 

Appendix 8- Shift Manager Total Salary Package Agreement 
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Appendix 3 - Western Region Operator Model and Explanatory Notes 
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Production West 
Western Region Operator Model Agreement 

Delta 
electricity 

PRODUCTION WESTERN 

WESTERN REGION OPERATOR MODEL AGREEMENT 

1 INTRODUCTION 

This document sets out the provisions for a Western Region Operators Model 

(WROM) following negotiations and proceedings before DP Harrison during 2007 and 

2008, with agreement finalised on 15 September 2008. As part of the negotiations, 

agreement was reached on a Total Salary Package which has been prepared as a 

Local Workplace Flexibility Agreement under Clause 25 of the Delta Electricity 

Employees Enterprise Agreement 2008 (the Enterprise Agreement); and the 

introduction of a common roster for shiftwork operating staff. 

This Agreement between Delta Electricity and operating staff (Production Controllers 

(PCs), Power Plant Operators (PPOs), Production Officers (POs) and Station Plant 

Officers (SPOs)) of the Production Western Business Unit of Delta Electricity 

incorporates the relevant provisions of the following agreements and hence replaces 

those agreements: 

• Mount Piper Production Controllers Wage Agreement- MFI- 6 (IRC 

02/2078) 

• Wallerawang Power Plant Operator Agreement- Exhibit 16 (IRC 02/2142) 

• Mount Piper Production Officer- clause 3.8 of the Enterprise Agreement; 

• Wallerawang Production Officers Agreement- Exhibit 1 (IRC 98/1816) 

• Wallerawang Station Plant Officers Agreement- MFI- 6 (IRC 07/508) 

The purpose of the WROM is to increase the flexibility, productivity, team 

management and skills development of operating staff at Wallerawang and Mount 

Piper power stations. It achieves this by replacing the role of PCs, PPOs, POs and 

SPOs and establishing two Generation Officer (GO) roles which link shift operating 

and maintenance functions, where operating remains the primary focus. It continues 

the utilisation of GOs in the day work workshops at Wallerawang and Mount Piper. 
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The WROM also provides for operating staff to work at both Wallerawang and Mount 

Piper power stations (cross siting) for both GO levels. 

The WROM continues the concept of operators who may not be trained in the full 

range of maintenance, station plant and unit plant skills that is covered by the 

WROM. 

2 

For each GO the program for completion of hard skills associated with progression 

within their salary range will be determined by an individual skills development plan 

prepared and agreed by management and the officer concerned. This plan must take 

account of any prerequisites required for particular modules. 

Staff within the WROM will advance and be paid in accordance with a skills and 

competency based grading matrix which incorporates performance review. 

Knowledge and skill obtained within the matrix will then be used as and when 

required. It is recognized that staff must be given the opportunity to maintain all of 

their skills to meet business needs. 

Performance reviews will be carried out according to Delta's Corporate Standard for 

Performance Based Salary Review. 

The WROM replaces the arrangements under Exhibit L (shift self containment). 

The WROM accepts the continuation of the intent of 2 previous agreements (Mt Piper 

PC Agreement and the Wallerawang PPO Agreement) where PPOs, PCs, POs and 

SPOs have participated in and utilized the full range of currently installed technology 

and its derivatives, plant and work practice changes that occurred up to the date of 

this agreement and that they will continue to participate in the ongoing development 

of work practice improvements and technology upgrades to further enhance the 

competitive position of Delta Electricity. The parties reserve the right to review the 

work value of such improvements and upgrades. 

2 OBJECTIVES 

The objectives of this Agreement are: 

• To define the role and responsibility of Western operating staff who work within 

theWROM. 

• To establish principles for entry and progression within the WROM for new 

entrants. 
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• To establish principles for entry and progression within the WROM for currently 

appointed PCs, PPOs, POs and SPOs. 

• To establish principles for the filling of vacancies. 

• To establish principles for training and skill retention. 

• To establish a consultative mechanism for reviewing operator standards. 

3 ROLE AND RESPONSIBILITY 

This clause identifies the operating and maintenance roles of GOs. 

3.1 OPERATING 

Staff working within the WROM are required to use their knowledge and skill for the 

operation of plant on and around the power station sites in accordance with the 

Enterprise Agreement. These practices include emergency response, plant isolation 

and restoration, testing, monitoring, routines, development of operating procedures 

and outage management. 

Staff are required to interact with Delta's computerised maintenance management 

system to enter and receive information. Staff may also be required to operate 

equipment belonging to other authorities and companies within their level of 

competency and training. Equipment belonging to other authorities is detailed in 

attachment 3. 

Staff working within the WROM are required to maintain a proficient knowledge of 

Delta's Safety Rules and Procedures and apply the highest standards in the 

application of the Rules. 

3.2 MAINTENANCE 

3.2.1. Shift Work 

The maintenance functions to be undertaken on shift work under the WROM 

are minor in nature and production related, as opposed to overhaul or major 

repair related, and include: 

• Troubleshooting 

• Component replacement 

• Minor repairs 

• Commencing work for handover to others 

• Finishing work after handover from others 

There will be no artificial restriction applied that would limit the work that can 

be undertaken. Work undertaken shall be limited only by an individual's 

3 
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competence to do the work and the availability of the tools, materials and 

time to perform the work. 

3.2.2. Day Work 

The maintenance functions undertaken on day work under the WROM are 

only limited by the individual's knowledge, competence, training and skills 

as per the Enterprise Agreement. 

4 ENTRY AND PROGRESSION- NEW ENTRANTS 

New entrants to the WROM will be selected and progressed on merit. Their entry, 

progression and grading within the WROM will be in accordance with Attachments 1 

and 1A. 

The skills development program for new staff will take into account the needs of the 

individual and the Production Western Business Unit. 

5 ENTRY, PROGRESSION AND SECURITY FOR CURRENTLY APPOINTED PCs, 

PPOs, POs and SPOs 

5.1 PARTICIPATION 

4 

On acceptance of this agreement all PCs, PPOs, POs and SPOs who were 

appointed prior to commencement of this agreement will be appointed to the WROM 

as Generation Officer 1 (G01) or Generation Officer 2 (G02) at their current salary 

point and may progress in accordance with Attachment 2. 

5.2 PROGRESSION 

Progression through the WROM will be based on merit and business needs. 

5.3 SECURITY OF POSITION 

Subject to the normal needs of the business and the need to balance resources at 

each station, the following applies: 

5.3.1 Shiftwork 

It is agreed that 2008 appointed Wallerawang and Mount Piper PCs, PPOs, 

POs and SPOs will not have their shiftwork positions at their own stations 

threatened by operators from the other station. At the commencement of 

this agreement, each currently appointed PC, PPO, PO and SPO will have 

their existing station nominated as their principal station, and will have 
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preference for working shiftwork at their principal station whenever its 

operation requires it to be staffed. 

5.3.2 Day Work 

It is agreed that 2008 appointed Wallerawang and Mount Piper POs will not 

have their day work positions at their own stations threatened by PO's from 

the other station. At the commencement of this agreement, each currently 

appointed PO will have their existing station nominated as their principal 

station, and will have preference for working day work at their principal 

station whenever its operation requires it to be staffed. 

5.3.3. It is also agreed that currently appointed Wallerawang and Mount Piper 

operators will not be displaced from shift work by new entrants to the 

WROM or by existing employees that complete training programs. 

5.4 TRANSITION ARRANGEMENTS 

On commencement of this agreement, all currently appointed PCs, PPOs, POs and 

SPOs will have the following transition arrangements apply: 

5.4.1 It is not mandatory to acquire additional skills. It is noted that some staff will 

not immediately progress in the WROM but may elect to do so in the future. 

5.4.2. Staff (including day work POs) who commit to gaining and using operating 

skills across both Western sites will be paid one salary point for all purposes 

in accordance with attachment 1. The application of this salary point will not 

reset performance review salary points. 

Should an individual withdraw such commitment the salary level will be 

adjusted accordingly. 

See NOTE 1 

5.4.3 Progression through the WROM will be based on merit, agreed individual 

development program and business needs. 

5.4.4 Utilisation of SPOs will be in accordance with existing custom and practice. 

5.4.4. A cross siting allowance as per the Wallerawang PPO agreement of gth 

November 2002 will be paid to the Wallerawang PPOs appointed prior to 

that 2002 agreement when carrying out their duties at the alternative site. 

See NOTE 1 

5 
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6 ACTING GOs 

Employees with appropriate training may undertake GO duties in the following 

circumstances: 

• Long-term sick leave (periods greater than 1 week); 

• Long Service Leave; 

• Annual Leave 

• Personal leave (periods greater than 1 week); 

• Facilitate training of GOs; 

• Outages; 

• Emergencies; 

• Other circumstances as may be agreed. 

They will be provided with sufficient acting to maintain their skills. 

See NOTE 1 

7 FILLING OF VACANCIES 

7.1 STAFFING NUMBERS 

The staff numbers within the WROM may vary with changes to the operating role of 

the Western power stations and will be accordingly determined by the Western 

Production Business Unit management. The normal consultative process involving 

operator representatives will be used to address any changes to current staffing 

numbers or trigger points. 

7.2 FILLING OF VACANCIES 

Under this agreement, all GO vacancies within the WROM will be filled using Delta's 

normal selection and appointment procedures. 

8 TRAINING AND SKILL RETENTION 

8.1 TRAINING 

All training and refresher training necessary to allow staff to work, progress and 

maintain their skills within the WROM will be provided by Delta Electricity at its 

expense. The training will be provided during working hours and all Enterprise 

Agreement conditions will apply. 

For the salary points for advanced certificate and associate diploma, the current 

provisions for external study will apply. 

6 
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8.2 SKILL RETENTION 

Skill retention for staff who work on a 7 day/ 24 hour shiftwork roster and who act in 

higher grade as Shift Managers or G02s will be supported by providing the following 

minimum periods for acting in higher grade: 

• GOs who act as Shift Managers- 60 hours in any six month period 

• G01s who undertake G02 duties- 120 hours in any six month period. 

8.3 IN GRADE SKILLS MAINTENANCE 

7 

Staff will be given the opportunity to maintain their range of operating skills at each 

site. 

9 OPERATOR STANDARDS ASSESSMENT COMMITIEE 

An Operator Standards Committee will be established under the WROM. The 

Committee will be responsible for the assessment of the competency of operators in 

training. 

The Committee, for the assessment of the competency of operators in training, 

transferred in grade or new appointees, will be comprised of, but not limited to, a 

management representative, a Shift Manager and two representatives from the 

classification to which the assessment pertains. At least one representative will have 

a Certificate 4 qualification as a workplace assessor. The Committee will make 

recommendations regarding the competency of trainees. 

10 COMMENCEMENT AND REVIEW OF AGREEMENT 

This Agreement shall commence from 18 October 2008. The Agreement will be 

reviewed on an annual basis. In the event of circumstances occurring between such 

reviews which makes further application of the two site aspects of the Agreement 

inappropriate, staff will retain any two site benefits they have already become entitled 

to under the provisions of the WROM. 

Throughout this Agreement, the Operator Regional Consultative Committee will meet 

regularly to review the implementation and operation of the Agreement. The 

Operator Regional Consultative Committee may, by mutual consent, and the 

agreement of the unions, make changes to this Agreement. 

Any concerns about the application of the Agreement, including availability and timing 

of training programs, will be addressed through the Operator Regional Consultative 
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Committee with the intention of reaching a resolution. If it is not possible to resolve 

issues to the satisfaction of the parties, they will be referred to a meeting involving 

union officials and management, in accordance with the Grievance and Disputes 

Procedure (Clause 26) of the Enterprise Agreement. 

NOTE 1: 

8 

It is acknowledged that there is no agreement on the following issues at this point of time. 

The assistance of the IRC through conciliation, mediation and arbitration (if necessary) will be 

required: 

• Salary point value for 2 site operations; 

• Dual Unit operation 

• Operator claim for 1 salary point in recognition for G02 training completed by 

G01; 

• Operator claim for accreditation of Advanced Certificate and Associate Diploma 

salary points by "experience" 

• Acting GOs. The current arrangements will not be extended unless or until the 

issues are resolved by agreement, conciliation or arbitration. The parties commit 

to resolve this item by 30 December 2008. 

NOTE 2: 

It is acknowledged that there is no agreement on the issue of lhe process for PR1 and PR2 

for 1995 appointed Mount Piper Production Officers at this point of time. The assistance of 

the IRC through conciliation, mediation and arbitration (if necessary) will be required. 
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WESTERN REGION OPERATOR MODEL- ATTACHMENT 1 

ENTRY REQUIREMENTS AND GRADING STRUCTURE FOR NEW ENTRANTS 

G01 STRAND 

The G01 structure involves a system of salary progression based on completion of 
recognized skill modules. For each G01, an agreed development program will be established 
and satisfactory attainment of each skill module will result in the appropriate salary point 
adjustment. G01 swill apply any of their recognized skills as required to meet the production 
and maintenance needs of the stations. 

Entry at SP11 

This is the basic entry level for a G01 without a trade qualification. 

Progression 

(a) G01 salary consists of the base salary point with the possibility of up to two additional 
performance related salary points. Each GO's base salary is calculated as SP11 plus 
the sum of the salary point values accredited skill modules possessed as detailed in 
the table below, up to a maximum of SP27 (single site) or SP28 (2 site operations) 
(see NOTE 1 ). 

(b) G01s who have reached a point where further progression through the acquisition of 
additional skill modules is unlikely for some time are eligible for up to two 
performance related salary points (PR 1 and PR2). These salary points will be 
awarded on the basis that they will be replaced by any further skill module salary 
points until the officer again becomes eligible for performance reviews. Where a G01 
undertakes a module that does not significantly change the range of duties able to be 
performed, consideration is given to whether the level of performance is affected by 
the new module's skills and the performance review salary point(s) would normally be 
retained. 

2 SP's Trade qualifications 
1 SP Induction 
1SP Emergency Skills 
1 SP Advanced Certificate or Certificate IV ••• 
1 SP Associate Diploma (completion of an approved Advanced 

Diploma leads to automatic accreditation of the Advanced 
Certificate salary point) ••• 

1 SP Business Process 1 •••• 
1 SP Business Process 2 •••• 
1SP Business Process 3 •••• 
1 SP Foundation A 
1 SP Foundation B 

2 SPs Station Plant at either Wallerawang or Mount Piper • 
4 SPs Boiler/Turbine at either Wallerawano or Mount Piper • 
1 SP 2 site operations- see NOTE 1 
1 SP Maintenance I Operations Support Skills 1** 
1 SP Maintenance I Operations Support Skills 2** 
1 SP PR 1 Performance Review available in accordance with Delta's 

Standard Procedure for Performance Based Salary Review 
1 SP PR2 Performance Review available in accordance with Delta's 

Standard Procedure for Performance Based Salary Review 
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• 

•• 

••• 

**** 

Selection of site for initial training and order of training in the three 
areas of plant operation to be determined by Business Unit need. 
Once trained in either boiler or turbine plant at one site, the other main 
plant training at that site must be completed. Once the need for 
additional staff with these skills is identified, selection of suitable 
candidates for the training will be made on a merit basis. 

Boiler/Turbine includes auxiliary plant, ancillary plant and external plant 
which includes plant under the training packages for the respective 
sites. 

Each Maintenance Support Skills salary point involves acquisition of 
agreed skills from the menu shown on Attachment 1A. 

This qualification is obtained by external study and the Delta Electricity 
provisions for external study will apply. 

Content to be reviewed. Current arrangements to remain in the 
meantime. 

G02STRAND 

Entry at SP32 for both Mount Piper and Wallerawang 

Includes 

Progression 

- G01 skills or equivalent 
Direction of shift operating routines and maintenance activities 

- Outage Coordination 

SP32 Competent performance of the duties in accordance with the position 
description, including full utilization of the DCS and operation of the Station 
Plant from the PCR in accordance with current practice 

SP33 Experienced performance of the duties in accordance with the position 
description (PR1). New entrants to the G02 role should, within a 6 month 
(91 0 hours) development period, have gained all of the skills and 
competencies required for progression to SP33 in accordance with their 
personal development program as well as the leadership competencies 
commensurate with the position. Therefore progression to SP33 will occur at 
the conclusion of this period. 

SP34 PR2 in accordance with Delta's Standard Procedure for Performance Based 
Salary Review; or 

Dual Unit operation; or 

Cross siting. 

See NOTE 1 
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WESTERN REGION OPERATOR MODEL- ATTACHMENT 1A 

MAINTENANCE I OPERATIONS SUPPORT SKILLS MENU 

The following skills menu can be used to qualify for Maintenance Support Skills salary points. 
A total of six credit points is needed for each salary point. 

Skills selection will take account of Delta's business needs from time to time. 

The menu is dynamic, and may be changed by agreement belween the parties. 

SKILL 

Crane Driving 
Elevated Work Platform 
Fork Lift Driving 
Basic Welding 
Basic Scaffolding 
Intermediate Scaffolding 
Dogging 
Basic Rigging 
Intermediate Rigging 
Advanced Rigging 
Pendant Crane 
Power Station Technician 
Truck/Robo 
Basic PLC 
Manual Handling/Pedestrian Fork 
Plant Expert 
Workplace Assessor 
Shift Mentor (non-operating skills) 
Hot Work Assessor 
Confined Space Evaluator 
Shift NISOFT Expert 
Senior First Aid Certificate 
Level2 SCBA 
Outage Co-ordination 

CREDIT POINTS 

1 
1 
1 
1 
1 
1 
2 
1 
1 
1 
1 
6 
1 
1 
1 
2 
2 
2 
2 
2 
2 
1 
2 
2 

Certification of skills to be undertaken by Shift Manager and records maintained by the 
Human Resources section. Certification to include verification of skills, competency 
assessment and provision of certificates, where applicable. 
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WESTERN REGION OPERATOR MODEL- ATTACHMENT 2 

ENTRY REQUIREMENTS AND GRADING STRUCTURE FOR PCs, PPOs, POs and SPOs 
APPOINTED PRIOR TO THIS AGREEMENT 

G01 STRAND 

Appointed POs as at the date of this agreement will enter the new model at their current 
salary level within the G01 and G02 structures. Progression within the structure in 
Attachment 1 will be: 

1. To SP27 on hard skills (PR1 and PR2 are available to progress to SP29); 

2. To SP28 on hard skills should they either: 

• undertake and complete training in Station Plant or Boiler/Turbine for the 
alternative site to their current site. or 

• utilization and continued use of current operating skills across both sites. 

In either case, PR 1 and PR2 are available to progress to SP29 and SP30 
respectively. 

See NOTE2 

Appointed SPOs as at the date of this agreement will enter the new model at their current 
salary level within the G01 structure. 1 salary point will be available should they undertake 
and complete training in Station Plant at Mount Piper. 

G02 STRAND 

SP32 Competent performance of the duties in accordance with the position 
description, including full utilization of the DCS and operation of the Station 
Plant from the PCR in accordance with current practice 

SP33 Experienced performance of the duties in accordance with the position 
description (PR1). New entrants to the G02 role should, within a 6 month 
(910 hours) development period, have gained all of the skills and 
competencies required for progression to SP33 in accordance with their 
personal development program as well as the leadership competencies 
commensurate with the position. Therefore progression to SP33 will occur at 
the conclusion of this period. 

SP34 PR2 in accordance with Delta's Standard Procedure for Performance Based 
Salary Review; or 

Dual Unit operation; or 

Cross siting. 

See NOTE 1 
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WESTERN REGION OPERATOR MODEL- ATTACHMENT 3 

EQUIPMENT BELONGING TO OTHER AUTHORITIES 

Transgrid CT's, VT's and Circuit Breakers 
Springvale Coal mine water supply to Wallerawang 

13 



WESTERN REGION OPERATING MODEL 

EXPLANATORY NOTES- 27 August 2008 

These notes are prepared to assist the understanding of various provisions of 
the Western Region Operating Model (WROM). The format of the notes is 
that the relevant WROM provision is described in italics and the explanatory 
note in normal print. 

Introduction - dot points re previous agreements/provisions 

The WROM replaces the provisions of the agreemenUarrangements listed. It 
is proposed that there will be a variation to the Enterprise Agreement to 
replace the references to "Exhibits 1 and 2" under clause 3.4(c) with the 
appropriate Exhibit numbers for the WROM and TSP agreements. 

The final sentence of the final paragraph of the Introduction was added on 19 
May 2008 to clarify the reserved right to review work value and negotiate 
further payments for such things as Dual Uniting etc. 

Clause 3.2.1 

The sentence "There will be no artificial restriction applied that would limit the 
work that can be undertaken" has been retained from the CCOM agreement. 
The provision was more applicable at a time when greater restrictions existed 
and as the CCOM was new, with the operators formally taking on more 
activities of a "minor maintenance" type, that provision was appropriate. Such 
artificial restrictions do not generally apply to the production officer positions in 
the Western region. 

Clause 4 

The operator representatives requested that a provision be inserted that "it is 
not necessary to acquire additional skills". This provision is appropriate for 
current operators under the "transition arrangements" (clause 5.4.1 ). They will 
be reclassified as a G01 or G02, but can under these arrangements elect to 
not progress further. However, new entrants can be expected to progress 
according to individual and business needs, subject as always to merit 
considerations. 

Clause 5.1 

G01 strand - SP28, obtaining cross-site skills will not reset Performance 
Reviews as per clause 5.4.2 

G02 Strand - Currently appointed Mt Piper Production Controllers who 
commit to the WROM will be appointed to and progress through the model as 
per attachment 2. This acknowledges a commitment to the principles 
contained within the WROM and the superseded 2002 Production Controller 
Wage Agreement. 

1 



Mt Piper PC's who have committed to the WROM and elect to: 

a) Gain and utilise Cross-site skills or 
b) Gain and utilize Dual Unit Operation skills or 
c) Currently have PR 2 in line with the Corporate Standard 

will not have their Performance Reviews reset when moving to the WROM. 

Clause 6 

Acting GOs has not been agreed to. The assistance of the IRC through 
conciliation, mediation and arbitration (if necessary) will be required -see 
NOTE 1. 

Clause 7 

Staffing numbers now have agreed trigger points for appointment to the 
Operating shifts. These are currently thirty-five for Wallerawang and thirty for 
Mt Piper. 

Clause 8.2 

Skills retention periods will be paid in accordance with Acting in Higher Grade 
provisions under the Enterprise Agreement. 

Attachment 1 - G01 Para (b) 

The consideration to performance when a new module "that does not 
significantly change the range of duties" does not require a further formal 
performance review to be undertaken. 

Attachment 1 - G02 

"G01 skills or equivalent" does not require the G02 to undertake G01 skills 
whilst also doing G02 skills. However, acting down is according to the 
Enterprise Agreement (Clause 9.12). The provision "or equivalent" indicates 
that the new entrant could have G01 type skills from another source than 
G01 in the Western region. 

It will be necessary to develop a new position description for G02. This will 
allow for the differences in practice between the two sites to be properly 
documented. 

Attachment 1A 

This is a dynamic document. The parties commit to review the list by 31 
December 2008. Other agreed modules will be considered. Some areas 
already considered include pressure welding, for which there is a variety of 
levels of certification which require confirmation on a regular basis by testing 
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of welds. Should a GO obtain such certification an appropriate recognition of 
credit points will be resolved. 

Attachment 2 

G01 strand- SP28, obtaining cross-site skills will not reset Performance 
Reviews as per clause 5.4.2. 

Attachment 3 

The items on this list will be developed. 

General 

Mt. Piper Workshop Production Officer Progression 

While all staff have in place development agreements, the following 
undertaking is given: 

Currently appointed PO's attached to the Mt. Piper Production Workshop 
who: 

• Have previously been offered Foundation '8' training will have this 
commitment honored at the next available opportunity provided that 
they are willing to undertake such training at that point in time; 

• Are yet to complete Foundation 'A' training will be given opportunities 
to attend this training as they arise taking into account business needs. 

Cross-Siting Arrangements 

The following guidelines will apply to the application of cross-siting 
arrangements under the WROM. 

Cross-siting may be utilized to facilitate the following circumstances: 
• Sick leave 
• Annualleave 
• Long service leave 
• Personalleave 
• Training 
• Plant outages 
• Emergency situations 
• Skills maintenance 
• Other circumstances to meet business needs 

Wherever possible this will be arranged in advance and will be undertaken in 
blocks of shifts. 

If however advance notice is not possible, staff required to move to the 
alternate site to which they reported for duty will be transported in a Delta 
vehicle and during Delta time. They will also cease duties at their original site. 
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Suitable arrangements for hand over will be adopted and may include the use 
of video link facilities or advising the on duty Shift Manager of outstanding 
issues. 

Dual Unit Operations 

The development of protocols for dual unit operations will be carried out within 
the normal consultative process framework and by utilizing data gathered from 
past and future trials. 

Shift Leave 

It is agreed that there can be two (2) off on annual leave at any one time on a 
Shift Leave Roster at each site provided that: 

• This leave is applied prior to the finalization of the Leave Roster and 
prior to the commencement of that leave roster period. 

• The Leave Roster also takes into account approved Long Service 
Leave (LSL) applications wherever possible. 

Additional periods of leave may be approved at Shift Manager's discretion 
taking into account business needs. 

Coverage requirements for leave may be catered for by any of the following: 

• Utilisation of suitably trained relief staff 
• Roster amendments for shift transfer 
• Cross siting 
• Dual unit operations 
• Overtime 
• Reprioritising operational duties as directed by the Shift Manager 
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INTRODUCTION 

Foreword 
1. The Maintenance Employee Model (MEM) is a competency based salary progression model 

for maintenance employees (ME). The model is aligned with the Electricity Supply Industry 
Generation Sector Training Standards, which are National Competencies. The National 
Competencies allow for skills and competencies from a sub-trade level to a Diploma 
equivalent level to be acquired and used for a new tradesperson th rough to experienced 
tradespersons. It should be noted that Energy Australia NSW is not a Registered Training 
Organisation (RTO). Therefore, competencies awarded by EnergyAustralia NSW may be 
provided as evidence only to an RTO for advancement towards additional qualifications. 
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2. The model mandates that technical skills, soft skills and business drivers must be achieved in 
order to progress and ultimately this ensures that Maintenance Employees who move through 
the levels will become sound multi-skilled tradespersons with technical knowledge and 
leadership skills. The model provides the opportunity for salary and education progression 
from tradesperson to other career streams. 

Objective 
3. This standard explains the operation and management of the Maintenance Employee Model. 

Scope 
4. This standard applies to all current and future maintenance employees at EnergyAustralia 

NSW, Western Power Stations. Participation in the model is on a voluntary basis for those 
existing employees at the time of implementation. 

THE MAINTENANCE EMPLOYEE MODEL 

Background 
5. As part of the 2009 negotiations for the Delta Electricity Employees' Enterprise Agreement, a 

committee was established to investigate and implement a Trades and Power Worker Skills 
Development Model. This process resulted in the development of a new model at Figure 1.0, 
which includes a career path from Trade I Non-Trade entry level into other classifications such 
as Operating, Technician , Engineering, Maintenance Planning and Team Leadership. 

Figure 1.0 - Maintenance Employee Model Overview 
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Overview 

6. The framework that was developed by the committee involves a reclassification of 
tradespersons into three different levels displayed in Figure 1.1, those being introductory level 
tradespersons, competent level tradespersons and advanced level tradespersons. 
a) Introductory level would be classified as new entrants to EnergyAustralia NSW, commonly 

tradespersons who had just completed their apprenticeship, but also experienced 
tradespersons who may not have worked on a power station before. 

b) Competent tradespersons were those that had been working within EnergyAustralia NSW 
for some time and could perform a large variety of skills at a competent level. This level 
could also include new entrants following the initial competency assessment. 

c) An advanced level tradesperson would be those who operate at an advanced level to the 
point where they would assume the role of a subject matter expert for certain skills. The 
advanced level skills however would go above the current salary point cap and would 
include salary point 18 to 20. 

Figure 1.1 - Maintenance Employee Model Levels 

7. The Maintenance Employee Model refers to the mechanical/electrical tradesperson and 
powerworker positions. The maintenance employees comprise of levels 1-7 with each level 
consisting of two steps. Under the Maintenance Employee Model (MEM) the initial placement 
and advancement is specific to trades and non-trades employees (please refer to point 26 ). 

a) All new powerworkers enter the model at level 1.1. Power Worker Salary Progression 
from SP 9 - 16 is based on achievement of competencies. Advancement to SP17 based 
on further development and leadership. 
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b) All new tradespersons enter at 3.1. Advancement to SP 13- 20 is based on achievement 
of competencies. Advancement to SP 21 and SP22 is based on further development and 
leadership (please refer to point 26). 

The Maintenance Employee model is aligned to National Competencies within the Electricity 
Supply Industry - Generation Sector Training Package. These National Competencies are the 
skills and knowledge a person must be able to demonstrate at work. The National 
Competencies applicable to the MEM fall within levels 2-5 on the Australian Qualification 
Framework (AQF). Each competency is given a numerical weighting, ordinarily falling 
between 20-100, which in conjunction with its AQF level is a general guide to its level of 
difficulty. The overall Maintenance Employee model for tradespersons is displayed at Figure 
1.2 and for non-trades at Figure 1.3. 

, . ' •.. , .. · r.IJ8I~l •:,- ... , ,· ... · ~.~~':'~:~· ., . , . . .•. ···•·. . ;,' ., i , . . .. ·. ··.,., .. 

"1· .. >~·.~·.··.1··~· ~.··· .• ·•· ••••••.. ·.· .. ·• ' •• •· ' • ·~···ff· ·~···~······~· '-~·-·.~····::::§~' ~ . ~ •• ,. · ' ·~· "'• '•· 'i ·' ·.!., ·' • · "•, .• q. '·I) ..... ~·~·" o~lp·, (.,.,.,...,.m••nt ' 
. • •. ·. .• • . . .. . •XL . ' .. · .. ·. ' ' .••. T?"C • 

":" . I Em I . . ·• . ··• .. . . ' . . .. I\ . . < 
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Site Induction WorkCover General Induction New Starters Induction 
3

•
1 

Behavioural Safety Support Point Modules 

*Note competencies/skillsets not found above can be sourced by PaC, provided they comply with the minimum AQF 

requirements of that level and the competency addresses a business need and complies with model guide I ines 

Figure 1.2- Maintenance Employee Model for Tradesperson 



Maintenance Employee Model -Non-Trades 
Competency Points Distribution Table 

MT SP 
Business Core Pre Cumulative 
Drivers Camps 

Competency Types"' 
Requisites Total 

• Completion of Leadership Skillset 

• Lead small teams/projects as required 

5.1 17 • Hold Permits 

• Request Permits 

** Undertakes 

Competency 

4 4.2 16 N/A 280 Assessments MT Leve 14.1 1120 
-Competencies must 

be of an AQF 2/3/4 

4.1 15 N/A 220 
Competencies must be 

MT Level3 .2 840 of an AQF 2/3 

MT Level3.1 

+all Core 

3 3.2 14 N/A 220 
Competencies must be competent/ 

620 of an AQF 2/3 advanced 

courses 

complete 

MT Level 2.2 

13 N/A 200 
Competencies must be +one of 

400 3.1 
of an AQF 2/3 scaffo lding/ 

II ri gging. 

MT Level4.1 

2 2.2 12 N/A 200 
Competencies must be +all Core 

200 of an AQF 2/3 level in tro courses 

complete 

2.1 11 N/A MT l evel1.2 

Site Induction 

1 1.2 10 WorkCover General N/A MT Levell.l 

Induction 

New Starters Induction 

Behavioural Safety 

1.1 9 Support Point Modules 

*Note competencies not found in the nominated list can be sourced by a ME and counted towards their elective 
points on any given level, provided they comply with the minimum AQF requirements of that level and the 

competency addresses a business need 

Figure 1.3- Maintenance. Employee Model for Non-Tradesperson 
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Competency Categories 

8. Each Level within the model has a total number of competency points that must be achieved 
in order satisfy the requirements of that level. The total points for each level is made up from 
different competencies that fall within different categories. Those categories include business 
drivers, core competencies and elective competencies. In addition to competency points, 
each level has prerequisites that must be met. The total amount of competency points 
increase for each level as a ME moves through the model. 

All competency lists are located on eNews or can be obtained from the PaC team. 
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9. Business Drivers. Energy Australia NSW business drivers form the first category that helps 
to make up the required competency points on each level. Competencies aligned to business 
drivers fall within the following 6 categories: Safety, Quality Systems, Communication, 
Environment, Business systems and Leadership, as displayed in Appendix C. A ME must 
complete all the specific business driver competencies for each ME level, before progressing 
to the next level in the Maintenance Employee Model. 

10. Core Competencies. Core competencies are those applicable to the day to day operations 
of a tradesperson at EnergyAustralia NSW. There are core competencies allocated for non­
trades, mechanical tradesperson and electrical tradesperson. Core competencies are 
categorized for tradesperson into introductory, competent and advanced level skills. Each 
core competency has a unit value which relates to the complexity of the competency. It is 
expected that introductory level competencies are completed soon after entry to the model 
and advanced levels completed later in an employee progression. A ME must complete a 
selection of core competencies for each ME level (up to level 5) such that those points add up 
to the minimum core competency points for that level. 

11. Elective Competencies. Elective competencies are higher level competencies that are not 
integral in the day to day operations of every tradesperson. The electives comprise 
competencies spread from AQF levels 2-5. However, the MEM specifies that only certain 
AQF levels can be claimed on specific ME levels. This ensures that points for advanced 
competencies can't be claimed at the low levels. There are core competencies allocated for 
non-trades, mechanical tradesperson, and electrical tradesperson. The amount of elective 
competencies on each level increases as the levels increase. This allows for the transition 
from a focus on core competencies to elective competencies. Therefore, a ME must complete 
a selection of elective competencies for each ME level to achieve the minimum points 
required for that level. 

12. Competencies not found in the nominated electives list may be sourced by a Maintenance 
Employee and counted towards their elective points on any given level, provided they comply 
with the minimum AQF requirements of that level and the competency addresses a business 
need. 

13. It is not the intention of Energy Australia NSW to become either a Registered Training 
Organisation (RTO), or align itself with a RTO. Therefore when competencies are completed, 
ME's will not be given a nationally recognised statement of attainment that can be used to 
gain competitive advantage with other employers. The only exception to this is when ME's are 
completing the formal qualifications required to enter certain career streams, such as 
Certificate IV's, Diplomas and Advanced Diplomas, as these courses will be run by an 
external training provider. When an ME is assessed as competent in a specific competency, 
PaC will make a note of this on the employees personnel file for the purposes of 
EnergyAustralia NSW Electricity's use only. 

14. If an employee wants to progress into a specific business stream (i.e. EO, T/L, Planner etc.) 
they may be able to provide Energy Australia NSW assessed competencies as evidence 
towards a formal qualification. Possible qualifications that an employee might be able to 
achieve RPL towards include: 
a) Certificate IV: Front Line Management, Training and Assessment or Engineering. 
b) Diploma: Engineering Technical (Mechanical), Engineering (Advanced trade) 

Management or Business. 
c) Advanced Diploma: Electrotechnology or Engineering 



15. Pre-requisites. Each MEM level has minimum requirements that must be achieved before 
additional competencies can be claimed to complete that level. Every MEM level outlined in 
Figure 1.2 and 1.3 has the previous level as a prerequisite to ensure that there is a gradual 
progression between levels and that they are completed in order. For example, in Figure 1.2: 
a) Level 4.2 provides a cap for all core introductory competencies to be complete. 
b) Level 5.2 has a cap for all core competent and advanced level competencies to be 

complete. 
c) Level 3.1 also has prerequisites that act as a barrier to entry. This ensures all new 

entrants have completed their, WorkCover, Business Systems and Behavioural Safety 
and Site Inductions, as well as any online training modules. 

Progression through the Model 
16. The foundations of the MEM are the Tables at Figure 1.2 and Figure 1.3, as they outline the 

structure for progression between levels. 

17. All Maintenance Employees must complete each level in the MEM before progressing to the 
next level and being awarded the next Salary Point increase. The following examples explain 
the requirements for progression through the MEM for a selected range of scenarios. 

a) A newly qualified tradesperson starts at Salary point 13. To progress to the next level of 
SP 14, they must have completed all site and Workcover inductions, behavioural safety 
training and mandatory support point training as well as 120 Business Driver and 230 
Mandatory points. 

b) A competent tradesperson at SP 17, must complete enough Business Driver 
competencies to achieve 120 points, enough Core Competencies to achieve 400 points, 
and enough Elective Competencies to achieve 280 points, in order to progress to SP 18. 
They must also have completed all core and competent competencies. If a competent 
trades person has completed a Diploma qualification (or above) they may use up to 30% 
(or 80 points) of those competencies to meet the required Elective Competency points. 

c) A competent Non Tradesperson at SP 14 must complete enough Competencies to 
achieve 220 points, in order to progress to SP 15. 
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d) An Advanced Non Tradesperson at SP 15 must complete enough Competencies to 
achieve 280 points, in order to progress to SP 16. 

e) An advanced level tradesperson at SP 19 must complete enough Business Driver 
competencies to achieve 340 points, and enough Elective Competencies to achieve 660 
points in order to progress to SP20. If a competent tradesperson has completed a 
Diploma qualification (or above) they may use up to 75% (or 500 points) of those 
competencies to meet the Elective Competency points. 

Steering Committee responsibilities and ongoing overview process 
18. A Steering Committee for the MEM has been established to provide oversight of the model 

development and implementation. This Committee includes staff representation across the 
People & Culture and Maintenance functions. The Committee will meet regularly and updates 
will be provided to staff. 

19. The responsibilities of the Steering Committee are: 
a) Provide direction on the make-up and operation of the MEM in line with business needs 

and related agreements; 

b) Guide and support implementation and continuous improvement activity including 
communication to Maintenance Teams and other stakeholders; 

c) Oversee the development and application of administrative methods, templates and 
systems, including quality control; 

d) Utilise an interest based approach in an open environment to discuss and resolve issues 
relating to the MEM. 

Benefits to Employees 
20. The implementation of the Maintenance Employee Model (MEM) provides a number of 

benefits to current and future employees of Energy Australia NSW. 



a) The model will ensure transparency in the allocation of salary points and salary 
progression. 
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b) The model allows ME's to pick up extra skills through the electives stream (providing they 
satisfy a business need) that may be outside their discipline and be recognised for it. 

c) The new model outlines competency based career paths and allows for progression and 
input to individual development plans. 

RULES FOR PROGRESSION 

Outline process for Transfer from 1991 Model to MEM 

21. Existing Maintenance staff will not be financially disadvantaged at the time they transition to 
the MEM. 

22. In order to transfer current employees into the model, an Initial Competency 
Assessment (ICA) exercise will take place over a transitional period, as it will take time to 
assess all employees on the skills that they already hold. 

23. Once the ICA assessments have taken place, anyone assessed as meeting the 
requirements of an ME level above their current salary point will automatically 
move to that level and will be paid from the date their assessment I remuneration change 
recommendation is approved. 

Conversely, if someone's ME level is assessed as being below what they are currently 
being paid then that ME will remain on that level and not lose any salary points. 
However, in this situation the ME will be required to back fill on competencies that they are 
missing and will not be eligible to progress further in the model until they meet the 
requirements of the level that they are currently getting paid for. 

24. Apprentices and Trainees are not covered by this model. 

New Entrants 
25. New entrants (Trade or Power Worker employees hired after implementation of the MEM) will 

enter the MEM at the following levels: 
a) Power workers will enter at ME level 2.1. 
b) Trade qualified employees will enter at ME level 3.1. 

Following their start date, all new entrants will then have their competencies assessed. Salary 
progression will be based on any approved competency assessments I remuneration change 
recommendations. Initial competency assessments are to be carried out as quickly as 
practicable. 

Replacement of Performance Based Salary Review and Previous Model 
26. The introduction of the competency based MEM provides opportunity for career path 

progression and allows for incremental salary point progression as a reward for attaining and 
applying competencies. As a result of the introduction of the MEM, the previous Standard 
Procedure for Performance Based Salary Review for Tradespersons and Power Workers (DES 
PE 001-11) has been superseded and cancelled. Additionally, the Standard Procedure for 
Performance Based Salary Review (DES PE 001-01) and the 1991 Skills and Development 
Model are not applicable for maintenance employees. 

Leading Hand Higher Duties and Acting Team Leader 
27. The Leading Hand role supports the Team Leader carrying out their responsibilities to manage 

large workshop teams and developing future Team Leaders through exposure to managing the 
day to day Workshop activities. The nominated Leading Hands are expected to be senior 
tradespersons, who will benefit from further responsibility, professional knowledge and 
leadership experience to potentially fulfil future Team Leading roles. The Leading Hands are 
expected to be the primary pool of staff for Acting Team Leader responsibilities. The ultimate 
supervisory & safety responsibilities remain with the Team Leader. 

a) The number of Leading Hand roles in any Workshop will be based on business needs 
and advised by the Maintenance Manager. 
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b) Maintenance staff acting in the Leading Hand role will be entitled to SP 21, for the period 
in the role. During this period they have the responsibility of conducting the Leader Hand 
role as outlined in the Work Statement at Appendix F. 

c) Maintenance staff acting in the Team Leader role will be entitled to SP 26, for the period 
in the Acting role. During this period they have the full responsibility of the Team Leader 
Position Description. 

ASSESSMENT PROCESS 
28. In order for a ME to be deemed competent and satisfy the criteria within a national 

competency, they must undergo a formal assessment procedure. Each competency includes 
elements and performance criteria sections. The elements of a competency describe the 
essential outcomes of a unit of competency and the performance criterion describes the 
required performance needed to demonstrate achievement of each element. 

Competency Assessment documentation for each competency can be obtained from the PaC 
team in line with process (see Appendix D). 

Subject Matter Experts (SME) and Assessors 
29. A SME does not require any competency assessment qualifications, but needs to be 

considered by PaC to have expertise relevant to the competency. Advanced tradesperson 
and advanced Powerworkers may be asked be to be an SME. 

There is a minimum qualification to conduct competency assessment. Anyone performing the 
role of an assessor will be required to have completed the assessment component of Training 
and Assessment (TAE). 

30. Within the leadership stream on the MEM Business Drivers table in Appendix C and the 
designated assessment cluster, there are competencies taken from the Certificate IV Training 
and Assessment qualification. Every ME that completes the necessary training will be able to 
both assess competence for units they have completed themselves and assist in the 
development of further assessment tools where necessary. This will ensure that there are 
adequate numbers of employees who can assist PaC and management in the assessment of 
technical competencies. 

Overview of assessment process 
31. Staff will be considered competent when they are able to apply their knowledge and skills to 

the standard of performance specified within the competency modules that make up the 
MEM. Determining competency involves completing an assessment that verifies that all 
aspects of the unit of competency have been met. 

32. Assessment involves collecting evidence and making judgements on whether competence 
has been achieved. Evidence collected may be direct, such as observation of workplace 
performance, indirect such as formal testing, or supplementary, such as reviewing the results 
of tertiary qualification studies relevant to the MEM (e.g. Diploma of Engineering). 

33. It is the responsibility of the assessor to determine the evidence required to make an 
assessment judgement. The training packages or competency modules that make up the 
MEM provide guidance on the types of evidence required, and further advice may be gained 
through moderation and consultation with Subject Matter Experts and Team Leaders. 

34. The assessment process is further described in Appendix E. It outlines the key processes and 
documents to consider when planning and conducting assessments. Assessors are trained in 
the key processes as part of gaining related certification. 

35. The assessor will interview the ME and request verbal and I or practical evidence that the 
elements of the competency have been achieved. Include evidence guide, which TIL may 
sign to confirm particular task completed. The ME must demonstrate to the employer that they 
have completed or have the current competency for all of the performance criteria. 

Appeals process 
36. If an ME is dissatisfied with a competency assessment received and believe that they have a 

fair and reasonable case to appeal an assessment, they can request a second assessment. 
Such a request should be made within seven days following receipt of the assessment result 
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being appealed. A Competency Assessment Appeal form is to be completed and lodged with 
the People and Culture Team. 

37. An Appeal Panel will be organised by the People and Culture Team to assess the appeal. The 
Appeal Panel will typically comprise an independent facilitator (e.g. a PaC Team 
representative, or a trained independent assessor), a different assessor, and a subject matter 
expert where required. The panel will advise the ME concerned of the date, time and location 
of the appeal review and invite them to provide any additional evidence they may wish to 
present in support of their appeal. The Appeal Panel will advise the ME of the result of the 
review as quickly as possible- the appeal will either be dismissed or upheld and competency 
confirmed. 

38. In the event that the ME is still dissatisfied with the appeal outcome, then they are able to 
dispute the matter per the grievance and dispute provisions of the Enterprise Agreement. 

Assessment documentation 

39. On completion of a competency assessment, the documentation is to be provided to PaC 
staff. When PaC staff receive a competency assessment, they will follow the steps of: 

a) Review the documentation for correctness and appropriate signatures, 

b) Copy on personal file, Objective and update the Competency Tracking Software 

c) Assess for completion of MEM Level, and if completed, raise documentation for SP 
increase for GM approval. 

Assessment tracking process 

40. All ME competencies will be tracked through a Competency Tracking Software. This software 
will act as a database for competency progression of individual staff, indicate MEM Level 
status and facilitate a reporting capability. PaC staff will disseminate periodic reports from the 
Competency Tracking Software to Team Leaders for staff awareness of competency 
progression in the MEM. 

Assessment of Competencies that are based on Workcover Licence 

41. National Competencies form the basis of the competency assessment program of the MEM. 
Competencies (licences) that are required for high risk plant operation are also covered by 
Workcover, such as forklift and cranes. The MEM competency assessment program includes 
the on-site assessment, against National Competencies for all high risk operation licences as 
follows: 

a. New Employees. When a new employee commences in the Model they will be given 
points (based on holding the ticket) for any high risk operation licences they may hold 
that is in the relevant Competency Listing. However, there will be a requirement for them 
to undertake a Competency Assessment on site within three months of commencing to 
ensure competence of operation. This will be a requirement that does not attract points. 

b. Existing Employee with Licences. When an existing employee commences in the 
Model they will be given points (based on holding the ticket) for any high risk operation 
licence they may hold that is in the relevant Competency Listing providing the Team 
Leader is able to confirm regular use/operation of the plant involved. For the purposes of 
EANSW management of high risk operation licences, regular use must be at least once 
in the past two years. If the Team Leader is not able to confirm the regular use/operation 
of the plant, a Competency Assessment on site will need to be undertaken. 

c. Existing Employees who gain Licences. An existing employee who gains a high risk 
operation licence will receive the Model recognition and points at the time of attaining the 
Ticket for a Competency that is on the relevant Competency Listing. 

d. Ongoing competency. There is a MEM and Workcover requirement that any employee 
with a high risk operation licence/s retains their competency for that licence in order to 
continue operating that high risk plant. EANSW will facilitate an annual high risk 
operation licence competency review to ensure all staff holding current high risk 
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operation licence have their correct details in Ellipse and have the opportunity to conduct 
the operation of the high risk plant at least annually. 

ADMINISTRATION 

Responsibilities 
42. PaC have ownership of the MEM process (refer to Appendix D) 

Diagram of governance structure 

ME 
Preparation 
Request 
Conduct 

MEM Steering Committee - Policy review, standards maintained, 
employee prowess satisfactory, feedback. 

n 
Operation of 
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T 
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- Comps in 
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- SME/ 

AssP.ssor 

Approving 
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Maintain Sys 
Manage 
Documentation 
Manage SP 

Link to Performance Management System 

GM 
Approve 
SP 
increases 

43. The MEM shall be incorporated into the existing Performance and Development Agreement 
system. 

SUPERSEDED STANDARD 
44. The following policy documentation has been superseded by the promulgation of this Standard: 

a. Skills and Development Model 1991. 
b. Corporate Standard DES PE 001-11 Performance Based Salary Review for 

Tradespersons and Power Workers. 

APPENDIXES: 
Appendix A- Maintenance Employee Distribution Table for Tradesperson 
Appendix B- Maintenance Employee Distribution Table for Non - Tradesperson 
Appendix C - MEM Business Drivers Table 
Appendix D- Process Flowchart 
Appendix E -Competency Assessment Terminology 
Appendix F - Leading Hand Role- Work Statement 



Appendix A- Maintenance Employee Distribution Table for Trades person 
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Diploma of 

Management/HR/WHS and 
Advanced Diploma of Mechanical Advanced Diploma of one unrelated skillset from 

TBA 

7.2 22 
Engineering Electrical Engineering WHS or HR or Environment. 

[Skillets will be 4 to 5 
identified modules) 

7 
1. Completion of 6 months development in non-trades area. 2. Act into TL position for at least two weeks. 3. 
Plus selection from streams above. 

Ass8ts ~ . . . .t'' ' .. '.·· .. j 
lcinlvl 

Diploma of Mechanical Engineering 
Diploma of Electrical Cert IV Frontline 

TBA 

7.1 21 
Engineering Management 

1. Conduct Leading Hand role for at least one month- lead small teams/projects as required. 2. Plus selections 

fcom >tceom> obove. 

Business Mandatary 
Electhles Electhle types• 

Pre 
Total 

Drivers Comps Requisites Total 

Competencies must be of 

an AQF 4/5 level (Must be 

chosen from the 

6,2 20 290 N/A 610 nominated electives and MT Level 6.1 900 4230 
up to 75% (500) can be 

chosen from a Cert IV 

6 
Qualification or higher) 

Competencies must be of 

an AQF 4/5 level (Must be 

chosen from the 

6.1 119 200 N/A 600 nominated electives and MT Level5.2 800 3330 
up to 50% (330) can be 

chosen from a Cert IV 

Qualification or higher) 

Competencies must be of 
MT LevelS.! 

an AQF 3/4/5 level (Must 
+all Core 

be chosen from the 
competent/ 

5.2 18 70 400 230 nominated electives and 
advanced 700 2530 

up to 30% (SO) can be 
courses 

chosen from a Cert IV 
complete 

5 
Qualification or higher) 

Competencies must be of 

an AQF 3/4 level (Must be 

chosen from the MT Level 4.2 

5.1 17 30 390 180 nominated electives and +Trade 600 1830 
up to 20% (50) can be Certificate 

chosen from an Cert IV 

Qualification) 

; mu>t be of MTLevel 4.1 

'4.2 16 40 380 80 
an AQF 2/3/4 level and +all Core 

500 1230 chosen from the intra courses 

4 
nominated electives I 

Competencies must be of 

4.1 15 20 350 30 
an AQF 2/3 level and 

MT Level 3.2 400 730 chosen from the 

nominated electives 

3.2 14 100 230 N/A N/A MT Level 3.1 330 330 
3 

13 
Site Induction WorkCover General Induction New Starters Induction 

3.1 
Behavioural Safety Support Point Modules 

*Note competencies/skillsets not found above can be sourced by PaC, provided they comply with the minimum AQF 
requirements of that level and the competency addresses a business need and complies with model guidelines 

13 
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Appendix B- Maintenance Employee Distribution Table for Non -Tradesperson 

,--· 

Maintenance Employee Model - Non-Trades 
COmpetency Points Distribution Table 

Business Core Pre CUmulative 
MT SP 

Drivers 
Competency Types* 

Requisites Total Comps 
• Completion of Leadership Ski llset 

• Lead small teams/projects as required 

5.1 17 • Hold Permits 

II • Request Permits 

.. Undertakes 
Competenc.y 

4 4.2 16 N/A 280 Ass.essment s MT Leve 14.1 1120 
-Competencies must 
be of an AQF 2/3/4 

4.1 15 N/A 220 
Competencies must be 

MT Level3.2 840 of an AO.F 2/3 

MT Level3.1 
+all Core 

3 3.2 14 N/A 220 
Competencies must be com petent/ 

620 of an AO.F 2/3 advanced 
courses 

complete 

MT Level 2.2 

3-1 13. N/A 200 
Competencies must be +one of 

400 of an AO.F 2/3 scaffo lding/ 
rigging. 

I ~ 

II 

MT Level 4.1 

N/A 200 
Competencies m ust be +all Core 

200 2 2.2 12 
of an A O.F 2/3 I eve I intro courses 

complete 

2.1 11 N/ A MT Lev el1.2 

Site Induction 
1 1.2 10 Wo rkCover General N/A MT Levell.l 

Induction 
New Starters Induction 

Behav ioural Safety 

1.1 9 Support Point Modules 

• NCite corropete n.cles n.ot foun.d In th e n om11uteci list c-an be source ci by a ME and counted tov.•arcs t heIr e lectiv e 
points ·Of\ any given level. provid ed they comply with t he m lnlmu m AO.F re quire me nts of that lev e l ;md the 

compete ncy ad dresse s -a b us iness nee d 
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Appendix C - MEM Business Drivers Table 
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Appendix D - Process Flowchart 

Competency Assessment Process Flowchart 



Appendix E- Competency Assessment Terminology 

Assessment is the process of collecting evidence and making judgements on whether 
competence has been achieved. This confirms that an individual can perform to the 
standard expected in the workplace as expressed in the endorsed training packages or 
competency modules that make up the MEM and associated tertiary courses of study. 

Typically, the training packages or modules that make up the MEM will describe: 

Prerequisite or co-requisite units: Identifies other units of competency that must be 
achieved before or in conjunction with the unit. 

Application of the unit A brief description of how the unit is practically applied. 
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Elements of competency Outcomes that contribute to the overall unit, ie building blocks of 
the unit expressed in outcome terms. 

Performance criteria Statements for each element expressing what workplace activity is to 
be done and the required level of performance. 

Required skills and knowledge The broad underpinning skills, and specialist and general 
knowledge necessary for competent performance. 

Range statement The range of contexts and conditions within which the work is to be 
performed, and detailed information on terminology and requirements set out in the 
performance criteria. 

Evidence guide Helps with the interpretation and assessment of the unit 
and contains: 

• an overview of assessment in the industry context; 
• critical aspects to be considered for assessment and the evidence required to 

demonstrate competence; 
• the context of, and any specific resources required for assessment; 
• suggested methods of assessment; and 
• any further guidance information for assessment. 

Evidence is the information gathered which, when matched against the requirements of the 
unit of competency, provides proof of competence. Evidence can take many forms and be 
gathered from a number of sources as shown in the diagram below. 

Types of Evidence 

Direct, for example: Indirect, for example: Third party, for example: 

• direct observation; • assessment of related • Licences obtaines, or 

• oral questioning; and work quality; tertiary course results; 

• demonstration of specific • review of previous work • reports from 
skills. undertaken; and supervisors; 

• written tests of • work orders or logbook; 
underpinning knowledge and 
where appropriate. • examples of reports or 

work documents. 



No single form of evidence is better than another. Acquiring quality evidence is a 
requirement of the MEM and must meet the guidelines below: 

• Valid Relates to the unit(s) of competency appropriately; 
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• Sufficient Provides enough evidence to make a judgement about the competence of 
the individual and meets all the evidence requirements for the unit of competency. 

• Current Is recent enough to show that the skills and knowledge are still able to be 
applied to a current work situation. 

• Authentic Is the individual's own work. 

Assessment plans 

Assessment plans (check lists) are to be developed and used as part of the assessment 
process. Assessment plans are provided to ME's at the start of the competency assessment 
process. 

They can also be referred to in the case of an appeal. 

Assessment plans should contain the following information: 

• what will be assessed, ie the units of competency; 

• how assessment will occur, ie the methods that will be used; 

• the criteria for decision making, ie those aspects that will guide judgements; and 

• where appropriate, any supplementary criteria used to make a judgement on the 
level of performance. 

The following information will be communicated once assessment has been endorsed by 
the Team Leader and PaC have been notified: 

• when the assessment will occur; 

• where the assessment will take place, ie the context of the assessment; 

Modules for Asessor Cluster 

Assessor Skillset 
TAEASS401B Plan Assessment Activities and Processes 
TAEASS402B Assess Competence 
TAEASS403B Participate in Assessment Validation 
TAEDEL301A Provide Work Skill Instruction 



Appendix F 

Maintenance Leading Hand Role- Work Statement 

Background 

The Leading Hand role supports the Team Leader carrying out their responsibilities to 
manage large workshop teams and developing future Team Leaders through exposure to 
managing the day to day Workshop activities. The nominated Leading Hands are 
expected to be senior tradesperson, who will benefit from further responsibility, 
professional knowledge and leadership experience to fulfill future Team Leading roles. 
The Leading Hands are expected to be the primary pool of staff for Acting Team Leader 
responsibilities. The ultimate supervisory & safety responsibilities remain with the Team 
Leader. 

Primary Purpose of Position 

Assist the Team Leader in carrying out the day to day duties of running the workshop. The 
focus is expected to be on small team management and supporting the largest and most 
complex maintenance and repairs tasks, with a smaller focus on administrative tasks. The 
Team Leader may also direct the Leading Hand to conduct other priority tasks as required 
on a day to day basis e.g. carrying out short duration maintenance tasks, such as valve nip 
ups, filter changes etc. 

Scope of Duties 

19 

This is the range of duties from which a Leading Hand may be directed to conduct selected 
tasks (not all) by the Team Leader, as workshop business need require. 

Assist Team Leader in maintaining expected safety standards within the workshop. 

Assist Team Leader with investigating weekly planned and Break-in work and redirecting 
staff at the team leaders direction. 

Assist Team Members in the completion of their allocated work. 

Act as the Team Leader in their absence or out of hours, when required 

Assist in creating RFA's in the Nisoft System and assisting with Team Nisoft issues, when 
required. 

Assisting with TBRA process where required from time to time. 

Assist Team Leader in the labour costing, time keeping procedures and production of Daily 
Logs, when required. 

Manage small teams for major repairs or projects within the workshop. 

Carry out maintenance tasks of limited duration as required. 



Appendix 5 - Managing Impairment at work 
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1.0 PRELIMINARY 

1.1 Title 

This Standard is titled "Managing Impairment at Work". 

1.2 Objectives 

Reference No: DES SA001 -16 
Policy Area: Safety 

General Distribution 

The Managing Impairment at Work Standard has primarily been developed to assist 
people in modifying their behaviour and providing assistance, counsell ing and 
rehabilitation. 

The objective of this Standard is to promote workplace safety. This supports the 
management of impairment in several areas including: 

Responsibilities: 

• workers, contractors and visitors in managing their own fitness for work; 
• Managers and Team Leaders in the management of impairment of staff; 

and contractors and visitors. 

Procedures in regard to monitoring impairment: 

• pre-employment drug screening , 
• impairment self-assessment, and 
• alcohol and drug testing. 

Procedures to be followed when an employee's work performance is affected by 
impairment; and 

Procedures to be followed in assisting workers with issues that affect impairment. 

1.3 Scope 

This Standard applies to all workers, contractors and visitors on Energy Australia 
NSW sites or where Energy Australia NSW is in control of work in other locations and 
is to be viewed as a "one in all in" approach. 

1.4 Definitions 

Accredited Collection Agency - is an accredited organisation which assumes 
professional, organisational, educational and administrative responsibility for 
collection, initial testing if applicable, storage and dispatch of the oral fluid specimen. 

Approved Officer- is an Energy Australia NSW worker who is authorised to 
undertake functions described in this standard. Workers name, title and functions 
shall be defined in the EnergyAustralia NSW Table of Approved Officers. 

Australian Standards - referred to in this Standard are as follows: 

(a) AS/NZS 4308: Procedures for specimen collection and the detection 
and quantitation of drugs of abuse in urine - This will apply for Pre­
employment Screening only; 

(b) AS 3547: Breath alcohol testing devices for personal use. 

BAC means - blood alcohol content (g/1 OOmL) 

Confidential Information - is private or personal information related to an employer, 
worker or contractor. Refer also to DES PE001 -33 Standard Procedure for Health 
Privacy Information. 

Confirmation Testing -means retesting a sample in a laboratory, in accordance 
with Australian Standard AS 4760, to verify an on-site test result. 
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Confirmed Positive result for alcohol - Using a breath testing device, a positive 
result corresponds to a level of blood alcohol content as follows: 
BAG greater than 0.02 All Energy Australia NSW workers, contractors and labour 
hireworkers. 

EnergyAustralia NSW Representative - is an Occupational Health and Safety Staff 
member selected for the purposes of impairment testing. 

Drugs - (including alcohol) - in the context of this Standard means any substance, 
which may impair fitness for work. For example this may include amphetamines, 
barbiturates, benzodiazepines, cannabinoids, cocaine, LSD, methadone and opiates, 
over the counter and prescription medication. 

Employee Assistance Program - (EAP) - is a counselling service provided by 
Energy Australia NSW which is free, voluntary and confidential. It provides assistance 
to workers to deal with personal , family and/or work issues. 

Fatigue - is a physical condition that can be reached when an individual's physical or 
mental limits are reached. This can happen following physical or emotional exertion, 
inadequate or disturbed sleep or illness by a profound lack of energy, feelings of 
muscle weakness, and slowed movements or central nervous system reactions. 

Fitness for Work I Fit for Duty - means that an individual is in a condition (physical, 
mental and emotional) which enables them to carry out their assigned tasks 
competently and in a manner which does not threaten the safety or health of 
themselves or others. 

For-Cause Testing - is testing conducted as a result of observed unusual or erratic 
behaviour or for a breach of this Standard. 

Impairment - disruption and/or reduction in the body's normal physiological or 
psychological functioning. For this standard, impairment is the result of one or a 
number of the following factors: 

• Fatigue; 

• Anxiety; 

• Illness and medical conditions; 

• Consumption of alcohol ; 

• Consumption of medication (prescribed and misused); 

• Consumption of illegal drugs. 

Impairment Representative -the WHS&E Committee represents workers and is 
responsible for advising Management on Impairment matters including procedures 
and appropriate testing methodologies and the implementation and ongoing 
improvement to this standard. Non-Negative Result- is a preliminary test result 
which indicates the presence of a drug or alcohol referred to in this Standard and has 
not been confirmed by a testing laboratory. 

Peak Work Periods - is planned or unplanned outages and/or major works where 
worker numbers are significantly increased. 

Referee Specimen (RS) -A separate container of the collected second specimen or 
an additional specimen collected at the same time as the second specimen, which is 
sealed at the point of collection and subsequently transported and securely stored at 
the confirmatory testing laboratory for analysis in the event of a disputed analysis. 
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Target Concentration -A concentration, that is sufficient for the equipment to 
recognise the presence of drugs in the donor. 

Class of Drug Target Concentration ng/ml 

Opiates 50 

Amphetamine-type stimulants 50 

69-tetrahydrocannabinol {THC) 25 

Cocaine and metabolites 50 

NOTE: The concentrations presented in the table above represent the undiluted oral 
fluid concentration that would cause a person to be impaired. Concentrations below 
the target concentrations listed in the table above will not be detected by the oral 
testing equipment. 

2.0 GENERAL 

This Standard has been developed to address the risks of workers attending work 
or coming onto an EnergyAustralia NSW site in an impaired state. Causes of 
impairment are described in the EnergyAustralia NSW Causes of Impairment 
Guideline. 

This Standard recognises that impairment is caused by one or a number of factors 
that impact on all workers and has developed a hierarchy of controls to ensure the 
issues are properly managed. This is summarised in the table below in the order of 
effectiveness. 

DES SA001-16 Managing Impairment at Work. Controlled Copy Objective 10: IDA718168 
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Controls When 

Self-
Continuous -this 

Management 
includes time in and out 
of work hours. 

Supervisor 
Ongoing during shift Observation 

Observation Ongoing during shift 

Drug 
Pre-employment -

Pre Engagement of Screening 
contractors 

Breathalyser 
-Alcohol Random 

Saliva- Drug 

Reference No: DES SA001-16 
Policy Area: Safety 

General Distribution 

Comments 

Self-management is considered to be the 
most effective method of managing 
impairment in the workplace due to the 
complexity of factors contributing to it. The 
individuals' ability to manage their 
impairment levels are addressed in this 
standard by increasing awareness of 
impairment through training, communication 
of EnergyAustral ia NSW's standard, 
providing tools that indicate a person's level 
of impairment and providing assistance to 
people who are affected by issues that 
increase impairment. 

An individual 's level of impairment can alter 
during the course of a shift and can 
therefore be readily observed and managed 
by supervisory staff. Refer to 
EnergyAustralia NSW Impairment 
Observation and Assessment Form. 

Informal observation may be util ised to 
identify symptoms of impairment. 

Is an approved testing procedure that 
detects the presence of drugs and/or 
alcohol in a urine sample. Th is is mandatory 
for all potential workers as part of their pre-
employment medical. Refer 11 .1 of this 
Standard. 

Prior to the engagement of a contractor, the 
contractor shall demonstrate evidence of a 
comparable process. 

This is an approved testing procedure which 
detects the presence of drugs and/or 
alcohol. 

This testing procedure utilises either a 
breath test for alcohol, or a saliva sample 
for the detection of drugs. This control is 
designed to d iscourage the consumption of 
substances during the shift as it is carried 
out on a random basis. See 11.4 of this 
Standard for details. 

Page 7 of 22 



Standard for Managing Impairment at Work 
Version 8.0 

Controls When 

Breathalyser 
-Alcohol Self-Testing 

Saliva - Drug 

Breathalyser 
-Alcohol For-cause 

Saliva - Drug 

Reference No: DES SA001-16 
Policy Area: Safety 

General Distribution 

Comments 

Workers will have facilities and equipment 
made available for them to self-test. Th is 
process allows people to test themselves to 
determine if they are impaired and shall be 
undertaken in confidence. 

This is the same testing procedure as 
described above however, it is used when 
there is cause for suspicion that a person is 
affected by drugs or alcohol. 

EnergyAustralia NSW shall support the WHS&E Committee to review the 
implementation of this Standard and monitor available technologies for the 
management of impairment. They will also provide recommendations on training, 
sampling frequency and improvements to the processes adopted. 

Onsite drug and alcohol testing shall be conducted during normal rostered working · 
hours. 

To enable EnergyAustralia NSW to effectively manage impairment, all 
Energy Australia NSW workers and visitors must participate in the implementation of 
this standard. 

People unwilling to participate in these requirements shall not be permitted to enter 
Energy Australia NSW sites. (Refer to section 14 - Non-Conformance, Appeals and 
Disputes). 

If a worker or his/her representative believes that the application of this Standard is 
resulting in unreasonable or unfair consequences, the matter will be raised and dealt 
with under Clause 27 Grievance and Disputes Procedure of the Delta Electricity 
Employees' Enterprise Agreement 2011. 

3.0 RESPONSIBILITIES 

3.1 General Manager 

The General Manager shall ensure that: 

• the appropriate resources are made available to implement the requirements 
of this standard; 

• consultative and review mechanisms, described in the standard, have been 
implemented; 

• Standards are implemented to ensure that health information is managed 
appropriately. 

• equipment described in this Standard if available; 

• they maintain confidentiality and privacy of information collected as part of this 
Standard in accordance with DES PE001 -33 Standard Procedure for Health 
Privacy Information; 

• appropriate impairment training and educational programs are implemented; 

DES SA001 -16 Managing Impairment at Work. Controlled Copy Objective I D: IDA 718168 
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• impairment is considered when projects, maintenance and shifts are being 
designed; and 

• the WHS&E Committee has appropriate representation and support including 
an Impairment representative. 

3.2 Approved Officers 

The Approved Officers shall: 

• undertake activities assigned to them in accordance with this Standard, and 

• maintain confidentiality. 

3.3 WHS&E Committee 

The WHS&E Committee shall: 

• monitor progress of Impairment Management, and 

• represent and report back to workers and Management on impairment issues, 
and 

• ensure an Impairment representative is included in the membership of the 
meeting. 

3.4 SHE Manager 

The SHE Manager shall ensure that: 

• this Standard aligns with OHS legislation, relevant Australian Standards and 
industry standards; 

• the appropriate Employee Assistance Program (EAP) arrangements are in 
place; 

• the requirements of this Standard are included in EnergyAusralia NSW's Site 
Induction; and 

• appropriate arrangements are in place for testing described in the Standard. 

3.5 Safety Manager 

The Safety Manager is responsible for ensuring this standard is complied with and for 
advising the SHE Manager of any non-compliances. 

3.6 Managers 

The Manager shall : 

• review the compliance to this Standard by teams and contractors under the ir 
control; 

• ensure this Standard is applied fairly and consistently; 

• develop shift patterns that minimise fatigue and monitor staff involved with shift 
work and overtime; 

• ensure that contractors are advised of EnergyAustralia NSW's Impairment 
requirements and ensure these are addresses in their Site Specific Safety Plan; 

• take appropriate action whenever they believe an individual is impaired and not 
Fit For Duty; 
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• manage non-conformance to this Standard including guidance, counselling, 
referral or disciplinary action; and 

• maintain appropriate confidentiality and privacy for all health and impairment 
information. 

3.7 Team Leader 

Team Leaders shall: 

• Observe staff during the shift for possible signs of impairment and take 
appropriate action whenever they believe an individual is impaired and are 
unable to undertake their duties safely. 

3.8 Contract Administrator 

Contract Administrators shall: 

• Ensure that the contractors under their charge have implemented 
EnergyAustralia NSW's Impairment Standard and routinely review and monitor 
the contractor's Impairment Testing Program to ensure its conformance to 
EnergyAustralia NSW's approved Impairment Management requirements. 

3.9 Energy Australia NSW Workers and Contract Workers 

Workers shall: 

• manage activities, at work and in private time, to ensure they are Fit For Duty 
and not impaired at work; 

• monitor their own levels of impairment and discuss with their Team Leader I 
Manager as necessary; 

• participate in random drug and alcohol testing if selected or if required by the 
for-cause provision of this Standard; and 

• inform their Team Leader I Manager if they observe other workers displaying 
signs of impairment, acting unsafely, consuming or possessing alcohol and/or 
drugs on site. 

3.1 0 Visitors 

Visitors shall: 

• be advised of Impairment requirements as one of the conditions of entry to a 
EnergyAustralia NSW site; and 

• participate in a drug and/or alcohol test if selected via random sampling or if 
required by the for-cause provision of this Standard. 

Note - Children, including those on tour groups, will be excluded from drug and 
alcohol sampling. 

3.11 EnergyAustralia NSW Representative for Impairment Testing 

For the purpose of this standard, Energy Australia NSW OHS staff shall undertake the 
following functions: 

• provide support to the person being tested, 

• be a witness to the process of Impairment Testing, and 

• be willing to provide evidence in the event of a dispute if it is required. 

V1 0.0, Copyright EnergyAustralia NSW 2014. All rights reserved. 
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4.0 ASSISTANCE TO WORKERS FOR IMPAIRMENT RELATED ISSUES 

Energy Australia NSW shall take all reasonable steps to assist workers with personal 
issues that may impact on their fitness-for-work. 

However, as a result of workplace drug and alcohol testing, if worker with a 
dependency is identified and that person then refuses to participate in rehabilitation 
processes, they may be subject to disciplinary action. 

Note: Energy Australia NSW will not tolerate: 

• illegal activity; 

• the possession, sale, distribution or consumption of illegal drugs on site; 

• inappropriate distribution and/or consumption of prescription medication; 

• the possession , sale or distribution of alcohol on site ; and 

• the consumption of alcohol on site, without consent of the General Manager. 

The above points are subject to EnergyAustralia NSW's disciplinary procedures. 

4.1 Employee Assistance Program 

EnergyAustralia NSW shall engage a specialist organisation to provide Employee 
Assistance Services. Refer to DES SA 001-21 Employee Assistance Program. 

EAP Counselling shall be available for a wide range of issues which may include: 

• alcohol/drug abuse, 

• emotional stress, 

• marriage/relationship/family issues, 

• financial or legal concerns, 

• interpersonal conflicts, 

• physical disabilities, 

• health matters, and 

• retirement matters . 

Note: The use of EAP does not remove or reduce the Manager's or Team Leader's 
responsibilities to deal with impairment related issues. 

4.2 On-site Assistance 

Energy Australia NSW is committed to providing assistance to workers who may be 
experiencing issues that contribute to their impairment whi lst at work on 
Energy Australia NSW sites. 

It is acknowledged that there are many factors that contribute to impairment. Each 
matter should be managed on a case-by-case basis. The following should be 
considered when completing the Impairment Risk Assessment Form: 

• allocation of appropriate duties; 

• provision of leave; 

• referral to specialist(s) or programs; 

• access to appropriate facilities, services and/orworkers; and 

• approval of temporary shift changes, shift patterns and/or working hours. 

V1 0.0, Copyright EnergyAustralia NSW 2014. A ll rights reserved. 
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5.1 Identification of Fatigue 

Reference No: DES SA001 -16 
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General Distribution 

The Impairment Risk Assessment shall be completed in accordance with this 
Standard. 

During the course of work, fatigue recognition assessments shall be undertaken as 
required by the Team Leader or Manager in accordance with the EnergyAustralia 
NSW Fatigue Recognition Checklist . 

5.2 Mandatory Fatigue Control Measures 

The following restrictions to working hours may only be exceeded where an 
Impairment Risk Assessment is undertaken and agreement reached with the 
workers(s) concerned and the General Manager (or delegated authority) : 

• the continuous working limit in any 24 hour period is 14 hours; and 
• patterns of work requiring prolonged continuous periods must be reviewed, 

to eliminate the potential for accumulation of fatigue levels, and approved 
by the General Manager. 

In addition to the above limit on working hours, regulation breaks (including meal 
breaks and ten hour breaks after overtime) shall be taken in accordance with the 
Delta Electricity Employees Enterprise Agreement I Award conditions. 

Where worker has worked overtime or extended hours for 5 consecutive days, the 
Team Leader shall conduct an Impairment Risk Assessment to control any fat igue 
hazards prior to the commencement of any further overtime or extended hours. 

5.3 Fatigue Control Measure Guidelines 

Consideration shall be given to situations where employees who live some distance 
from their normal workplace and have to return home after working extended hours 
or periods. If worker is assessed as being impaired by fatigue, the Team Leader or 
Manager will arrange suitable transport home and back to work, if necessary. 

A worker whose ability to work safely has been assessed as being impaired by 
fatigue , should be withdrawn from the job. 

Where a worker reports the symptoms of fatigue , appropriate control measures 
should be implemented to ensure that fatigue does not impact on their ability to work 
safely. 

Consider and plan availability of other workers to be deployed as replacements for 
workers reaching their working limits outlined above in section 7.2 of this Standard. 

Monitor the progress of current work to determine an expected completion time and 
consider any anticipated relief requirements . 

Prior to driving long distances consideration must be given as to whether the 
intended vehicle driver(s) is able to safely undertake the journey, having regard to 
their level of fatigue, the prevailing conditions and length of journey. Consideration 
should be given to rest breaks or change of driver approximately every two hours 
and/or overnight accommodation. 

5.4 Management of Contractor Fatigue 

Provisions for the appropriate management of fatigue including shift patterns and 
scheduling shall be included in contract specifications for the contractors to include in 
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their Site Specific Safety Plan. This shall be approved and compliance verified as 
described in DES SA001 -31 . 

6.0 ALCOHOL TESTING 

Alcohol testing will be conducted in accordance with the testing equipment 
manufacturer's instructions. Alcohol testing will be undertaken by an external provider 
or Energy Australia NSW Approved Officer with appropriate qualifications and 
competencies. 

This procedure is described in the EnergyAustralia NSW Alcohol Testing Procedure. 

7.0 DRUG TESTING (Saliva) 

Drug (saliva) testing will be conducted in accordance with the testing equipment 
manufacturer's instructions. Drug testing will be undertaken by an external provider 
or EnergyAustralia NSW Approved Officer with appropriate qualifications and 
competencies. 

This procedure is described in the EnergyAustralia NSW Detection of Drugs in Saliva 
Testing Procedure. 

8.0 TESTING CONDITIONS 

EnergyAustralia NSW shall ensure that the appropriate facilities are provided for 
persons undertaking saliva drug testing, to take into account an individual's privacy 
and dignity. 

Testing will be conducted in accordance with the testing equipment manufacturer's 
instructions. Random Drug Testing will be undertaken by an external provider with 
appropriate qualifications and competencies. 

Random Alcohol testing shall be undertaken by an Authorised Officer or by an 
external provider with appropriate qualifications and competencies. 

Persons selected for testing may request a support person be present. 

A number of EnergyAustralia NSW Approved Officers shall be trained to conduct 
"For-Cause" drugs and alcohol testing. 

9.0 TESTING PROCESSES 

9.1 Pre-employment Drug Testing 

Persons applying for a position with EnergyAustralia NSW shall be required to 
undergo a drug urine screening as part of the recruitment process. 

This service shall be provided by an appropriately qualified external Service Provider. 

Results of the Drug Screening shall be forwarded to the applicant. 

Where an applicant is successful , after the review of the Drug Screening results, the 
original Drug Screening documentation will be held by EnergyAustralia NSW in 
accordance with DES PE001 -33 Standard Procedure for Health Privacy Information. 

Provisions for the management of drug and alcohol screening shall be included in 
contract specifications for the contractors to include in their Site Specific Safety Plan. 
This shall be approved and compliance verified as described in EnergyAustralia 
NSW's Standard DES SA001 -31 . 

9.2 Daily or Random Impairment Testing 

Refer to 6.1 above. 
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Drugs and alcohol self-testing can be undertaken at any time by contacting one of 
EnergyAustralia NSW's Approved Officers. Testing conducted under this clause shall 
be done confidentially and with anonymity. 

Self-test equipment will be available for purchase through the Power Station Health 
Centres. 

9.4 Random Testing 

Alcohol or drug testing may be conducted at any time, without prior notice, by the test 
provider. Any person at the site may be requested to complete a test, including 
management, workers, contractors or visitors. 

Drug and alcohol testing will be increased in peak work periods. 

A target sampling rate of 10% of total staff at the Energy Australia NSW controlled 
sites on the day of testing. (E.g. If 200 people were on site at Mt Piper for an outage, 
and random testing occurred, the target number of people to be sampled would be 
20). 

Data from drug and alcohol testing will be reviewed by the Impairment 
representative(s) and Safety Manager (or delegate) who will analyse and make 
further recommendations regarding the testing frequency. 

The process for random selection of persons for testing is as follows: 

• a random number generator will be held at the security gate of each power 
station site security will produce a list of names of people who are recorded 
as being on site; 

• the list will be developed from information drawn from the Energy Austral ia 
NSW's security system; 

• the list will be in alpha-numerical order; 
• numbers drawn from the random number generator will be matched to the 

numbers on the alpha-numerical list. The persons identified through this 
process will then be requested to complete a drug and/or alcohol test; 

• a worker representative will be nominated by the relevant Approved Officer at 
the work site to witness the random number selection process; 

• team leader to ensure team member selected for test are informed and 
attends testing area (not necessarily accompany them). 

• no individual or individual work group will be targeted by random drug or 
alcohol testing. 

9.5 For-Cause Testing 

Any person who has reason to believe that a worker, a contractor'sworker, or visitor 
is in a state of intoxication or under the influence of drugs, will immediately notify their 
Team Leader or an EnergyAustralia NSW Authorised Officer. 

In the case of a worker, the person will be accompanied by their Team Leader and, if 
requested, an on-site worker representative, to the drug and alcohol testing location 
as determined by the Authorised Officer, for testing in accordance with this standard . . 
Note: Unusual or out-of character behaviours do not necessarily indicate being 
impaired by alcohol or other drugs. They may also indicate an underlying medical 
condition, i.e. stroke, heart condition, low blood sugar etc. Where there is any doubt 
that the symptoms presented may be medically related , the person should be 
referred to a medical practitioner for assessment. 
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In the case of a visitor presenting who is suspected of being under the influence of 
drugs or alcohol, they shall be requested to leave the site. (Under certain 
circumstances testing may be required if their presence is necessary). 

In all cases, all care and assistance must be afforded to the individual to ensure that 
they are not put at additional risk and are treated with respect and dignity at all times. 

All allegations shall be investigated and deliberate false or misleading allegations will 
be subject to disciplinary action. 

For-Cause testing may be used to determine if drug and alcohol were a contributory 
factor to an incident where; 

• there is a legislative requirement to do so (vehicular accident) or, 
• there is reasonable evidence to indicate that drug and alcohol is a factor or, 
• concern is raised by persons involved with or witness the incident or, and 
• the person/s involved would like to remove any suspicion that drugs or alcohol 

were a contributing factor. 

1 O.OTEST RESULTS 

10.1 Non-Negative Test Result 

In the event that a non-negative result is recorded from the saliva drug test, a person 
may request to undertake a second test within 30 minutes. 

If the result of the second saliva test returns a non-negative result, the person will be 
given the opportunity to discuss the result with the Service Provider to determine if 
the results may have been due to substances being taken to treat a medical 
condition. 

If there is cause to believe that the non-negative result is caused by the use of 
appropriate medication then the person shall be required to complete an Impairment 
Risk Assessment Form noting the medication suspected of causing the non-negative 
result. This shall be undertaken by their Team Leader or OHS Officer to determine 
their fitness for work and any control measures required. 

If no explanation can be given an Impairment Risk Assessment Form will be 
completed by a representative of management noting all signs, symptoms and 
details. The person will be transported home and will be marked as Special Leave 
and will not be allowed to return to site until the outcome of Confirmation Testing has 
been received. 

10.2 Confirmation Test 

If a person returns a non-negative result to an on-site saliva drug test(s) and has not 
declared that they are taking prescribed medication, they shall not be permitted to 
enter or remain at the workplace and are required to provide a second specimen to 
confirm the initial result. 

The Service Provider will obtain a saliva sample as soon as practical after the non­
negative result of the initial on-site saliva drug test. 

A Chain-of-Custody Form is to be completed by the Service Provider and the Donor 
for all confirmatory and referee specimens that are dispatched by the Service 
Provider. 

The confirmatory and referee specimens will be dispatched to the testing provider's 
laboratory for analysis in accordance with the relevant Australian Standard. 
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The Service Provider shall ensure the confirmatory specimen is suitable for all 
required laboratory testing to be performed, including the provision of a separate 
referee specimen. 

The referee specimen is to be tested in the event of additional laboratory analysis 
being required or requested by the individual under appeal. 

The referee specimen will be stored in accordance with the relevant Australian 
Standard, at the testing provider's laboratory and shall remain the property of the 
Donor until the expiry of the appeal period or a lodged appeal has been settled. 

Following expiration of the appeal period (refer to section 14.0 Appeals and 
Disputes), the referee specimen will be destroyed in accordance with the testing 
provider's procedures and without reference to the Donor or Energy Australia NSW. 

Where Confirmation Test Results return a positive drug result, the person shall be 
notified of the results, offered EAP services and advised that their leave status will be 
changed to Sick Leave. They will not be permitted to return to their normal duties on 
site until they undergo an approved drug test, which may be at their own expense 
and return a negative result. 

The person may be required to enter into agreed arrangements prior to their return to 
work. 

In the event that the explanation provided at the time of taking the Confirmation Test 
is inconsistent with the test results, this matter shall be subject to further 
Management review and disciplinary action may result. 

11.0ALCOHOL TESTING 

11.1 Energy Australia NSW Workers 

Where an alcohol test gives a reading in excess of 0.02g/1 OOmL, a second test shall 
be undertaken after 10 minutes but no greater than 60 minutes. 

Where the second test gives a reading in excess of 0.02g/1 OOmL, the person shall be 
informed that the alcohol test returned a positive BAC result and will be offered an 
opportunity to explain why the result may have occurred. 

Where a second alcohol test returns a positive BAC result, the fo llowing action shall 
be taken: 

• the person determined to be not Fit For Duty and shall be escorted from site 
and arrangements made for the person to be transported to their home 
address; 

• the person's Team Leader shall be advised and requested to mark 
theworker's time sheets as "Sick Leave"; and 

• the worker shall not be permitted to return to work until the worker 
undertakes an alcohol test and it returns a result of zero. 

11.2 Contractor Workers 

Where an alcohol test gives a reading in excess of 0.02g/100mL, a second test shall 
be undertaken after 10 minutes but no greater than 60 minutes. 

Where the second test gives a reading in excess of 0.02g/1 OOmL, the person shall be 
informed that the alcohol test returned a positive BAC result and will be offered an 
opportunity to explain why the result may have occurred. 

Where a second alcohol test returns a result in excess of 0.02g/1 OOmL, the following 
action shall be taken: 
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• the person shall be escorted from site by their Site Manager and 
arrangements made for person to be transported to their home address at 
the Contractor's cost; and 

• the contractor's worker shall not be permitted to return to work until the 
person undertakes an alcohol test and it returns a result of zero. 

12.0NON-CONFORMANCE, APPEALS AND DISPUTES 

12.1 Refused Test and/or Intentional Leaving of the Test Site at the Time of Testing 

Workers who refuse to undergo, drug or alcohol testing stated in this procedure 
(initial screening, confirmatory or return to work) shall be f irstly reminded of their 
obligations to comply with the direction to undergo the test. In the event that a person 
still refuses testing, they will be required to leave site. In these circumstances, the 
person refusing testing will not be permitted to return to their normal duties on site 
until they undergo an approved drug test, which may be at their own expense and 
must return a negative result. 

EnergyAustralia NSW will ensure that workers fully understand the consequences of 
refusing to undertake a test and will be provided with appropriate advice. 

Personnel who refuse testing or intentionally avoid testing shall have their access to 
EnergyAustralia NSW's workplace withdrawn. A person, who after being notified of 
their requirement to be tested, intentionally leaves the EnergyAustralia NSW 
workplace to avoid being tested, will not be permitted to return to their normal duties 
on site until they undergo an approved drug test , which may be at their own expense 
and return a negative result. 

Contracting workers or visitors who refuse testing or intentionally avoid testing shall 
have their access to EnergyAustralia NSW's workplace withdrawn. 

The person may be required to enter into agreed arrangements prior to their return to 
work. 

12.2 Tampering 

Where a person undertakes a test for another person, those involved shall be 
considered to have wilfully disobeyed EnergyAustralia NSW's safety requirements 
and shall be subject to EnergyAustralia NSW's disciplinary procedures. 

A worker who provides a substituted specimen or interferes with a saliva specimen 
in an attempt to prevent detection of a drug shall be considered to have wilfully 
disobeyed EnergyAustralia NSW's safety requirements and shall be subject to 
disciplinary action. 

Any visitor under reasonable suspicion regarding the substitution of or tampering with 
a saliva specimen shall be removed from the workplace. The provision of a further 
specimen from the visitor is required before entry to the workplace will be considered. 

A contractor or visitor who attempts to substitute or tamper with a sample shall have 
their access to a EnergyAustralia NSW workplace withdrawn. 

The donor and collector shall witness, at all times, the collection and, if applicable, 
initial testing until labelling and sealing of the specimen(s) is complete. 

The collector shall adopt an accepted process to ensure the risk of interference and 
adulteration of collected saliva specimen(s) is minimised. 
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If the testing laboratory confirms the presence of an adulterated substance within the 
specimen, the specimen will be classified as invalid for further testing. 

12.3 Appeal of a Confirmed Positive Result- Drug Testing 

If a person disputes a confirmed positive result, the person shall have a period of 14 
days to appeal following receipt of written notification of the result. 

A written notice of appeal must indicate whether the person wishes to request that 
the testing provider or a different forensic standard testing provider test the referee 
specimen. 

A worker will not be disadvantaged until the final outcome of the appeal process is 
reached 

If the referee specimen has been deemed invalid then the confirmatory result will be 
deemed invalid and treated as a negative result. 

Failure by the worker or their representative to lodge an appeal within the 14 day 
appeal period is considered to be the equivalent of no appeal being lodged. 

The referee specimen shall be analysed in accordance with the relevant current 
Australian Standard. 

The worker requesting confirmatory testing of the referee specimen shall meet the 
costs of the confirmatory test except where the referee specimen confirmatory test 
result is negative or invalid. Energy Australia NSW will pay upfront the costs of testing 
in this instance with the employer to recover costs (payment arrangements to be 
agreed) if the test is positive. 

A positive confirmatory test of the referee specimen will be treated in accordance with 
procedures for confirmed positive results as detailed in Section 11 .1 . 

A negative or invalid confirmatory test result for the referee specimen will be treated 
in accordance with procedures for confirmed negative result as detai led in Section 
11 .2. 

13.0UNFIT FOR DUTY 

If an individual is requested to leave the premises because a test has returned a non­
negative result, and they refuse to do so, then EnergyAustralia NSW reserves the 
right to call the police to assist with their removal. 

Immediately following the incident, the team leader is to prepare a report in 
consultation with others involved, with all information including dates, times, 
witnesses, person 's behaviour and condition, quoting comments made by the person. 
The team leader shall forward the report to their manager. The Manager will arrange 
for the worker to be interviewed on their return to work. 

If appropriate, the person shall be offered confidential ass istance as part of the 
Employee Assistance Program. 

NOTE: In considering whether a worker is Unfit for Duty, Team Leaders and workers 
should be aware of the symptoms created by alcohol and drugs. Refer to the 
WorkCover publication "Alcohol and Other Drugs in the Workplace- Factsheet" 
which details these factors and symptoms. 

14.0FOUND CONSUMING OR IN POSSESSION 

If a worker is found consuming, misusing prescription drugs or being in possession of 
alcohol or illegal drugs at work, the following points are guidance as to the actions to 
be taken: 
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• where possible, a witness to the incident should be present; 
• theworker's Team leader and Manager shall be advised immediately; 
• the team leader shall immediately question the worker consuming or in 

possession of uncontrolled drugs to determine the circumstances of the 
drug use. This should include confirmation of the nature of the substance; 

• the team leader shall ensure that material relating to any possible 
disciplinary action is not removed, hidden or destroyed; 

• a full report is to be prepared as soon as possible by the team leader; 
• the Manager will undertake an investigation in accordance with the 

Discipline procedure; and 
• if a worker is found administering or in possession of illegal drugs, or is 

dealing therein, the matter shall be referred to the police. 

15.0MEDICINES 

Some prescription and over-the-counter medications can cause a non-negative result 
at the on-site test and a positive result in the laboratory analysis. 

All persons using such medications are obliged to discuss the risks of such an 
occurrence and their ability to work safely while using the medication with their 
treating doctor or pharmacist; and to inform their Team Leader. 

In the event that a person using such medications is selected for random or "For 
Cause" testing and believes that a non-negative drug result or non-negative alcohol 
result is likely to occur, they must advise the tester. 

The following guidelines apply to declared medication usage: 

• the individual must declare the medication(s) they a re taking on the Drug 
Testing Form stating the name, dose and time last used and sign the form; 

• the drug test will proceed in the normal manner; 
• If the test gives a non-negative result, the sample will be sent for 

confirmation testing together with the associated forms; 
• when laboratory analysis confirms the detected substance to be the 

declared medication then the test record will be destroyed; 
• If the analysis confirms a detectable substance that is not the declared 

medication, then procedures for dealing with a positive result will apply; and 
• if a person is regularly taking a medication that is likely to be detectable they 

are encouraged to obtain a statement from the ir t reating doctor to present to 
a tester when required. 

Copies of the test results are held in confidence by the Safety Manager. However if 
there is a potential workplace safety issue related to the declared medication the 
workers Group Manager (direct report to General Manager) will be notified. 

The Safety Manager and Group Manager shall ensure that all medical and test result 
information is managed in accordance with EnergyAustralia NSW's Standard DES 
PE001-33 Health Privacy Information. 

16.0RECORDS 

All confirmed test results, chain of custody forms and appeals fo rms will be 
destroyed after a period of 18 months, if no further confirmed test results are 
received within this period. 

age 19 of 22 



Standard for Managing Impairment at WorkPolicy Area: Safety 
Version 8.0 

17.0ENERGYAUSTRALIA NSW IMPAIRMENT RECORDS RETENTION REQUIREMENTS 

Record Type Storage Purpose Available to Location 

Selection Committee 
Pre-employment Drug 

Records not kept/ No requirement to maintain these 
This record shall not be Screening- not stored records 
available to any person outside Unsuccessful applicant 
the direct recruitin rocess. 

Pre-employment Drug Records to be Selection Committee 
maintained on the 

Screening- Successful 
applicants 

To demonstrate Due Diligence. 
applicant 

Personnel File 
Successful applicant 

Individual records accessible 
to direct Team Leader I 

EnergyAustralia NSW Forms to be To demonstrate Due Diligence 
Supervisor. 

Impairment Risk stored in and assess effectiveness of Risk 
Safety Manager able to review Assessment Form Objective Controls 
for RA effectiveness. 
lm airment Committee 

Individual records accessible Worker to nominate medications 
Employee Declaration Individual's 

or other substances that may to direct Team Leader I Form Medical Records impact on the test. Supervisor. 

Negative saliva test Records not kept/ No requirement to maintain these NIA 
results not stored records 

To demonstrate due diligence and Individual records accessible 
Non negative saliva test Individual's 

to assist (where possible) the to OHS Staff and Senior 
results Medical Records 

person. Manager (GM , direct reports) 

Negative alcohol test Records not kept/ No requirement to maintain these 
NIA 

results not stored records 
To demonstrate due diligence and Individual records accessible 

Non-negative alcohol Individual's to assist (where possible) the to OHS Staff and Sen ior 
test results Medical Records erson. Mana GM , direct re orts 

.. - - -
V10.0, Copyright EnergyAustralia NSW 2014. All rights reserved. 
-~-

DES SA001-16 Managing Impairment at Work. Controlled Coe_y Objective 10: IDA7_18168 - ..... -- . - - . - ·--
~~-, Q-,\·-~~-=:c>_....:=)··~~~.-..... ~~,:.:~:::-: ~ _·-:; --:~-.~~=: .. == -. - - -- - - .. . - "- . ) - . 

Reference No: DES SA001 -16 

General Distribution 

Document 
Disposal period Management 

Accountabili 

At completion of the People & Culture 
recruitment process Manager 

Maintain with Personnel People & Culture 
File Manager. 

Records to be Individual's direct 
maintained in Objective Team Leader I 
and disposed of after 2 Supervisor. 
years. 

Records to be 
maintained in 
Individual's Medical OHS Staff 

Records 

NIA NIA 

Records to be 
maintained in 
Individual's Medical OHS Staff 
Records and d isposed 
of after 18 months 

NIA NIA 

Records to be 
maintained in OHS Staff 
Individual's Medical 

Page 20 of 22 



Standard for Managing Impairment at WorkPolicy Area: Safety 
Version 8.0 

Storage 
Record Type Purpose 

Location 

Laboratory test results- Records not kept/ No requirement to maintain these 
negative not stored records 

To demonstrate due diligence and 
Laboratory test results - Individual's 
positive Medical Records 

to assist (where possible) the 
person. 

Employee Assistance Individual and 
EnergyAustralia NSW does not 
receive any records of EAP 

Records counsellor 
services provided to an individual. 

Instrumentation 
Records to be To demonstrate Due Diligence 

calibration records 
maintained in and to monitor equipment 
Objective calibration trends. 

To demonstrate correct appeals 
Individual's 

Appeals Form 
Medical Records 

process and to assist (where 
possible) the person. 

Chain of Custody Form 
Individual's To demonstrate due diligence in 
Medical Records the collection of evidence. 

DES SA001-16 Managing Impairment at Work. Controlled Copy Objective 10: IDA718168 

Reference No: DES SA001 -16 

General Distribution 

Document 
Available to Disposal period Management 

Accountability 
Records for 18 months 

N/A N/A N/A 

Individual records accessible 
Records to be 
maintained in 

to OHS Staff and Senior 
Individual's Medical 

OHS Staff 
Manager (GM , direct reports) 

Records for 18 months 

N/A N/A N/A 

On disposal of or 
All EnergyAustralia NSW Staff removal/replacement of OHS Staff 

equipment 

Individual records accessible 
Records to be 
maintained in 

to OHS Staff and Senior 
Individual's Medical 

OHS Staff 
Manager (GM , direct reports) 

Records for 18 months 

Individual records accessible Records to be 

to OHS Staff and Senior maintained in 
OHS Staff Individual's Medical Manager (GM . direct reports) Records for 18 months 
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18.0 REFERENCES 

AS 3547 
AS 4760 
AS/NZS 4308 
DES PE001 -33 Standard Procedure for Health Privacy Information 
DES SA 001 -21 Emolovee Assistance Proaram 
DES SA 001 -31 Management of Contract, Contractor and Service Provider OccuQational 
Health and Safetv 

V10.0, Copyright EnergyAustralia NSW 2014. All rights reserved. 

DES SA001-16 Managing Impairment at Work. Controlled Copy Objective ID: IDA718168 

UNCONTROLLED IN HARllCOPY VALID FOR THe DAY OF PRINT: Thul"'day, 23 Aprll201& ONLY. 
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Production Western -Agreement 

Wallerawang Appointed Generation Officers AGREEMENT1 -January 2015 

1. Preamble 

This document sets out the conditions agreed upon between appointed Generation Officers 
(Operators) at Wallerawang Power Station - EnergyAustralia NSW Management and 
endorsed by CFMEU, USU & PSA for implementation on or before 01 February 2015. 

The agreement replaces the Total Salary Package Operators agreement dated 18 October 
2008 and the provisions of Exhibit 3 in Matter Numbers 1230, 1371 and 1373 of 1991 
(annualised salary) and covers remuneration and work pattern arrangements for appointed 
operators previously working 24/7 continuous shift work at Wallerawang Power Station. This 
Agreement is offered on a Without Prejudice basis to other operating groups and other 
classifications within the business unit. 

This agreement is driven by the announced closure and de registration of Wallerawang Power 
Station's generating units. 

This negates the requirement for 24/7 continuous shift work at Wallerawang Power Station. 

It is envisaged that the Operators covered by this agreement will undertake a range of related 
activities which in summary include but not limited to: 

• Providing permitting services to the Decommissioning, Deconstruction and 
Rehabilitation (DDR) team; 

• Activities associated with the Decommissioning ofWallerawang Power Station 
relevant to each operator's trade related competencies; 

• On-shift Operator activities at Mount Piper Power Station associated with skills 
maintenance and providing absence relief support as required (e.g. leave relief). 

2. Award Flexibility Clause 

Implementation of the Agreement shall be carried out under Clause 26, Local Workplace 
Flexibility of the Delta Electricity Employees Enterprise Agreement, 2011 (the "Enterprise 
Agreement"). A similar clause will be included in the replacement EnergyAustralia NSW 
Employees Enterprise Agreement2015. 

3. Definition 

As defined in this agreement a shift roster 5% loading will be applied to the operator's salary 
point according to their appointment level. This agreement is offered as an option to - 3 
months written notification to revert to a day work pattern. This agreement replaces the 
employer obligation to pay a 37.7% loading for 3 months with an ongoing loading of 5% for 
the term of this agreement. 

This agreement is specific to the signatories of this document. 



Production Western - Agreement 

4. Purpose 

The purpose of this Agreement is to provide effective utilisation of operating staff noting the 
changed operational position of Wallerawang Power Station and to provide Operators with a 
constant and predictable income for the period of the agreement. 

Operators within this agreement will work within their skill level. As described in the preamble 
section, this will include working within the Regional Workshop at Wallerawang Power Station 
performing work not limited to Operating Maintenance and Disassembly, as well as 
Housekeeping activities. These activities may be coordinated and controlled by a Team 
Leader/ Manager outside of the Operator classification. 

5. Rate and Work Pattern 

A shift roster loading of 5% will be paid in lieu of the current 37.7% TSP shift roster loading. 
The new nominated shift working pattern for the 5% shift roster loading will be Monday to 
Friday- 9 Day fortnight. There will be no requirement for working on public holidays unless 
an individual is rostered to a Mount Piper Power Station 24/7 continuous shift work pattern 
where the appropriate shift roster loading payment arrangements will apply. 

6. Other payments 

Other allowances presently paid will continue on the current payment basis. 

Overtime will continue to be paid in accordance with Enterprise Agreement provisions. 

7. Application 

The 5% shift roster loading rate is paid for the leave types listed below and excludes personal 
I carer's leave: 

• Time worked 
• Training 
• Annual Leave: 

After the date of this agreement to be accrued with a 5% loading if 
taken in service. 

- Accrued Annual leave at the previous 37.7% TSP rate is to be 
preserved providing the accrued leave is taken in service. 

• Long Service Leave (refer to section 8). 
• Public Holidays 
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Production Western -Agreement 

8. Long Service Leave (LSL) 

• Any LSL accrual that is to be paid out on termination will be paid at the employee's 
substantive base salary rate, in accordance with the EBA conditions. 

• Any LSL balance, accrued at the 37.7% TSP rate up until the implementation of this 
agreement, will be paid in preference at that rate, if it is approved and taken in service 
during the term of this agreement. 

9. Shifts for Superable Salary 

The following shifts will be counted for the purpose of determining the loading for superable 
salary: 

• Time worked 
• Allleave 

10. Flexibility and Balancing 

The Shift Manager will be responsible for rostering arrangements on shift to ensure flexible 
utilisation of all shift staff. Operators within this agreement and carrying the appropriate skills, 
will be utilised at Mt Piper Power Station as and when required on an equitable basis and in 
conjunction with the WGROG group. 

Management undertake to maintain and enhance the individual Mt Piper Skills of the 
Operators within this agreement where possible. This will include temporary transfers 
between shifts to meet staffing requirements. Such transfers will be on a voluntary basis, 
however if there are no volunteers, the Shift Manager may require an operator to transfer in 
accordance with the Enterprise Agreement. 

Any time in excess of or less than the normal hours accrued in accordance with this provision 
should be balanced at a mutually convenient time within 12 weeks of such accrual, and paid 
at the nominal rate. Unless an operator concerned requests to defer the balancing beyond 
this period, such time will be paid out at overtime rates, in accordance with the Enterprise 
Agreement. 

An operator who foregoes an opportunity to balance a shifUs within the appropriate 12 week 
period shall not be entitled to payment at overtime rates for the shifUs concerned. The 
operator will balance the time as soon as practicable, and be paid for such time at the 
Nominal rate. 

11. Duration 

This agreement will continue from the date of implementation (refer section 2) and will cease 
on 01 September 2017. 
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12. Business Requirements and Clarifications 

If a signatory to this agreement is placed in a Regional Workshop, rather than performing 
operator functions, that employee will be required to adhere to the workshops' hours of work 
and meal breaks will be unpaid. 

Name Wallerawang Generation Officer 
1. -fi!J1(J11/'I ClltJPN;r;tt- Cbe1#-S 

2. sr<?~Fr4-E;/ Pf,,._. 'ru 

3. c~·~ F/e""''~') 
4. GMr..'1 wcwUHt 

5. ~-e_N ifv\.t.A.A(2 

6. :U ... -.: e.O 'Q~~ 
7. frre/( g,q,e~ES 

8. ;joh, . Ml~ . [lm,fl! 
9. (JeVlf,'l A"'JJers~ 
10. (]..fiot:FII.Ii '1 $rvl.1' . 

Signatories 

For EnergyAustralia NSW 

Luke Welfare - General Manager 
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Wallerawang Appointed Generation Officers- AGREEMENT1- December 2014 

Is endorsed for and on behalf of 

~« For CFMEU 

f'llcw\l fi\C~~ 
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ProducUon Western • Agreement 

'J"'" ..... .r'1 . 
Wallerawang Apoolnted Generation Officers - AGREEMENT1 - BeQ&i!!tl!!r 204 

Is endorsed for and on behalf of 

For USU 

-~'I I ;,:· 
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Wallarawang Appointed Ganerallon Officers -AGREEMENT1- December 2014 

Is endorsed for and on behalf of · 

For PSA 
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Production Western- Total Salary package 

Delta 

Final 

electricity 

1. Preamble 

Production Western 
Total Salary Package 

Operators 

This document sets out the conditions agreed upon between appointed operators (Power 
Plant Operators, Production Controllers, Production Officers and Station plant Officers) 
Production Western Management and endorsed by CFMEU, ETU, AIMPE & PSA for the 
implementation of a Total Salary Package (TSP). This implementation will be from 18 
October 2008. 

The agreement replaces the provisions of Exhibit 3 in Matter Numbers 1230, 1371 and 1373 
of 1991 (annualised salary) and covers remuneration loading for appointed operators working 
continuous shift work. 

2. Award Flexibility Clause 

Implementation of the TSP shall be carried out under Clause 25, Local Workplace Flexibility 
of the Delta Electricity Employees Enterprise Agreement, 2008 (the "Enterprise Agreement"). 

3. Definition 

The TSP is a consolidation of various Enterprise Agreement shift work provisions to a 
percentage and paid for defined purposes. 

The percentage is applied to the operator's salary point according to their appointment. 

The specific Enterprise Agreement conditions, which are included in the TSP rate, are: 

a) Roster Loading 
b) Shift Allowances 
c) Weekend Penalties 
d) Public Holiday Penalties 

Other allowances presently paid will continue on the current payment basis. 

Overtime will continue to be paid in accordance with Agreement provisions. 

4.Purpose 

The purpose of the TSP is to provide effective utilisation of operating staff and to provide the 
operating group with a constant and predictable income. 
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Production Western- Total Salary package 

The advantages from the introduction of a TSP will be greater flexibility in the utilisation of 
staff. 

s. Rate 

A loading of 37.7% will be paid in lieu of the conditions in 3. a) to d) above. 

6. Application 

The rate is paid for: 

o Time worked 
o All leave (see clause 7 re Long Service Leave) 
o "H" days 
o training 
• secondments 
• workers compensation accident pay make-up . 

7. Long Service Leave 

Long service leave (LSL) falling due on the entitlement date for each employee after 18 
October 2008 and taken in service will be paid at the TSP rate. (For operators with less than 
20 years service, the amount of LSL available at TSP rate will be on a pro rata basis 
according to the number of years service between 18 October 2008 and their next entitlement 
date). 

Operators will also be given access to two weeks of their current LSL balance at the TSP 
rate, as part of a negotiated settlement covering this agreement and the Western Region 
Operator Model (this will not apply to future new entrant appointments of operators). 

All LSL paid out on termination will be paid at the base rate. 

LSL taken in accordance with the above will be rostered, then approved by management. 
'Any subsequent shortfall in staff will be accommodated in priority by: 

• shift changes (refer clause 9 re Flexibility and Balancing); 
• utilisation of trainee operators (if available); 
• overtime as a last resort. 

LSL taken otherwise (ie pre-TSP LSL) will be taken according to current Enterprise 
Agreement arrangements and above priority. 

8. Shifts for Superable Salary 

The following shifts will be counted for the purpose of determining the loading for superable 
salary: 

• time worked 
• allleave 
• LSL taken in service 
• Absence on workers compensation 
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Production Western - Total Salary package 

9. Flexibility and Balancing 

The Shift Manager will be responsible for rostering arrangements on shift to ensure flexible 
utilisation of all shift staff. 

This will include temporary transfers between shifts to meet staffing requirements. Such 
transfers will be on a voluntary basis, however if there are no volunteers, the Shift Manager 
may require an operator to transfer in accordance with the Enterprise Agreement. 

Any time in excess of or less than the normal hours accrued in accordance with this provision 
should be balanced at a mutually convenient time within 12 weeks of such accrual, and paid 
at the TSP rate. Unless an operator concerned requests to defer the balancing beyond this 
period, such time will be paid out at overtime rates, or worked at the TSP rate, in accordance 
with the Enterprise Agreement. 

An operator who foregoes an opportunity to balance a shifUs within the appropriate 12 week 
period shall not be entitled to payment at overtime rates for the shifUs concerned. The 
operator will balance the time as soon as practicable, and be paid for such time at the TSP 
rate. 

10. Duration 

Under the terms of Clause 25 of the Enterprise Agreement, the initial period of this 
agreement will be three months. 

The parties agree that the agreement will be renewed at the end of this period. 

If any party wishes to terminate this agreement, adequate notice will be given to allow 
appropriate consultation and negotiation. 
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Production Western -Total Salary package 

Workplace Consultative Committee 
Members • 

A Shift 

B Shift 

C Shift 

D shift 

E Shift 

b tr·fl.J oR ll. 

SIGNATORIES 

For Delta Electricity 

Stephen Saladine 

For CFMEU -Allen Drew 

For PSA- Bill Ferguson 

For ETU - Russell Wilson 

For AIMPE - Bob Ashton 

Wal~ra~a'/ Mount Piper / .... ~~i§i···· .......... ?. . .Jf. . .. -~·····_I./Jo/<7<t'· 
~ ~ ~ .............................. 4/to(os 
···~~~·z······ . ·. ''aoe ·················~·· .... l.,41~··········0.0 .... r~ ... '::s.~ .. · .,~#.~);;~~~0! 

cfl?. .. ................ :: ... ... _r}~ .. C.'Jf-1AO .. 20/o'l 
)MV'f(/ Q_;..._/J > 2/.f. . 9 . 0 8 

./..-.. C\ /7 . ~· oc!Y 
. -~ 

~ . ' '1~.lf3 
.(L..-1~~-/'7 p~v"r .. , ... z ...... A ....... ?H-

... £ .... ~ 11 ~ 1 - 2<Ho 
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Sllifl ManagotS Local Wllfilplsoe FlexlblBiy Agi'INlfllent 

Total Siil~ry P~e 

Delta 

1 Scope 

electricity 

LOCAL WORKPL..ACg FLEXI.BILITY AGREEMENT 

TOTAL SALARY PACKAGE 
SHIFT MANAGERSJWESTERN PRODUCTION 

1 June2007 

This agr9ament appbes to currently appoinled Shift Manager'$ in lhe Western 
Region. 11 is Intended that lhe current E!fll)loyment entiUements of the Shift 
Manag~ Western Reglon will be preserved, ~m:ept ~5 varlecl in INs agrQement. To 
en:Nre equity, lhls agreemem will be reviewed when requested by eHher party. 

This agreerrent replaces lhose provisions of Exhibit 3 in Matter Numbers 1230, 
1371 and 1373 of 1991 {an!lualised salary) wh~ch COV(Ir remmem1ion loading ror 
appointed Shift Managers In \he Western Region. 

2 Award Flextblllty Claute 

lmplementa!ian of the Total &llary Package (TSP) sl1all be under Clause 24, Local 
Workplace ReiCibiQty of tht Della E!ec\liclly Emptoyoos Award 2005. 

2.1 Detlnnlon 

The TSP ~ a cansol1ilatlon of varlcus Award shill WO!k (lroviskms to a 
percentage and p!lid fOr defined purposes. 

The percentage I~ applied to the Shlf't Managn salary point according to 
thefT appointment. 

The specific Award wndmons which are lnduded In !he TSP rate, ara: 
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$111ft Mil~ L.ocal ~rkplace fle!llbllitY AOmarnent 
Tala I Salaly l"llefi8a!l 

a) Roster Loading 
b) Shill AJiowai'ICe$ 
c) Weekend PMallies 
d) Public Holfday Penalties 

Olhar aflowances presently paid will contlnue (lllthe current payment basi&. 

2.2 Rate 

A loodlng of37.7% win be paid inliOtJ of tha c:ondilfons in 3. a) to d) above. 

2.3 Appllcattr;tn 

The rate rs paid for: 

• Time worked 
. AU leave (Subject to dau:se 6. Loflg Service leave) 
. 'H"daya 
, Training 
• Seconclmen!& 
. Workers C~sanon acddent pay mek&-up (ie limited to 52 weeks) 

2.4 Long SaMoa LHY& 

Long sen/lee leave (I.SI..J accrued afler 27 Janu$1)' 2005 Yti~ be peir;l!iilthe 
TSP rale whather laken ln service or on termination . 

s Annua:l Leave and Loava rn Ueu of PulbUc Holidays 

For the purposes of accruing Annual LeaYII ar1d Leave In Usu cf Public Holidays 
oorrenlly appointed Shift Managers win be deeml:!d to be woridng a 7 day rnlating 
roster. 

4 SupGfllbl9 S.btl}' 

The following Shill$ wMI be oounted for lhe Jlllrpose of the loading for shill 
a1IONSI'Iee$ln d~nninng salary under lhe r(llevan! superannuation leglstffllon; 

. time worked 

. all leave (lnduding LSL) 

. AbSence on WOJkers oompensa~on 

5 Duration 



Shift Managers L.ocal Wodqllaoe Fll!l<lbllily Agi1M!mlll'll 

Total Salary PltbQB 

This agreemenl <edru;l~!, <~lid replaces the local Worl!place Fl&xlbility Agreement 
dated 27 January, 2005. · 

We Itt!;'! undersigned agre& to thll above being i~lemented. 

For ;md on behalf of Delta Elactndty, 

G&nel<!l Mana~/ Producllon 

Shift Managers/ Western 



Signatories 

For and on behalf of EnergyAustralla NSW Ply Ltd (the Company) 

Name: ...... .. . .................•...... ............ · ................ .. 

MICHAEL HUTCHINSON 
Group Executive Manager 

Position: ..... Operatione.& ~onstruction· .... ... ........ . 

Address: .... A~.~ .. .. ~~~ ... ~.~ .............. .. . 
.......... ~.~ .. ~~.N~ .................... . 

......... ...... Y .. ~~'!.P.~.!t. ........ ..... ..... .. 

J.s:/~/~o 1 s;-oate: ...... ......... .. ........................................... .. 

Witnessed by: ... ~elk!:!.~~ ................ .. 
. Helen Moritz 

Witness stgnature: ............................ ..... .... ... ......... .. ... . 

Witness address: .... :S.~$ ..... K~:~.d~.( .. st .......... .. . 
... M:t.i.l-.?.~r.~ .. \hC. .. .'.?~ . 
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For and on behalf of the Communications, Electrical, Electronic, Energy, Information, Postal, Plumbing and Allied Services 
Workers Union of Australia. Electrical Trades Union of Australia, New South Wales Branch 

. 

Name: ........ ~ .. ~+.t~ ......................... . Witnessed by: ........... AoJ'.o.(\_ ... P.r.!f.J.~.'!J .. . 

Position: .......... ~~······························ W;toe" o;gooMe' ··········~············· 

Address: ......... ~ .. ~ .................................... . Witness address: ........ ~ .. ~ ............................ . 
......... ??.~ .. .P.~\\ .. >.t: ........................ . ....... -;>:K? ... .P~ .... S.+. ............... . 
. . . . . .. . . . . .. . . . ... . . . .. -~-~0 ... ?:P.9() ..... . ······~~ .. NS.Z:0.:0.?.~¢? .. 

Signature: ................ . 

Date: ............... ~J~~..r.~~························· 



For and on behalf of the New South Wales Local Government, Clerical, Administrative, Energy, Airlines and Utilities Union 

Witnessed by: ... ... 6t-~.'?..~ ...... t1.~.f! ................ . 

Poolbon; ••. Q~ (~~~ ....... ~ .. .(. !~~ "'"'""" "'"''"'"' .... ~ .. /?fJJJi ... ····-~······· ···-
Address: ..... . 7/ ... -~ . .l.. ... Bft. .. ~ .............. .. 

....... S~ ... ~.~~ ..... ~ ... . 
Witness address~ -......... l .~T. ..... ~?. ~ ..... ~~~i ..... ~~-\ 

. .... ~~~~-':f ....... N;~~ .. ~ 

Signature: .. ~ .. -~ . .......... , ...... . 

Date.; ... .. .. ?.~ .:..?.' .: .. ~.~ ........ ........ ... .... .. .. ... .. 

EnergyAustraUa NSW (Mount Piper and Wallerawang Operations) 2015 employees' Enterprise Agreement 



For and on behalf of the AssoclaUon of Profealonal Engineers, Sclenllats and Manegers, AustraHa 

. bo~ \').o ~ ~~oUL. Name ..................................... ...... ............ ........ . 

. ~\Q.~\,..~Q(l ~\,.,.) Position ................ .................. 1 .......................... .. 

Address: .~.~../.4r:b .... .. ~~.~ .. .?..\ .......... . 
...... ?."1 .?. .~~.~ ........... ~ .... . 

c::C2,,A_, 
Signature: ...... ~ ..... ......... . ................. . 

I 5""'/ ("" 1"'2.cl ~. Date: ................ .. .. ........................................ . 

. ~~-~~-------V'Mness Signature: .... .......................................... ...... .. . 

Witness addl8as: ... ~.~ .... ..! ... ~. S ... ~.~.~ ... . So\ 
S"1 ()~'-f 2...c!:ou . .. .................................................... .. 
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For and on behalf of the Construction, Forestry, Mining and Energy Union (Mining and Energy Division) 

Name: .... Mark McGrath .. 

Position: ... District Vice President (Bargaining 
Representative) ........................ .. 

Address: .... 67A Aberdare Road ... 

;te //; t r}!l. {' c /u:U"L} 
Witnessed by: ........................................................ .. 

:::,~.}f?/Qkh-V 
W1tn~ss add.re~s 4 {/7. /} /:J.tJ'(I 0 1~ A: ca c:/ 

.. . . CESSNOCK NSW 2325 

Signature ... :~~:~~ 
Date: ........ 18 May 2015 



For and on behalf of the CPSU, Communtty and Public Sector Union 

Name: .:-:r;.;:,..~~ ... ~ kA.V..... . ........... .. 

Position: .... /J':.t,..,.t,~-f£ .................................... .. 

Address: .. \ 6.0 .... LL~w.:~.<>l£ ..... C:.Aa.eJ:: ....... 

.Sb!"'e0····· N~.V. ..... "L0?? .. 

-A~--
S!gnature:~····························· 

witnessed br. ....... O~.¥·P.\~···· . J~.~~.s.~:J"' .. 
Witnessslgnature: ... U':.. . .. .. ........................ .. 

\ 

. l~o U..o~ ... 'i.!-'A'itness address . ................................................. . 

... -~i!\l,)······--1~~~--···· 
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For and on behalf of the Australian Institute of Marine and Power Engineers 

Name: .................................. . Witnessed by: ........................... .. 

Position: Witness signature: 

Address: Witness address: 

Signature: 

Date: 
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For and on behalf of the Automotive, Food, Metals, Engineering, Printing and Kindred Industries Union (AMWU). 

Name: .~ .. :'/~ .. M,J.RP.:I:-1::1 ....................... .. . 

. 1.33 PAQ_(lAV\,t\t\1\f!\ Qc:An Address . ..... . .................... . ............... .. .......... .. . ... . Witness address: ... . ~0.0 ... ~.~~AM~~ ... ~ ..... . 
... 4M~~·'· ~ ...... N.~.~ ...... ?.-.~.~~ .. . . .. Y.~. ~-~ .... ~~ .... ?.:t.~ ... . 
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For and on behalf of the Australian Workers Union, New South Wales 

Name: Witnessed by: 

Position: Witness signature: 

Address: .................................................. . Witness address: 

Signature: 

Date: .... 
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