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I, Susan Digney of,  state as follows: 

A. Personal Information 

1. I am  years old and was born in  

2. I am employed as a Support Worker by Integrated Living Australia (ILA), a 

Home Care company based at Muswellbrook NSW. 

3. This statement is from my own knowledge and belief unless otherwise stated. 

Where statements are not made from my own knowledge, they are made to the 

best of my knowledge, information and belief and I have set out the sources of 

my knowledge, information, and belief.  

B. Employment History 

4. I got interested in the industry at an early age. I have a caring nature and really 

enjoy helping people in the community. When I left school, I worked in as an 

assistant in nursing at St. John of God Hospital in Goulburn NSW.  I worked 

there for 6 or 7 years after I left school and realised, I’d be interested in nursing. 

While working in Goulburn, I was offered formal nursing training but was busy 

in my personal life so put training on the backburner. 

5. After leaving St John of God, I spent about 12 months working at Tennison 

Hostel for retired sister for St Joseph’s, just ensuring they received all their 

medications in the evening. Following the birth of my daughters I did some 

1

mailto:leighs@hsu.net.au


 AM2021-65 HSU Witness DIGNEY S  2 

private nursing working directly for clients. We left NSW about 25 years ago 

and I worked at a range of different jobs, including running my own embroidery 

business. I’ve now been employed in the home-care industry for 17 years and 

I really enjoy what I do.  

6. I commenced working with Community Care Tasmania (CCT) in 2018 while still 

working with ILA. I used to work with CCT on Monday and Tuesdays to 

complement my role at ILA for the other three days but have recently left that 

role to work less days a week. I worked with them for just over a year. While 

working with CCT, I planned on doing caseworker training, so I could move into 

that work later into my career but have not yet had the chance to commence 

that training.  

7. I reduced my hours about 4 years ago to 3 days a week with Family Based Care 

(FBC). FBC integrated with ILA, in about 2014 and were then taken over 

completely by ILA.  

8. ILA is an organisation which offers care to clients in their home. This involves 

services such as personal care, social support, taking people out to activities 

and providing domestic assistance. I was hired as a support worker with FBC 

and continued in that role when they were later taken over by ILA. 

C. Training and Qualifications.  

9. ILA require staff to be trained and hold either a Certificate II or Certificate III in 

age care services. With new employees who only hold a Certificate II, ILA have 

sent them to TAFE to do the Certificate III in Individual Support – Ageing.   

10. We regularly do update training like Medi-health and hygiene training. Staff 

undertake a manual handling refresher every 12 months which is an online 

course through Medi-health.  We are also required to update the CPR part of 

first aid training 12 monthly and undertake a full first aid refresher course every 

three years.  Our working with vulnerable people clearance [police check] must 

be renewed every three years, but since July this year it is being paid for by our 

employer.  
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11. I hold a Certificate III in Home and Community Care which I completed in 2008. 

I did this certificate while working with FBC. I’m currently thinking about doing 

some further training to get a certificate in casework management and am also 

considering doing a Certificate IV in Ageing so that I can take up a coordinator 

position.  

D. Work 

12. I currently work three days per week, and 30 hours fortnightly, occasionally 

more.  

13. When I was first employed with FBC, as a support worker I used to do a lot of 

personal care work, such as assisting a client to shower or dress, and very 

basic domestic work such as making the bed, maybe put a load of washing on 

the line. Since the takeover, I have performed more domestic assistance work. 

14. My work can be incredibly diverse and challenging. I have worked with clients 

who have mental health issues, frailties, cognitive decline, or advanced 

dementia. It’s lots of chopping, changing and adjusting to the requirements of a 

day as they present. On a given day, I can go from Mowbray, north of 

Launceston, to St. Leonards about 9 kms and 11 minutes south, and then even 

as far out as Lilydale about 41 kms and at least 40 minutes’ drive north of 

Lilydale, so I cover a wide area across Northern Tasmania. 

15. I feel like we are not given enough time to travel from location to location and if 

you are not given enough travel time in the morning then the rest of your day 

tends to fall behind. On most days, I do not get to have my full 30-minute lunch 

break as I try and get from client to client and make sure all my duties are 

completed. I once travelled from Lilydale to Launceston in my thirty-minute 

lunch break, but it is at least a 40 minutes’ drive depending on traffic.  I find this 

kind of scheduling sets up employees to fail but many workers are too scared 

to speak up through fear that clients would be removed from their roster without 

explanation.  
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16. I am expected to do showers within 30 minutes, but I find this is not enough 

when I’m trying to attend to a client who is frail and elderly. It can take 15 

minutes to organise their clothing and walk to the bathroom. A 30-minute 

shower is often not enough time to do the work properly.  

17. I find that most clients I deal with are under allocated in the care packages they 

have. The expectation that the clients be showered in 30 minutes is not enough. 

The client’s expectations can be quite high in what they expect in a 30-minute 

period. I find that 30-minute appointments are too short to do anything of 

substance. For an elderly client, 30 minutes is simply insufficient. The packages 

do not consider the greater complexity of a client who has mobility issues and 

how much harder this will make showering. 

18. Cleaning packages are also insufficient. It’s expected that we do ‘full’ domestic 

duties. Some clients are only given an hour domestic for an entire house. This 

is simply too much pressure on an employee. We have to sprint around the 

house to complete these allocations.  

19. When I started working in home care, I would be allocated personal care work 

or a light domestic duties shift. Now we are being asked to do both during the 

same shift and the expectation is to undertake full domestic duties which means 

washing and vacuuming floors, cleaning the bathrooms, including the toilet/s & 

showers, cleaning kitchens and living space, making beds and wiping down all 

surfaces. Sometimes clients have different expectations. I can be booked to 

provide ’in home social support’ to a client, but they actually want domestic 

assistance instead. Or the service is booked for domestic assistance, but it is 

social support a client wants, so I take them to appointments, shopping, or to 

do their banking. This means I can’t be sure what I’m doing until I arrive at the 

client’s home.  

20. The employer charges clients in blocks of 30 minutes and the clients tend to 

choose the cheapest option. It’s often the case that pricing systems are not 

reflective of the work that needs to be done or how the work gets done.  I have 

often noticed that clients require more than what we can offer in such a short 

period. This puts pressure on the carer who is often the only person that the 
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client will see in a day. We try to provide social care and mental health 

assistance but are often too time constrained to do this adequately.  

21. On a social support shift I can be taking a client out to the shops to do anything 

from their groceries to window shopping, heading to a café for lunch or morning 

tea, taking them to craft or social groups which they regularly attend. One of my 

clients regularly has seizures and must always have a carer with her, others 

might be able to be left at a social group until they are ready to be taken home.   

22. One of the problems experienced with domestic assistance shifts is that the 

packages don’t account for the difference between a full clean in a small unit 

versus the time required for a family home.  This is sometimes managed by 

marking down shifts as social support when they are really to undertake 

domestic work. The packages can be very rigid, and this incentivises case 

managers and clients to mislabel what work will be done. This issue stems from 

the requirement for employers to recruit clients. Clients will be told they can 

access more domestic help than a package provides, and the provider ensures 

they get the assistance they want by calling it something else. 

23. I saw a client a few weeks ago who appeared really depressed. I offered to 

shower this client, but she was too depressed to engage with that request. This 

was my first time seeing her and I hadn’t been briefed about her complex mental 

health needs. The depression was apparent, even though I believe it was 

undiagnosed. When I went into the house, the client was crying, 

uncommunicative and distant. 

24. Despite the client being distant, I convinced her to work with me to wash her 

while she was in her chair. I washed her hair and rinsed this with a cup and a 

bucket. After this, she said she felt so much better and thanked me for urging 

her to have a shower.  

25. She told me that when she refuses to shower some other workers leave and do 

not engage with her. Sometimes she does not feel up to washing but workers 

are under too much pressure and they don’t have time to talk to her or take the 

time that’s needed to convince her to shower. 
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26. After this shift with the client, the client told me she’d rung my coordinator to tell 

her that my engagement with her had really improved her day, even going as 

far to say that I had ‘saved her life’. This is worth more than any payment for 

the jobs, seeing people improve and being part of their recovery. When I saw 

her a couple of weeks later, when I next saw her, she told me that on the day 

when I had told to her to speak up, she rang the hospital and was admitted. She 

had some fluid drained, before being sent home. Now she tells her carers what 

she wants done and how. 

27. I’ve also noticed an increase in clients with dementia as they remain in their 

homes longer rather than going into full-time care.  I went to a lady last week 

who I usually do meal preparation for on a Friday. When I arrived on this Friday, 

the client was so pleased to see me because she thought we hadn’t spoken for 

many months even though I had been there the previous Friday. I told the 

client’s case manager about the incident.  

28. I attended another client I hadn’t seen for a while. I was there to some meal 

preparation for her, she had many uneaten meals in the fridge, but none of the 

containers were labelled. This can be dangerous because the client can lose 

track of what food is spoiled. I saw she had lost weight and reported to the Case 

Manager. I believed she hadn’t been eating properly, partly because she 

couldn’t remember when her food had been made for her.  I had to throw some 

of the food out because it looked off. Everything is now labelled and dated by 

all carers.  

29. Before working the first shift with a complex client, we are rarely told about their 

conditions, and we go in blind. It would be hard for an inexperienced worker to 

pick up on these conditions without the briefing.  If someone ‘goes down for the 

count’, I wouldn’t know what medication the client was on or what their specific 

needs were. This could be dangerous, particularly if I was required to conduct 

emergency CPR or call an ambulance. 

30. Years ago, I showered a client and noticed a mole on her back. I told her family, 

and this was checked by a doctor. This turned out to be a dangerous mole and 

it was removed by the doctor. Providers often caution carers against getting 

close to the client, but that connection is what makes it possible to provide 
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quality service. It is important that a consistent group of workers go to a client 

regularly. 

E. Person Emotional Toll 

31. Dealing with these issues can take an emotional toll on support workers, 

although the ability to deal with that improves with experience. I understand that 

it’s my job to provide quality care and take note of changes. When I first started 

in the role, it did take a huge toll because I got fond of clients, but I’ve learned 

that you can’t take all of this on with clients. It can be difficult to understand this 

relationship with clients and maintain a distance. I still care deeply about each 

client I work with, but you learn you can’t deal with it all on your own and you 

just have to provide quality care and know you are making a difference to this 

client.  

32. A few years ago, a client I know collapsed on the floor of the news agency when 

I was there.  While the newsagent called the ambulance, I performed CPR and 

then put them in the recovery position. The client was conscious and distressed 

when the ambulance arrived, and requested I go to the hospital with her. My 

employer refused to release me from my work. This was emotionally difficult for 

me because the client needed my support, but my employer would not allow 

me to assist. 

33. The most difficult clients I work with are the ones who aren’t being too friendly. 

Sometime clients can just snap at you, and you must learn not to take it 

personally. I understand that everyone we deal with has a story and complex 

set of issue and some people can be snappy. My job as a carer is to talk to 

people and help them.  

34. The greatest obstacle I deal with are the massive time constraints we must 

manage. The time allocated is too short for the necessary work, and workers 

are often under the pump. When working with clients with high care needs, we 

are given more time to provide the care. Sometimes we deal with clients who 

have [eg:] catheter bags and this is advanced special needs and complex care. 

A client who requires bowel care needs the bathroom to be set up in a special 

way which takes a lot of time. 
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F. Work Environment  

35. I find that there are often lots of obstacles in the client’s home.  Aged care 

facilities are managed and controlled but clients’ homes are so varied and not 

as well looked after and there can be large range of hazards. Sometimes a 

carer will go into a house without an OHS report having been done on the home. 

There may be frayed cords or leads or any manner of obstacle that could be in 

a home.  

36. At ILA, we are expected to complete a Workplace Health and Safety analysis 

on a client’s home. A check is now a rostered shift, these should only be a 

review of the initial safety analysis, although on some occasions I have been 

required to undertake the first check. I don’t believe that as carers we are 

qualified to make an assessment on all the matters in the home safety check.  

We are not trained in how to undertake this analysis.  

37. Workers are now doing checks for clients when they need an update, or some 

work done. We are required to complete training so we can fill in the forms. We 

must plug in a power checker, and check that are taps labelled properly.  This 

used to be done by case managers before we entered the property.  Now we 

are allocated 10 minutes as part of a care or support package. Attached to this 

statement and marked SD-01 is a copy of the Workplace Health and Safety - 

Home Check. 

38. Previously when we reported faults or hazards, we used an app called EKEY 

which included all the workplace forms, policies and procedures. Now we are 

required to report to our team leader who completes the safety report and files 

it. There is no feedback loop. I don’t know if it’s been reported let alone acted 

upon. One other worker told me they’d reported a slippery path, but nothing was 

done about it.  

39. When working with a new client, I found the cleaning solution as instructed. It 

was not labelled and smelt strongly of beach. I asked if he knew what was in 

the container and was told words to the effect of ‘I don’t know a man fills it from 

another container when it runs out’. I told him we’re not supposed to use bleach 

products. I reported it and it was followed up and corrected.  
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40. I’ve had another worker complain to me that when she was driving a client, he 

reached over and stroked her leg during the drive. When she reported the 

incident, she was told words to the effect of ‘oh yes he does that’. She stopped 

working with client. I was later told by another young worker that she’d had the 

same thing happen. There was nothing in client’s notes and no-one had warned 

her about him touching up other workers. I don’t believe anything has yet been 

done to protect the workers. 

41. A client I saw regularly once confided in me that her son was suffering from 

some serious mental health issues. He had once thrown petrol on his father 

and threatened to light it. Her son lived at home and was regularly around when 

I was assisting his mother. The story really disturbed me, and it added to my 

existing sense of unease about the son. I reported the story to work and told 

work didn’t feel comfortable to continue attending. ILA tried to tell me I was 

required to continue working with the client, but I refused. I know she is still a 

client; I don’t know if anything has been done or whether workers have been 

warned. If you refuse a shift you get paid an hour less than your contracted 

hours. 

42. Since the Coronavirus pandemic started, clients are feeling much more 

vulnerable, anxious, and the hygiene expectations of clients are becoming more 

advanced. I always wear gloves, apron and shoe covers when I shower a client, 

and I hook a sanitiser on my belt.  

43. In April and May last year, in the middle of the COVID outbreak I struggled to 

get enough PPE and hygiene supplies. We are expected to wear PPE but there 

have been times in the last 18 months where I have gone without supplies.  

When you go into a client’s house there is also the risk that they could have 

family or friends visiting and they could be from hot spots – I am required to ask 

these questions before entering the household.  

44. There hasn’t been additional time allocated to a shift to account for donning and 

doffing full COVID PPE, so it usually had an impact on my break times or the 

time it took to ‘travel’ between clients. It is very hot and quite uncomfortable 

working in PPE, doing either a personal care shift or domestic work. I had a 

client that had suspected Covid, so I was required to don full PPE, a hat, mask, 
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gown, gloves and safety goggles before entering the house. Again, there was 

no additional time for donning and doffing PPE, and the difficulty of providing 

the scheduled care within the rostered time was also impacted by the difficulty 

of working in full PPE because it makes you slower. 

45. On public holidays ILA cancel many of my regular shifts. Sometimes because 

the client cancels because they don’t want to pay higher rates, sometimes it’s 

the employer that cancels the shift for the same reason. Despite my shifts being 

cancelled I am still required by ILA to be available and pick up any shift that are 

allocated. ILA tells me that this is in my availability window therefore I must be 

available and willing to do anything that arises. I’m only paid for the time I 

actually work. 

G. Reporting and Supervision 

46. I feel that we do not receive enough oversight and supervision at work. I often 

have to call the mainland to speak to someone in a more senior role when an 

issue presents at work.  Sometimes, a client is not at their house and there 

hasn’t been any advice from the coordinator or case manager. For example, 

the client may be in hospital and this message hasn’t been passed on. If I get 

no answer when I knock at the door, I have to go around the house and see if I 

can see the client, I’m then required to ring the coordinator, who rings the family 

or emergency contact and gets back to me. If I can’t see the client, I ring the 

call centre on the mainland. If I can see the client and can see there’s a problem, 

they are lying on the floor then I ring 000. I must assume the worst like the client 

has fallen or there’s been an emergency. I feel unsupported when this kind of 

thing happens.   

47. There are different stages and steps when a client has issue, or we notice a 

change in that client’s wellbeing.  

48. Since around 2018/19 we use an app called MTA. I use it to sign on and off, I 

click start on arrival and then complete when I am leaving a client’s house. It is 

also used to record my travel kilometres and to make notes about the client’s 

care, their health and any changes. Currently it doesn’t work very well and often 

freezes during the day, so I write all my kilometres in a logbook as I go and 

enter it into the app at the end of the day.  
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49. If the matter is more urgent, I ring the coordinator as I leave the client, to report 

a change or concern immediately, particularly as I may not have time to do the 

report between clients, or the app may not be working at the time. I don’t drive 

while I am talking to the coordinator which then slows me up for the next client.  

50. ILA is now implementing a new HR app ‘my one app’. It will allow us to update 

all our personnel records, carry copies of all our qualifications and licences such 

as our Driver Licence, comprehensive care insurance, first aid currency, and 

vulnerable persons check, anything we hold or are required to hold and update.  

We will be required to upload our licence, insurance, and first aid renewals 

rather than copying or scanning and sending into the office. I don’t know 

whether it will be easier or not for us, it will mean we are responsible for 

changing the records instead of administration. 

51. If it’s a minor change in the client, we record these things through MTA in the 

client notes which is part of the app. MTA gives access to our rosters and allows 

us the ability to report clients’ issues directly to the employer.  We just write it in 

the notes which then takes you through to outlook so you can email the notes 

to the team leader. This does not leave a record or notes for the next support 

worker to read. Some client’s still maintain a book/ diary that support staff can 

write in for other staff to see, but most do not. This is done in our in own time 

and often at the end of the day, or in the time allocated for travel, it’s not part of 

the service time.  

52. We are expected to record notes on clients in this app, but this can be almost 

impossible while the app is almost non-functional. When we only have 15 

minutes to travel from one client to another, there is not enough time to stop 

and update notes in the app. 

53. Prior to the introduction of the app, we used to print out paperwork and get the 

client to sign it at the end of the shift. The app has been good for removing this 

obligation; however, the paper version was a pretty fail proof system. Working 

through the technology on the app can be difficult. This app also requires me to 

log my kilometres that I have travelled in a day.  

54. In an emergency I call the ambulance then call the mainland customer service 

centre [CCS] when it’s safe to do so. The CCS do the incident report while 
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speaking to me, at end of day I write in the client notes what has happened and 

what I told CCS. I don’t see the incident reports and don’t know if what CCS 

has put in the report reflects what happened. Nor will I receive any follow up 

about what has happened.  

55. To perform the role properly you need to have appropriate skills, including 

attention to detail.  For example, you need to be able to ascertain whether a 

client has a mental health issue.  That isn’t always obvious.  If you aren’t 

adequately trained or experienced, you won’t necessarily be able to identify 

those issues and adapt to the situations that present with a client.  It’s very 

important with clients to make good notes. Unfortunately, because of the 

system we now use the next care worker can’t read our notes and does not 

know what has already been done or what has happened to the client.      

56. I am often required to switch to new clients without much notice or explanation.  

I then have to start again with the new client and try to figure out a way of 

interacting with them that works.  

57. This is something I consider vital to know. Proper detailed reporting is essential 

to providing quality care.  For example, recently, I learned that a client had 

suffered a stroke. This had not been passed on to me as a support worker. 

From my view, I suddenly wasn’t rostered to work with her, I didn’t know why, I 

not told she’d had a stroke or that she was in hospital. When she came home, 

I found out from her about her stroke. There was nothing in her notes about the 

stroke or that she’d been found by another worker who called the ambulance 

for her. This is important for many reasons, including potential changes in care 

needs, but also because a client’s behaviour changes, they are nearly all more 

cautious following a fall or medical emergency, even without changes in their 

care needs I need to know that a person might need more reassurance and 

support. ILA says that they don’t tell any of us for privacy reasons. 

58. Another situation occurred recently where a client had an earlier fall, and I was 

not told prior to providing home care to this client. He was incredibly nervous.  

If this had been reported to me before the shift, I would have had a chance to 

prepare to deal with those issues.  It is not easy to just pick up and deal with 

something like that in the moment.  
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H. Work Value 

59. When ILA took over the operation from FBC, they wanted all the staff to sign 

new contracts with reduced minimum hours. I was offered about half the hours 

I had been working with FBC. I didn’t want to reduce my hours, but I didn’t have 

a choice when all the hours I’d been working were no longer offered to me. 

60. People certainly consider leaving the sector or have gone to other care 

companies because of how difficult the role is. The turnover in employees is a 

serious problem, especially at ILA.  I find that a lot of people want more hours 

and there are others who tell me they want significantly less – it’s varied and 

there aren’t great mechanisms to ensure that workers are getting either enough 

work or not overworking and exhausting themselves. 

61. Some employees have left because after having done their Certificate III the 

employer is still not giving them any personal care or support work. This isn’t 

the same in all agencies.  

62. The needs of my clients have become more complex and there are more 

expectations placed on me by the client and my employer. There is no longer a 

central office for our employer which makes it harder for us. Staff used to drop 

into the office to collect PPE and relevant report forms, speak to a case 

manager instead of trying to call them and waiting for their return call. I find I’m 

now having to buy a lot of my own equipment, from some PPE like hand 

sanitizer or masks, to home office equipment and paper because I now have to 

print forms at home. When I raised this with ILA, I was told I could claim it on 

my tax. There is a greater expectation that I will know how to use technology 

and how to adapt to the changing expectation of clients and the community, but 

the remuneration has not kept pace with increased community expectations. 

63. Home care workers are expected to maintain such a high level of service and 

there’s been a lot of good workers that have left because of the conditions in 

the industry.  
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64. I have been working as a support worker most recently since 2004. I hold a 

Certificate III in Home and Community Care and I am employed under the 

Family Based Care, Direct Care Worker Employee Collective Agreement 2009-

2012 as a Support Worker Level 2 Grade 2. I am currently paid $29.37 per hour.  

65. Attached to this statement and marked SD-02 is a copy of the Family Based 

Care, Direct Care Worker Employee Collective Agreement 2009-2012 

 

 

Date: 27 October 2021  
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1 PART ONE- AGREEMENT APPLICATION AND OPERATION 

1.1 Title 

1.2 

This agreement shall be called the Family Based Care Direct Care Worker 
Employee Collective Agreement 2009. 

Parties Bound 

This agreement applies to Family Based Care Association (Nort.Q.~rri;!'Th~~ion) Inc. 
(ABN 37031249391) 22 Earl Street Launceston 7250 and thq~¢ enjplq.yed as a 

1.3 E~:~:~a~i:: ;:~:e:~rms <~,\:·H.~;:;: / '\,;itF• 

Workplace Relations Act 1996 as ~11'1~~d~\\9r ;:~~~Bed from "Act" 

"Award" 

"CA" 

"Clients" 

"Direct Care Worker" 

"Employee" 

"Employer" 

"FBC" 

"Home Help Assis.t~;~nt•• 

·.:;-, 

"Standard Rates;;'\/2 

?$~~port w~~~~r!! 

<~::~~.~ .•.•..•...•.. (.(.··········-•·;·-i•::,.i.~·;·:·········~·::.:.····· .... : ... ·.·.···.:·;;:·.;·};,;\~. 
"Trai~·~~··. 

"Contract of Training" 

time to time. · · · ·· · 

The Community S~rvices AW~rd,.ap)·~otiph~~··Agreement 
Preserving a Stateif.~ard{!'J~PSA) aq('j;Jqrmerly an Award 
of the Tasmanian Industrial Commission. · 

Collective Agreemer'lt·:W~\p!Jc~~~t§ terms and conditions of 
employment. 

Frail.~ged clients, 'Wi!~ 1~isa~.i1ip·~s. and carers. 

Umb~!l~ term to iMIUde all Home Help, Respite and 
Support•Y'\'prkers, excluding volunteers. 

D.ir~ct •. cai~~Y/(prker 

:;:Faroll~·~~~~'d C~re (North) 

AJ;··~P'l!Jlbyee who provides domestic I social support to 
\9.1iehts•of the Employer, requiring interaction with frail aged 
C..<:!;:r)('j clients with disabilities. Duties exclude personal care. 

H6urly rates as listed in Appendix A 

An Employee who provides support services specifically 
including personal care. Duties may include respite, social 
support, and home help to clients of the Employer. This 
excludes Home Help Assistants and any persons engaged to 
perform services under the Host Family Program. 

An Employee who is a party to a contract of training that 
provides for the Employee to undergo a training program leading 
to a qualification under the Australian Qualifications Framework. 

Agreement or a contract between an Employer and a trainee in 
force under Division 1 of Part 6 of the Vocational Education and 
Training Act 1994. 
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1 .4 Application and intention 

1.5 

Nothing in this Agreement will be deemed or construed to reduce the contingent 
rights to any forms of leave, including personal leave, annual leave, long service 
leave or parental leave, which any Employee may have accrued prior to the 
introduction to the agreement. 

This CA is made under Section 327 of the Act to: 

a) 

b) 

c) 

d) 

e) 

offer an agreement made in good faith aiming at a balan~~~(6t1:~ro~~~lrl~··f~ir 
working conditions with unique and often essential servicE'l(jelivecy.J)eeds: 

provide Employees with the opportunity for work lifet~~~~~·1,;c 
working hours. · · 

provide the Employer with the means Off?ntinlo~J6~to d~lf~E'lr:&mmunity care 
which allows for consideration of client choices. ·· · 

cover all conditions of employment. I!·~K~IIii§~'\l{;~~·tothe exclusion of other 
agreements or awards unless of~E'lrwise h(),ed but will meet legal 
requirements of the Act. .. ·· 

Provide the extra benefit~\•grovided in this Agreement are offered as 
incentives to long term Ernploy(il'E'!l:>· 

,:y•H'i')>•if:;.;,·••; 

~~dus~~s agreef#~~f.1$.:;s~~~li~~td in respect of the industry of community 
secyices il'lv.'hich theppmary functions/industrial pursuits include: 

.·· §~9iR;•~(~•·'·Hract;~:l support with the aim of assisting functioning of the 
indiVj(j.f..!al fatnily or community. 

perso~~~· care for the frail aged and for persons who have an 
intellectual, physical, psychiatric, and or sensory disability in locations 
others than those covered by the disability service providers award and 

nursing homes award. 

iii. provision of respite for clients and carers. 
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1.6 Relationship to organisation policy and workplace change 
This agreement is supported by policies and procedures determined by the 
Employer. 

a) The Employee must comply with all FBC policies and procedures, as 
established and varied from time to time. 

b) Such policies are for the benefit of FBC and do not torn;~ .• part of the 
Employee's contract of employment nor creates any co@tract(J(ll right or 
entitlement in the Employee's favour. q;.C << 

c) These policies and procedures will not reduce Empl~~~~ su~~~l')ti),ie 
entitlements contained in the award. ·•> ·· 

1 7 D"catioo •. (~~'fJ:(),( 
a) This Agreement will become operatiol"l~l onJ~~ sev~l'lt~ day after the date 

specified on the notice from the WorkplaC,~i~~thof:i~X···~dvising that the Agreement 
has passed the no disadvantage test. <.;;•• ;<.s;.. < 

b) The Agreement shall remain in forc~;Jor a~~fi()d ~f three (3) years, unless 
otherwise terminated or ~~ried beforefi~.B~. 9Y the mutual agreement of the 
parties or operation of law:;·<· • ;· 

c) After the Agreement ~.~f.reii~fi~d its nominal expiry date, either party may 
unilaterally terminatetfie·J:I.~f;~erfl!:l~t in accordance with s392 of the Workplace 
Relations Act 1996(!.cAn¥);P~.~.~n Who lodges a declaration to terminate this 
Agreement must lodge Jfie termination documents with the Workplace Authority 
(or equivale11tbo~y). 

1.8 Acce~sto agri%¢+~nt :~~is.(J~;~rting documents 
AU?J.Jccessff,lli'lPPit~rts will be supplied with a copy of this agreement on offer of 
~.rpPloyment. i;~.~rreht.;;Employees will be provided with an individual copy of the 

·<t:IQreemt?nt at lea~ seven days prior to the voting process. 

\·~~~····;~·~pulsory ~overnment Statement on Workplace Agreements will be 
suppji~p prior to any employment under the agreement as required by the 
WorkPI?!';t? Authority. 

Employ~~~ are encouraged to read this agreement in conjunction with the Direct 
Care Worker handbook, relevant policies, and procedures. Employees have 
ongoing access to these documents. 
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2 PART TWO- OPERATIONAL REQUIREMENTS 

2.1 Mutual Understanding 

a) 

b) 

c) 

d) 

e) 

f) 

Employment is predominantly in the private homes of cliedf§ ~~)i,~lff'lGted by 
the Employer, on behalf of the client. Social support actiVI!i~s rriaYi'f~quire 
work within the community, shopping. Limited addition~:~I•MI<:Jrk rrll:iYcl:le 
available in respite and activity centres. · · · 

_,_,_,_,,_,_._,,,,_.,__ ,_, __ ., 

FBC is funded by both State and Commonwealth;;~b~~~~~.~nt''~iia must 
therefore adhere to program guidelines and me~t agditJ~quit~!Tl.ents. This 
requirement combined with the need for complii:ipce wit!;l}~ati911al Legislation 
results in strict policy and procedures th):l~mustii:'Jf'l adher~gt()by DCWs. 

,,,_;,,'_':~·-', -,,_.,_., . .-.-. 

It is understood that clients have th~"~l{}!;l~:to f~Hy~st a change of their 
support staff without explanation, repercussion, qr los§.uf service. 

Working with vulnerable clients withiW!\tpeir ho~~, or community requires a 
high degree of flexibility,~pd close team;1"(Q,!'k between DCWs and office 
based staff. Duty of care t9;81ients and consideration of client preferences 
are of the utmost importance alld critical to service delivery. 

FBC is committed to.~tdVIB;!J,9a,~ig~quality service and has a zero tolerance 
to any behaviour thatplagis aplienfat risk or any breach of confidentiality. 

The Gener~Ji&Mffl:~~t~:: ?L}·d~legated senior Manager, may negotiate 
additional Cflhditiol)~.oh~roployment to enable piloting and introduction of 
ney.'prog~[~s or to fl:l.7~t special individual needs of clients. No variation will 
dirriinisl:l the,t!:)rms ani:fconditions defined in this agreement. 

gf It ist~~'8t~~~{;@~:of all parties to this Agreement to prevent and eliminate 
';C{ di~%iminatioQ.,pased on race, colour, sex, sexual preference, age, physical or 

\ .. , ,!'liental disability, marital status, family responsibilities, pregnancy, religion, 
·.'<<>political opinion, national extraction, or social origin. 

h) <\~Gl~agreement is supported by policies and procedures, determined by the 
Employer from time to time, to meet the changing needs of its industry, 
clients, and government requirements. 
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2.2 Contract of Service 

a) 

b) 

c) 

d) 

e) 

f) 

g) 

Employees are employed on an "as needed basis" with hours of work being 
at times appropriate to the needs of the Employer (based on daily needs of 
client) and are dependent upon client acceptance of individual D<:;W. 

Because of 2.2 (a) all Employees are employed on a casu?l!"Ba=i~\f~,rthe first 
twelve months of employment. · · · · 

_,,>:;.;',(>. ··-:_:_._:;·_,. _____ .. 

The Employer provides Position Descriptions upon ef1lgl~,~~gtit .. and 6igar 
direction of duties through the provision of care plans/t~sks:lil)ts. · 

The Employer requests each DCW to compi~Je (~~ ?Y~il~~}li~y form on 
appointment. Work will be offered within the S!f!fed avf!)labili~y. This forms 
the basis of each individual's master roster. · · · · · 

The Employer will monitor individual a~~il~J:>ilit;i~l'l~all~~~te work with the 
aim of ensuring DCWs have ongoing rqstersbptcannot guarantee hours due 
to variation of client need. ·· · · ,-._.. ' 

It is essential that Emplo.ye.E!s advise fg§'~EiQ~:~;aff of any changes to their 
availability as this may affect~cheduling ofclient bookings . . ,_ 

The Employer requires,,~e.ye~a~ys notice for changes resulting in the need 
to reallocate previp!.Jsly agpked iplient services to another Employee. 
Immediate changes;.yvill 913fapilitated when the Employee is ill or has urgent 
need. · · 

--··---:· ,. 

_.<)}('i-.:-~~--- ·:_-·:\;' _ _-____ .-:• { 
h) The Employer se13~~ tclil;lcc6mmodate the Employee's preferred hours of 

wofK wher,~.possible,:qowever, to meet client service needs the Employer 
rQaY ~e..9uest\me Employee to work additional hours outside of their stated 
.prefei'rt!~.hour$\· 

/"i) · Ef1l~loy~~~;~J'l"'lp~~comply with FBC procedures when cancelling previously 
~p¢epted shifts. Where practicable, this should occur before the 

.;":Ctcbmmencement of the Employee's working day. 
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2.3 Probation 

a) New Employees are required to undertake a probationary period of six 
months upon commencement of employment. Employment during this 
period is casual. 

b) The purpose of the probationary period is to enable the Employee and the 
Employer to consider their suitability and capability of working together. 

c) Where a probationary Employee has worked insufficient how's tat;r~sonable 
feedback and assessment, an extended probationaryperi;O'd"'t;rlay be 
negotiated. For the purpose of this clause less than 200 hou~ls dee[!li:Jd ?S 
insufficient for an assessment. " "c c 

,_.,-c.-- --.. o·. 

d) An Employee may request an earlier probation <l.~g~~~t;rlfi:Jnt ~we the 
Employee has averaged over 15 hours per week for($iX orcmore consecutive 

2.4 Confi::::~i~ds. ': , ,\;; '( c;i;~;c•'') 
a) Employees will not, without prior autp;tffy;pfihei;.tmployer, convey any 

information to any person regardin~ dientS\c!~,rtellectual property or any 
information about the affairs of the Employer uni"I?,$S it is done in the course of 
properly performing dutili:JS and the pef$on receiving the information is an 
authorised person. 

b) 

c) 

These obligations shall ~RPI;BI.I~Jpg the time of the Employee's employment 
with the Association and aftli:Jr lea'.'ing the Association's employment. 

_:'_~,_~-' -,_~'~' __ ,-,·.,-,:_<_:t::-\:--_ ''i(_i:< :,. 

Employees must ta~~ alj;re~s9f'l?ble steps to protect confidential information 
from disclos~rrt)>~H ur)~~t~0~lsed persons. This includes: 

i. Cliert;tper~on~l,"petailswhich become known to the Employee during 
theiremployment ._._,________ -,, 

" ii. Oj$qlo~lhgpersonal details about another Employee to clients 

iii. lnfd~<J_tid~'telating directly or indirectly to the business and operations 
of the Employer 

d)\ c!\iothing in this Agreement shall be taken as in any way prohibiting or 
'J''f~~tricting disclosure of details of this Agreement or matters relating thereto 

byfi:).ither party to any other person. 

e) Breach of confidentiality is listed as dismissible- see clause 8b. 
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2.5 Other Responsibilities 

It is recognised that both Employer and Employee has responsibilities in relation to 
the employment contract. 

The Employer agrees to: . ..· .. ··. . 

a) Take all reasonable steps and precautions to provide a,;;~jf;·i~~!:l.••jecure 
workplace for the Employee and to adhere to workplace t'lea!tn a~d·~ft?ty 
legislation. See also 2.6 

... -.·_',)(---' "- )~)';..:.-':-__ · -- ''...,,., 

b) Protect the Employee's right to privacy under th<:J F~der<JiliPrl~I:IPY Act. No 

personal, medical, or financial details etthe ~~Rioyeei~~ITtthe Association 

may have gathered, will be revealed to anyone bytile Employer, except with 

the express permission of the Employe~. 8r\.Vher~ the Employer is under a 

legal requirement to do so. e.g. Centf~link requests for information. 

c) 

d) 

e) 

Provide Position 

responsibilities. 
'':0:,-·_'c'-',·:c.__ ·-,\ 

Provide sufficient trrjlli~i;fdgl,e,a~IYoutline Employer expectations and work 

standards (see Clause$•2.7 a.nd 6) 
.,_---_, ' 

Provide fe<:J~6~·~~~b!i•pe~61-ffi~nce through probation and annual reviews. 

f) •$~·~PIYiJ1~i~dq<')l cli;~f6are plans/task lists 

.. g) :;Proyid:{J.t~i•~~~rtunity for DCW to give feedback individually through 

<ln611ymous···~arveys, Self Assessment and Organisational Feedback forms 

·o:~:i~rovided as part of Probation and Annual review procedures. (includes terms 

~#~ponditions ratings) 
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The Employee agrees to: 

a) Perform all duties and responsibilities in a professional manner adhering to 

FBC policy and procedures at all time and to retain copies of policy, 

procedures and other guidelines supplied by the Employer. 

b) Perform tasks listed on care plans/task lists to the best of their abilities and in 

accordance with training. 
,.;_::>'_:- /(-_:-.-;-:_. 

c) Abstain from making public statements about the Employ~fi()(tli~Ats;as per 

FBC policy which limits public statements to Senior Manageffi'~hlpnly. ·. 
_-;x.'-''L/(_:-_,-. _ .,_,_:) 

d) Comply strictly with cash handling procedures con¢~f~iri~}~he hal"\dling of 

funds on behalf of a client, and only where d~h .l'i~hdii&g has been 

authorised, following guidelines on receipt /off!?r(Bfgifts ffdmc;ll~nts. 

e) 

f) 

Abide by the Employer's guidelines in:~~uri~d~t~~tnei;~~i;family nor other 

household members or friends help tp@'h, td P~rforri-\'iheir paid duties for the 

Employer or attend the property of cli~ij~s of th~'l;21)1ployer. 

Declare known interes{l:;r,relations~i~~Witii' 0'a client prior to accepting 

bookings to attend that ~li'eQt as a paid Employee and to declare any 

involvement with the .f;mplgyef'~:t:lient that transcends Employer/Employee 

relationship. 
c.'>~-- ~ 

g) Not sign dOC!Jil'l~nts tha{relateto private client business including witnessing 

will~.· proyJ£!1lg ~, p,~S~Bfi~ftestimonial or any other business document 
without th~'l'))(;press consent of the Employer. 

_:._-y:·,- ::<_,-. .-.. ·-,-L<': . .c__ 

g) ' lnform''th~; E~·~lbyer of any items removed from the workplace by the 

Em~loyee'>ioorder to carry out their work- so that the Employer may record 

~tid keep track of Family Based Care or client property to avoid any 

i) 

'i.~i~:;understanding. e.g. wheelchair. 

~=fS;n FBC property including Identification badge, Operations Manual and 

where applicable Salary Packaging card as covered in other parts of this 

agreement upon resignation. 

j) Attend and participate in probation and annual reviews. 
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2.6 Health and Safety in the workplace 

The Employer agrees to: 

a) Comply with State and Commonwealth Occupational Health 

and any relevant industry codes of practice. 

b) Promote safe work practices through policy, procedures, tt\iiJ'lir1g 

practice. 
.-.,--_-_,-._,_ 

Allow and encourage representation on an Occupatib~ai~A~~It~ and Safety c) 

d) 

e) 

f) 

committee. 
<.J.·· .. .-'.•.· .... •.·· ...•. · .. · .. ·.·.·.··.·.·.... <.::):;:.-;.~.·.·.·.··.-'.·.· ..•• ·.· .. ·•· .•. ·.· .•. ·.. ':; 

Provide clear processes on accident andjrlqiderlft~porting 
_c"\\::·.-: .. -·-."_,;,c,\;o---t-- ·,, __ ::_"·,<, 

Supply disposable gloves, aprons, ana·:booti~~;ti)peworn as part of infection 
•.· .. · •.. •··.· .. •·.·.·.·.•.·• ..• •.··.. ..·.·.• ••. •. 

control guidelines, as ne~g~d for work purnq~~$· 
._,- .. , ··--

Support the rights of an ~~~lqy~e who re~:rts unsafe working conditions in 

client homes including•fl'l~;t;igl1tflbftq work in a smoking environment. 
._ .. _-: .. ':" -. 

g) Monitor and. gr,~~id~ re~in~~~? when an Employee has not completed 

manual hanqlingr~fresh~rwithin a two year period. 
'.oc;·: .,,,; 

h) prb~qt~ ~~~Qr:tuniti~~~t6 attend manual handling refresher training. 
_._,,;<~·-'·" .,~--.-:-r~:;.-.-.. __ '\'}_{;;,,_ 

?iJ .· Proyid~·b~pq~J.h\ty for flu injection in the workplace once a year 
_.r:·\'\<'·'. \·,\:,>_'': 

j}> ·•Pfbvide masks in situations where it is deemed necessary to the health of 

~li!:lnt and I or worker. 

k) Provide access to OH&S officer to discuss OH&S related concerns. 
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The Employee agrees to: 

a) 

b) 

c) 

d) 

e) 

f) 

g) 

h) 

i) 

Comply with policies and decisions made by the Employer to promote and 
maintain a safe workplace required by relevant Occupational Health and 
Safety legislation. This includes any further requirements specific to the 
Employer's industry and workplace even if not specified in the legislation. 

To complete and submit accident/incident forms in accprdance with 
procedure. 

Wear appropriate footwear when required and use ~~~r§B';i'~t~!'§§lfety 
equipment as required by the Employer. · ·· · ·.. · 

Advise the Employer if a medical condition (eitherze*l~!ipg
1

~'t;;;.past) or 
medication may affect or limit their ability to carry,out qo'Wi:ll job tasks, 
particularly where failure to do so may put the c;lientor,.l:mplqyli)e at risk of 
injury or aggravation of prior condition. 

,·_---_;;>~·:. - <·,--;,::,':>~:::- ,, - ·,,\,;::;::·:::':_·;~;~-)> 

Not to smoke neither in the company ofcli~Qtshoron th~ premises of clients 
e.g. on shopping trips. · · 

·.• .. ·.·.'.'.'' <·",' .. •.· .... ·· .. ·.~.·.·.·.... -,,\ 

To ensure combined working hoqrs where ~pe Employee has other 
employment is reasonabl~. and does hPt.affectfheir ability to carry out their 
duties in a safe and respOJ"l!)ible manner.< .· .. 

<: 

To give notice as soon as ii;practicable of any injury that may result in a 
worker's compensatioQ;.clt'lim. 

Note any hazards Cl#~inQ;.:#;5~JI"l:clients home, the equipment used or the 
work procedures and eit\ier sqlving the problem on site or reporting it to the 
coordinator · · 

PC~rticipatEj.jho~~~'~!>S~~~~ents as required. 
''--"- \~-:-''if;,·,._ -"·.-.. _ 

j) 'Particl~~~!:l ihi\(t"l")§lnual·. handling refresher training at least once every two 
years. 

<\\'t;· Jji~'Empl~~gg agrees to attend a medical assessment where concern has 
' £x.~been raised about health or ability of the Employee to work in a safe manner 

''•<YK!.thout risk to self or client. Where directed by the Employer this will be at the 
Et1;1~loyers cost and with Employer's chosen service provider. The purpose 
ofsuch a medical shall be to ensure the Employee is able to perfonm their 
duties in a safe and proper manner. Testing may include a drug screening 
test. Due to the nature of the work in the private home of vulnerable clients, 
the Employer has a zero tolerance to positive results to illegal substances. 
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2.7 Work outside of Employment 

i. An Employee may take external work without the approval of the Employer 
providing that 

i. work performance including ability to meet Duty of Care obligations is 
not affected 

ii. no conflict of interest occurs 

iii. the Employer's objectives are not disadvantaged 

iv. external work does not result in short notice c:c:~n~llatic>li~.·of shifts 
previously rostered with FBC. 

i'· ,;cc "<i : ..... 
ii. Where it is deemed the Employee is wq~ing 'tl~tt:lasonrlbl~t\durs as a result 

of having external employment the Hd!J;l~n Re~gurce Manager or other 
senior Manager may limit the number g{ihour:§,qffered,to the Employee. 

2.8 Workplace Change 

a) 

b) 

.r;,:_'-:-:-_.- ... ,<.-·i·_:·'~.::-\~,/;\--;--_,((:\;~r--~::.- --

The Employer and the E~'Sti:>yee agree t~~~ there will be changes to work 
and work practices ap?:~verH~tJe. business of the Association itself. The 
Employer and Empl()yee ~~ree lt\l:l~. changes will take place as part of the 
development of therbusiryessggf the Association which has a flexible and 
productive workplace: · · · 

The Employ7F;~§tt3~~ t~J.)t"Q~de the Employee with the relevant information 
wh~{e wqr~·practice.pranges take place, and the Employee agrees to be 
Qexibl7.arid{gaccept any changes to their work position or work methods 

iwithirf:ttJ& As§pc:;iation as may be required in the best interests of the 
AssociatklQ,·,Thi§does not affect the conditions of employment as outlined in 
thi§'i:lgreeihept. 
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3 PART THREE ·TRAINING AND SUPPORT 

The Employer and Employee agree that training of Employees is important for the 
development of service delivery. 

3.1 The Employer agrees to provide: 

a) 

b) 

c) 

d) 

e) 

f) 

g) 

.(:-\i.'c'-'-, ··:::·:;-_'.:<·:::._ 

Induction training -1 day of training supplemented by posiilb~G~~i~gW~ipiJ1{l 
and mentoring as required for a period of 3 months. .· · · · · 

probationary supervision including fortnightly review o.fhol.JI'§ 
>:.·: ; 

opportunities for eligible staff to undertake TrainE)eships .. ·· 
;,- _, __ --:- - _.:<'~- ' 

a copy of the DCW Operations Manual, cont~iping gJi~~)inel> (Handbook), 
copy of code of Conduct and relevant policy( procequres to support training. 

::>i\_'.::- ,'~ -_)i:'--:"_-_:_ --- ---. -·, 

supervisory direction and support thr()ugh th~,availability of Coordinators, 
Human Resource Staff, and On Call fpr after hp~rs advice. Supplementary 
direction and training thrp~gh a monthly.E:,mplqyee newsletter that highlights 
policy, procedure, and trail1il'lg news. · · 

feedback through daily supervi~ipn and review on an Annual basis. Annual 
reviews aim at the mutt~al{liyingand receiving of relevant feedback. 

Payment at standa(dhpci;~;;!pr :ttendance at compulsory training that is 
delivered withinordinaryhour~ Le. where an Employee has been directed to 
attend. · 

3.2 The Employee~~;ee~;J:pa~icipate in training which includes: 
__ .;/.':'>"',-' ·-·- :.:~~;:~·).·;·<- -: ---<)_;_/::.;::- ''-'. 

a) Readin~··~rlqr;;~ifling supplied policy, procedure, and training newsletter . 
. .:-::·:-.-<.:: :.''.:<,:/' ·,:(/_,,, 

<Q) A~ending an~l.Jal performance review interview as a condition of employment 
but shall be entitled to a payment of one hour at ordinary rate. 

c) Miilintaining a record of any training attended at annual reviews 

d) Maintaining professional qualifications as per position description 
requirements and guidelines. 

e) Attendance at compulsory training specific to changing guidelines or specific 
client need where delivered within ordinary hours and paid at the standard 
rate. 
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Family Based Care (North) Inc. 
Direct Care Worker Employee Collective Agreement 

3.3 Traineeship 

i. 

ii. 

iii. 

iv. 

v. 

vi. 

3.4 

An Employee undertaking a recognised National Traineeship under this agreement 
will be paid the appropriate rate of pay specified in Clause 3.2 Wages, Level 2 
Traineeship. 

Trainees shall attend the approved on and off-the-job training,,§i;~~~[~r,program as 
prescribed in the contract of training. "c" " 

,:(v-~--<~ir.i::- -.,_._~\(:;:,'h- _,._.-_ 

The Employer shall provide a level of supervision in accprd~h9~p ;;~~~fl'!l'l a~~roved 
training plan during the traineeship period. " c 

,·.; __ .,__ \·<· ,(/~:::----- '_(:;: . .-_ 

A trainee shall be engaged for the period\!'ll> c sp~~~;:d by\tne·:C~ntract of training, 
provided that such trainee shall be subjectApa satil)factory probation period as 
detailed in this agreement. c 

,::-:"{:/ ·:_--;:::?:.- ·-. 

i,_.'·_·.::_-_:___ \~ 

Where the employment of a tf!'li.nee by an EO)J:li?Y,~f!JS c continued after the completion 
of the traineeship, the period 9fJhe traineeship'•shall be counted as service for the 
purposes of the agreement and long service leave entitlements. 

Separate from w?~·g~r!t~~,',~H ~ther conditions of employment for trainees 
are the same as contained irrthis agreement. 

_;·;:\_;:?'/------ "'.,-,::,,;(:~>---· 

Support:and cbbnselling 

E;?"l~ISyees'';~~Yl'l ~~~c'gpportunity to debrief with client coordinators about client 
,,.$ltuatio~,ror altetQ!'ltively to discuss any issues of employment or concern with the 
''l::rnPic?y~rs Human:Resource Staff. 

;~~i'.~~ployer may direct an Employee to attend counselling/mediation where 
there''\!!~), evidence of identified issues affecting work performance and/or 
attendance. 
Details of available counselling are listed in the DCW Handbook within the DCW 
Operations Manual and available from Human Resource staff. 
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4 PART FOUR- HOURS AND PAYMENT 

4.1 Hours of work 

a) Home Help: is rostered on a Monday to Friday basis only with ordinary hours 
of work being between 8.00 a.m. and 5.00 p.m. Out of ordinary hours is not 
required. 

/(::.-_. .-,',>::~:~{y·~:· 

b) Support work is rostered on a Monday to Sunday basis td~~~t2~1i~htpeed. 
By mutual agreement, ordinary hours of work are between 8iOQ.~.m. aq(:l::.~o 
p.m. but work outside of these hours may be negotiate9, 'k\'h.~re al);j::mployee 
has stated preferred availability, with no additional peq~lty. > · · · 

4.2 Wages 
'-:-;~-::,~\:.<:.:-._.__ ··-:.:<_;'_-k\; ', 

a) The Standard payment for Ordina!J''·h~ePsfi~ ~~~~jled in the table below. 
Rates based on Community Ser\ii9es Awar9" Tasmania (NAPSA). * 
denotes above Grade in lie!.l of pclsslble out of ordinary hours 
work. Refer 3.2b 

CSA level 2b Grade 
1 

level 2b Grade 
22.04 

Family Based Care (North) 
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Family Based Care (North) Inc. 
Direct Care Worker Employee Collective Agreement 

b) Weekend hours 

a) An Employee working on a Saturday will be paid at the ordinary 

rate of Pay. The ordinary rate of pay is an above award payment 

for the appropriate level/grade and is paid at a higher grade in 

lieu of some out of ordinary hours work. No Employee will be 

expected to work more than one Saturday in eac~.·;·twO>'fY.~Ck 
period or more than 4 hours on any Saturday. Work is aUoc~ted 
according to availability. 

, .. ,,- _, ., 

b) Payment for work performed on a Sunday shallb~~bfl:le rat~l')f 
double time. . ... .. v • <>. 

/-:_'_:_.·,· .: 
_.-. __ ·,--._ \:-:-::.-,:-----.-- _-:i-

c) Public Holidays Payment for work p~rformedon a HolidaY with Pay 

d) 

shall be at the rate of double time anqach~lfforl6E!following Public 

Holiday. Australia Day, RecreatiomDay,aAdur l~bour Day, Good 

Friday, Easter Monday; . Anzac Da1, 9J.JeE'ln~ Birthday, Christmas 

Day, Boxing Day, New v.Wa~Day, Laun~~~f~n Show Day. 
,,-,:-:: _ 

_ (_,/:;~::·;-:~\~':,\;~<~~f)::--;._--.--.- ''<i.-\;~:_-t-. 

Wage Increases •th¢i~~~~oyer will abide by annual pay rate 

decisions rf'la·i:J~~y.th~•AIJstralian Fair Pay Commission or equivalent 

b(jdy. r6e. amo~iit·()f such increases shall be the same as the 
. <-c "' .. J-.':-':. ··;• 

releS~ht p~rri¢ntage or flat rate amount increase applicable. The 

il1')ple~~hti:ltiohdate will be from the first pay period on or after the 

<~@~rative d~i~ of the increase. 

e) Commencement Wage It is the intention of the Employer to 

commence all current DCW who choose to move from the award and 

those requesting to cancel AWAs to move to the collective on the 

highest level of their category. 
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4.3 Employment Classifications 

a) Casual Employees 

Casual Employees are employed on an "as needs" basis and shall be paid 
a minimum loading of 20 per cent in lieu of leave entitlements iru;:luding 
annual and personal leave as per the current CSA. ,<, ,,, 

Employees will be classed as casual staff under t~~·)tdH~~ftig 
circu7.sta~:~~~ the first twelve months of employment. ;ci'c,. ... </ 

ii. Employees working irregular hours/seasqn~l ~l Cfu~stmas 
holiday relief, School holiday program ~~neral f7lief, jnaternity 
relief, and who do not have permanent clie!ltbookings.,/ 

'-"''''- -. 

iii. Where ongoing employment is u9Uk~ly~ e.~: ~ • .[)CW employed to 
provide service to specific client'and wpfl< willccease when client 
leaves the service. ------ ' 

iv. Employees, who hay7 limited av~il~!>i\iW<ikless than 10 hours per 
week e.g. due to subst,~9tial employment elsewhere or remaining 
with one or two clients du~9g transition to retirement may request 
to be classified pe@canent~sual. 

.----.-

b) Permanent part tiiT\~statUsi, 
i. 

ii. 

. · 

liL 

iv. ·. 

A casu~lgf9ploy~ en~~ged on a regular, continuous basis will be 
moved·to Pefmanentpart time status on completion of twelve 
montl'ranniversf!ry. 

O>,\li9g.tdJO..r nat~re of the industry this is on an "as needs basis" 
and(~9ere ·i~ no guarantee of hours in any week but there is an 

.·. expect<!tipn of ongoing work . 

Employees who are classified as permanent part time workers will 
be paid a standard rate and will be entitled to all leave entitlements 
specified in this agreement. This includes 17Y.% leave loading. 

Where there is agreement between the Employee and the 
Employer, an Employee classified as a casual Employee may be 
reclassified as a permanent part time Employee, irrespective of 
the number of hours worked each week provided the Employee 
has successfully completed a six month probation period. 
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4.4 Allowance Rates 

a) 

b) 

c) 

d) 

e) 

Annual Review- Employees are entitled to claim one hour at ordinary rate 
on attendance of an annual review performance meeting. 

Compulsory Training - When an Employee is directed by thEtEmployer 
to attend compulsory training to meet changing reqpi.refi17J]tS the 
Employee will be paid at the standard rate and training COf1c;IUqtl;ld in 
ordinary hours. · · ·· 

;:\'-,-_,·,-,, ·-\;, _ _-_-_,_· __ ._ .. 

Induction training - An allowance of $50.00 may 9~ fl;i;,.i~~.by t'hf 
Employee on the first client engagement. Post inductionTralning is;paid at 

·::::::•Rote !{ f r{J: 
i. An Employee may be offered a~~~egci~care shift with low to 

medium care clients e.g. assisting '{ilitptravelard respite situations. 
This may include a sleepover. Jhis is'Ul)\.Jally<testricted to no more 
than two low to medium care l()lients oryql)e high care client per 

worker for sleepovers. •. \•r: ... ·< ;: 
ii. The Extended care ·~te is $385.00 for a 24 hour period with the 

possibility of added ordir)§ry hours where period exceeds 24 hours. 
This includes paidsllil.ep and rest break periods. 

Inactive Sleepover i'"' ' . 
EMPLOYEES who in'fhe,,;86u;~~of their employment accept an inactive 
sleepover shi~~Pi'ln blilpi'licj/$70.00 for a maximum of 8 hours. Where 
there are rqactiVIil:ppurs<attached to the 8 hour shift and the Employee is 
reqyired tq·~ssist cli~J]t in the preparation for sleep and early morning 

,rputin~.~:m adgitional hour at the ordinary rate will be paid. 

W~er~th~i~mployee's sleep is interrupted three or more times, or for 
.. . .a total_p~riod of 2 or more hours, during the shift they will record 

{•\;,;';) ···~~~~::~~;!~~fo: ~~e p~~p~~=~ t:a~c~:d~l~~ ~:~a:~v!c~~~ 

i. 

'[j, ;:.,Guidelines about what constitutes a disturbance will be provided to 
·· Employees. 

iii. Employees undertaking a sleepover will not be required to attend 
more than two low to medium care clients or one medium to high 
care client. 

iv. The Employer guarantees a clean and safe sleeping environment 
for Employees rostered in respite facilities. 
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f) Kilometre allowance 

i. Employees are entitled to claim 60 cents per kilometre where 

kilometres are incurred for work purposes. This includes; 

• All kilometres in excess of 15 kilometres travelling from the 

Employee's home address to the first client of the day . 

• 

• 

• 

Kilometres travelled between clients for t6k ~cl~~.se of 

employment ·~/7 'c:: .. 
All kilometres in excess of 15 kilometres wh~I)Jf:~:ili~Qfro~;fR~ 
last client of the day to their home 

,':.'_._::_ __.-:.,,--'_.-- -. .-_. 

Approved and negotiated transport gf.client~Jr\ th~•Employee's 

own vehicle 
'" ---:-- '''':~;-/·!_:_._. -. 

ii. Employees must only claim for work related travel as per supplied 

guidelines i.e. deduct kilometres '$pent in ~~\late travel from daily total. 

iii. 

iv. 

_.,·,:.-~, ·---- \/·~<:':;·:::;~:>:,:·.-·:-'>(' 
Employees will rec~iVI;l•payment with their fortnightly pay but only on 

receipt of a current<;laim'fbrm. 

The Employer·~~~~:~;;fdf•p:~~6nal preferences that may account for 

some vjri.C!~8~ in ~~R~$~~~ ~easurement e.g. avoiding highway during 

peak hour, preferred travel routes and after work obligations. 
-;,-,,· ,-,'_,___ '\~''' 

v. W'hl:lr~~here is d~ubt about the validity of a claim the Employer may 

ch~d'lb;•kilometres and where a variance is found discuss with the 

· iv ... ,ci 'Emplo~~e. 

''(\~L . Where it is found that an Employee has made excessive false claims 

disciplinary action including dismissal where fraud has been identified 

may result. 
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i. Short notice cancellation 

Short notice cancellations are beyond the control of the Employer who 

relies on clients to advise FBC when they do not require care. A short 

notice cancellation of one hour standard pay will be paid when an 

Employee's engagement is cancelled without receiving at le1:1st three (3) 

hours notice of the cancellation. This includes notificatio6'byttt~'~ffice or 

attending the client's address to find the client not in atterl~a!'lb~.' 
;',y,'_---'~i}/,:,;,._ 

i. Payment is not made where an Employ£lE)/,mfu~~~; an 

alternative booking for a time scheduled asi~vaiJ~b~pn th~ 
same day. 

,--·---' ·-<-, -,}:>:': -:;::.;::~'>--- --. ,." 

ii. Payment is not paid where t~~rf3,is~Vi~ence ~~~fthe office 

left a message earlier than,.th~'3''fi()ur 6~Qcellation period. 

Employees are responsible/for checking message banks. 

The Employer wl.Ucrecord time'~n(j(jet~ils of messages left. 

iii. In addition to th~'<\,Short notice cancellation the usual 
::-;:::}\'·_:':'·<\,:- ' \~: 

kilometre rate appliE)S Wh£lre an Employee has travelled to 

the client·sihomE!b~t"the client is not home or declines care. 
_::·_-,-_ _:,-._:-: J 

iv. A ,fiiGh~'rpi:ly~eiltMmade for shifts over four hours: 
_,~\\;\)_::--::_ '\ __ _. 

Fourto ~~~hthours:payment of 2 hours 

;~~~xt~~h hours - payment of 4 hours 

Ab1:>Ve sixteen hours - payment of 6 hours. 
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4.5 Conditions 

a) Breaks: An Employee shall not be required to work more than 5 hours 
continuously without a minimum meal interval of 30 minutes. By 
mutual agreement, alternative arrangements may apply. S~ctl .m~al 
interval shall not be counted as time worked and the Empl()yeef;.hall 
be free of all duty during such interval. 

b) 

c) 

i. For the purpose of this clause where there is mutual cd~i~m •• and 
coordinator approval, the break may be spent IJVimr~ .. low s~re 
client e.g. lunch/social activity/inactive sleepovef;Sf Brl:l,aks spl:lnt 
with a client are covered in paid work hours. .· · 

ii. Employees are encouraged to ta,Ke a minimum (>ttet'l.'·minutes 
break after three hours of continuous.clientservice. · 

•_o_.-o:_ .,-_-. 

Days off: DCWs define availability to m~~rll{?lo;~~iapd therefore can 
advise of days where they are not :?Vailable !pr work on a regular 
basis. Employees must have a minirl11.l.Q} two d.~YS off per month and 
are encouraged to have a, minimum of tW9\8.?¥l'lcoff per fortnight where 
hours exceed 30 hours P~[. fortnight. ·.The Employer understands 
where daily hours are low eg;tc2 per day; an Employee may feel it is 
unnecessary to have awf?E!klydl:.lyoff. 

Daily Maximum ho.ir~; ''@~i!'l?~:~burs of work must not exceed 8.5 
hours per working daY 1JVithouif1v1anager approval, with the exception of 
approved slel;)ppyers aq(:! extl;)nded respite. 

d) Fo~nigh!l¥ii;h,~~ih,l.lm'~g~;~: The Employer recommends that 
~mplo¥ees .yy;prk no more than 72 hours in any fortnight on a 

·<regulat!(•Rasisc;Rut may approve increases in hours where 
extendel:lrespiteJ:lnd/or sleepovers are included in the roster. 

\;~) ~~~tering•i.~t~grity: FBC aims for a fair and equitable rostering 
"':\!system. A range of variables including DCW availability, skill, 

· :~1gd preferences in addition to client feedback and needs 
l'nE!?ns that this is complex. The Employer will not enter into 
discussion on individual rostering decisions. 
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f) Sleepovers 

i. Disclosure: When accepting a sleepover booking the 
Employee must ensure that, they disclose any existing 
bookings (including other employment) that will prevent 
them from meeting guidelines. A senior manager may 
approve an exception depending on the circumstances. 

ii. Inactive sleepover restrictions: The Employee reqyires 
the Employee to have a two hour break prior to: i3nd ./ 
immediately following an inactive sleepover. This 'dQ~S ·. · 
not preclude a worker from continuing with care for.{lh~ 
engaged sleepover client but does mean that the J11il"lil't'lunl 
2 hour break must be taken immediately fofiOV'{iqg 
completion of that work. · · 

iii. Active sleepover restrictions The EJ11~f6y~r rk!Guire~ 
that an 8 hour break must follow an a:9tive shift; )Tilis 
applies to inactive shifts that becorn~ acti\1~. This does 
not preclude a worker from continuing) V'{ith q~re for the 
engaged sleepover client but do~s meantp~ttheminimum 
8 hour break must be taken . immedi<:~tely following 
completion of that Y"ork. It is f~C<Jillf11ended that the 
Employee takes the reguired break from all employment 
including employmentincluding work external to FBC. 

4.6 Method of payment 

a) DCW are pai9on .a fort!'lightly'basis with pay periods ending on 
a Sunday. · 

b) W<lge~ wi11i6~. pro~:~§t:!d and paid into an Employee nominated 
//bank a.pgpunt:J:)yFriday following the end of a pay period with 
· · the excepJign of!ate time sheets or electronic failure which may 

,io· caL!~ a del~y. 

,, ;b) Pk~ slips gi~ing details of earnings and deductions will be 
· i:;;sued with each pay. 

d) f'h~..Employer agrees to provide Employees with a list of pay 
periods, at the beginning of each Calendar year. 

e) Employees agree to submit time sheets to the office no later 
than midday Tuesday following the end of a pay period to allow 
sufficient time for processing. 
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f) 

g) 

h) 

i) 

j) 

k) 

Family Based Care (North) Inc. 
Direct Care Worker Employee Collective Agreement 

Due to the nature of the work being determined daily by client 
need varying from minimum showering assistance to extended 
respite, Employees shall receive at least one hours work, or be 
paid one hours pay in lieu, on each separate period of 
engagement. 

In the event of difficulty in processing pays, e.g. electronic. 
failure payment will be made as soon as possible. 

Where an Employee submits a late time sheet within a we~ki~j 
the due date the Employer will advise on changed banking.( 
date. · · 

... _~\-'·>-'. --.-)_\~_ 

The Employer will abide by Annual pay rate deci~io~~m§g~ oy 
the Australian Fair Pay Commission and any ircrease{Will be 
"flowed on" to Employees through percemtagiog to incree.se t.t\e 
hourly rates. · · 

Payment for kilometres will only be r'hadel.vvperecDCW has 
submitted Kilometre claim form tog~ther with,f?rtnightly time 
sheet at the end of the pay period. B9ck claims may not be 
paid. · · 

In the situation of a paymerjt 13rror where the Employer has 
incorrectly paid wage~ t() an Employee which exceeds their 
entitlements, the Employe~''#iJI notifythe Employee and provide 
details of the overpayme11t. lnctp,is situation the Employee shall 
be required todirectly.repaythe amount of overpayment, or 
complete an .. autryprisatic.:>?J8ideduct the required amount from 
tutyre wa.{l~S, proyi8ing 1he overpayment is repaid to the 
Employer ''#ithin two/. weeks of the Employee receiving 
notificati?n, unless agreed otherwise between Employee and 
Employer, 

. ., 

Ef!Jjjloyeesshould advise the pay office promptly if they believe 
.Jheir pay is incorrect. If not satisfied with the explanation the 
J::mployee should contact the Human Resources Staff who will 
fyJ'ther investigate. If not satisfied with the result the Employee 
shoUld enter into the Grievance process. 
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5 PART FIVE- LEAVE AND OTHER ENTITLEMENTS 
*This section is not applicable to casuals in receipt of loading in lieu of 
entitlements to paid leave. 

5.1 Annual Leave 

(a) Entitlement 

(b) 

i. Full time and part time Employees in this part shalt b~ 
entitled to 4 weeks paid annual leave per twelv$ (13} 
months continuous service. This shall mean a maximUXJ1/~f 
152 hours for a full-time Employee after 12 montl'l~ 
continuous service and a pro rata equivalent forpl:lrt-time, 
Employees. · · 

ii. Annual leave is cumulative and will accrul:l oh a prd ~~ta 
basis each four (4) week period throughoutthe year: · 

iii. A period of annual leave does riqtbreal£ an Employee's 
continuity of service. 

iv. Employees will not be able to Claim sick leave during a 
period of annual leave. 

v. Accrued leave entitlement is 
slips. 

.---- ·-: 

'-::-/~-:.... ·:: 

reC:O:rg~d oil fortnightly pay 

Payment for leave < 1 • ·. 

i. Annual leave ~halt~ddr!-j8, at the rate of 0.077 hours 
ordinary pay fore~9h ho,urworked up to a maximum of 152 
hours eapl'1'1,2 montl'l p~riod. 

ii. Whet~\;n E~~IO:y;~;~ rate of pay increases during a period 
()t;annu~J.Ieave, hO adjustment to the annual leave payment 
iScq~.feSSi=!ry upon the Employee's retum to work after the 
leave; ·. 

The teri'li 'ordinary hourly rate of pay' means a rate of pay 
for a period worked that does not include incentive-based 
payments and bonuses, loadings, monetary allowances, 

rate or any other similar separately identifiable 
entitlements. 

iv. A leave loading of 17)12% of the ordinary hourly wage rate is 
payable for the period of leave taken. 
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(c) Time of taking leave 

i. Annual leave to be taken at a mutually agreed time or 
times, subject to the operational requirements of the 
workplace. Provided that the Employer may fix the time for 
taking leave where agreement cannot be reached. 

ii. The Employee must give the Employer two (2) w~e~l:> 
written notice of intention to take annual leave wiltLthe 
exception of urgent leave requests which will be apprp~~q · 
where service delivery will not be affected. An Emplgx~e 
must make application for leave and only on receipt {)f 
approval should take time off. · ·· 

iii. The Employer will not unreasonably refuse to .~hthoris&;:~n 
Employee to take an amount of annualleavgthat is.prediteq 
to the Employee, or revoke an authoris~tion en~at>Hng/an 
Employee to take annual leave during a particular periqd. 

(d) Extensive accumulated annual leave 

(e) 

The Employer encourages Employees to·ti:Jke fo~r weeks annual 
leave each year. The Employ(:lrjs able to dirept,;:Jn.'Employee to take 
up to a quarter of their annual·lf:!i:JVe entitlement if the Employee has 
an annual leave credit greater than eight (8) weeks. 

·:':'.·><--.. --·-,_::,_::''/.-:->- . 

Payment of leave on terfuination of~.grvice 

i. An Emplgy~:~e is :~~title<:!. to payment for untaken annual 
leave gntell'l:lipatiOQ()fservice. The 17Y.% leave loading is 
not payable upon termination . 

. ii. V'l(qe;~eimer party terminates the employment, the untaken 
anfl~i:JIIeayg is paid at the Employee's basic periodic rate of 

atthe time of termination. 
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(f) Cashing out annual leave 

The Employer encourages work/life balance and therefore allows 
cashing out of annual leave only where it is in excess of two weeks 
accrued leave. 

i. 

ii. 

iii. 

iv. 

v. 

This Agreement entitles an Employee to cash out ~pn4~1 
leave at their written request where accrued leav~ is jR , 
excess of two weeks. During each 12 month peljqci an 
Employee is entitled to cash out an amount of annual;IE!~ye 
credited to the Employee that is equal to more than 1/26pf 
the nominal hours worked by the Employee. ·· 

;' _ _._._,·:.-· :-' 

Leave cannot be cashed out in advance ofitpei~g cl'~tit~d.C 
. (',,---: ,.:.' 

Payment for cashed-out leave mustpe at~ffte nd!essthan 
the Employee's ordinary hourly rf~E!;pfpay,.~.tthe time the 
election is made and must be(~iven .'vlfithin '8 reasonable 
period. Payment will not includeileave loatling. 

'':-:"~'/-,._ ~'.,':'-> 

An Employee electi()n to cash-dcii'~ppJal leave must be 
made in writing. Tf'IE! Employer Will only refuse an 
Employee's request to ca~hout leave on reasonable grounds 
or where accruetl)el\lve wilLfaU below ten working days. -------- -·_,, ___ _,-, ·. 

Nothing in this;gl~us~~dfin;hi~ Agreement shall be taken in 
any way a~.for'Cingan ~mployee to forgo an entitlement to 
take aramqypt of~ppual leave or to exert undue influence 
or un9pe pressyre in relation to the making of a decision by 
tl)e EtJ'I~Ioyee whether or not to forgo an entitlement to take 
an;amouQtof annual leave. Nothing in this clause shall be 
takE!pin any.way as entitling an Employee to cash-out their 
annuai.J(;!ave in a manner that is not in accordance with the 
Workplace Relations Act or Workplace Relations 
Regulations. 
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5.2 Personal Leave/Carers Leave 

a) Entitlement 

i. Under this part, an Employee is entitled to paid leave (sick leave) 
because of a personal illness or injury or paid or unpaid leave 
(carer's leave) to provide care or support to a m,~m~J:JJ.{)f the 
Employee's immediate family, or a member of tl'le El')lplqyee's 
household, who requires care or support because of: · · · · 

• A personal illness, or injury, of the member; or · 
• An unexpected emergency affecting the member); 

ii. For the purposes of clause (i), the follo\i,ring ar~ mefubers of an 
Employee's immediate family: · · 

.-,, ,_,_ .. __ . 

• A spouse, child, parent, gf'andparellt, gr<llldchild or sibling of 
the Employee; or · 

• A child, parent;.grandparent, grandchild, or sibling of a spouse 
of the Employee. . 

iii. Personal Leay(;)IC~r~~, Leave of 1 o days (76 hours full time 
equivalent) paiq le~ve B~r year will be accrued after 12 months 
service. Tr,is leav~accs~es at the rate of .03846 per hour worked for 
all ordiJ'lary f'j()~rs tg)§lzrilaximum of 76 hours per annum for full time 
Emplgyees. P.ef~ohalleave only accrues on ordinary time (38 hours 
per Week maximum for full time Employees). 

' -_ -- ''~',-;_,'·.-_-' -. 

~;~fpcr~t~'Eintitlement applies to eligible part-time Employees. 

Thisi~~Ve ~ill be cumulative and accrues on a pro rata basis. 

The payment for personal leave is the Employee's ordinary hourly 
rate of pay. 
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b) Conditions 

i. The Employer is not required to pay personal/carer's leave 
entitlements for any period during which the Employee is absent from 
work because of a personal illness or injury for which the Employee 
receives workers compensation payments. 

ii. Employees must notify the Employer by telephone o(.~tra~~~"~pr the 
Employer to be notified before the start of work for thq.~.:pay · oftpeir 
inability to attend for work, the nature of their illness or;cinjyry and•th~ 
estimated length of their absence. Wherever gr~ctic!iql~, such 
notification should be provided on the previous (ji'!y'sp as tb:!'lnable 
the Employer to make alternative staffing arranQeine?t~ .. 

/:C.-.--_ :' 

iii. Employees must provide a meqical cel'f~icate frqm a registered 
health practitioner or a statutory d~q.l~ration )f it is not reasonably 
practicable to obtain a medical certificate,aftect~tvo (2) days absence 
as proof of personal illness or: injury, or as otherwise specifically 
requested by the Employer. 

iv. An Employee is enlitl(:!clto use u~td but no more than 10 days 
personal leave, including accrued leave, each year to care for 
members of their itl1!1'l~diatf') family or household who are sick and 
require care a?l:f su8B9rtor Wl"l:o require care due to an unexpected 
emergency, subjectto tl}e/conditions set out in this clause. Leave 
may be t§~en for part pf a single day. and, as far as practical, the 
Employ~e l:ll'Jpuld. §t~tE'r the nature of illness or injury and the 
estimated duration of absence. ·---::;',-\-).-:__ .,< __ , 

.)'<:::::_--'_._·: -_- ''<(-,,-<:~::>.-

I:::Videlnc·e· S~pp~rtclaim 
An Employee shall provide to the satisfaction of the Employer 
that the Employee was unable to attend work because of illness 
or injury to attend for duty on the days for which personal leave 

claimed. 

ii. The Employer requires a doctor's certificate for any claim of 
three or more consecutive working days for personal illness. 
Employees may be required to prove their inability to attend for 
work by signing a Statutory Declaration where a doctor's 
certificate was not supplied. 
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iii. When taking leave to care for members of their immediate 
family or household who require care due to an unexpected 
emergency, the Employee must establish by production of 
documentation acceptable to the Employer or by completion of 
a statutory declaration, the nature of the emergency and that 
such emergency resulted in the person concerned requiring 
care by the Employee. 

iv. Where an Employee has taken more than five singl~}day~<pf 
Personal Leave in a twelve month without adequate explanatiQf'\ 
period the Employer may require evidence fdf)further 
application of paid leave regardless of the duration. 

Compassionate Leave . < ·.· ••·· .r· /< 

i. An Employee shall on the death.ofa wif~·ihusban.d,partner, father, 
mother, child, sibling, grand-fatht;lr. 9ra,J1d-mother, grand-child 
(including step relations), mother~igJaxv:andfa!her-in-law be entitled 
upon application being made to and appr9ved by the Employer, to 
leave up to and including the day of the funeral of such relative. 

',i: _., __ -·-- :-_;,_: - ~ 

ii. This leave shall pe without dedyGtil:)n of pay based on the 
Employee's approved rqster for the three days absence and shall not 
exceed the number of'ol"dinary hours the Employee is rostered to 
work in 3 ordinarycl~ys . 

. 
iii. Proof of such death, in 1hEl· form of a death notice or other written 

evidence, must be- provided by the Employee to the satisfaction to 
the EmploYer. 

iv. Comj)~ssion~t~Jeav~ may also be taken on the near death of a 
r~lative.f::mployees will be required to prove to the Employer's 
satisfactiOJ'lthat the reason for the leave is genuine. , __ -_,,-_ ·---: 

5.4· Parentalleave \ · 

. .: ,']"h~ Employe~ is entitled to take unpaid parental leave. This includes 
·.. ;(ynpaid maternity, paternity and adoption leave up to a maximum 

Pt;lf:iqd of 12 months. The Employer agrees to comply with the 
proyisions of Division 5 of Part VIA of the Workplace Relations Act 
1996, and Division 2 of Part 5A of the Workplace Relations 
Regulations in respect of parental leave. 
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5.5 Long service leave 

Long service leave entitlements will not be affected by the agreement. 
The Employer undertakes to monitor and advise Direct Care workers on 
Long Service Entitlements and to meet legislative requirements in 
accordance with the Long Service leave Act 1976. 

i. The Employer agrees to offer 13 weeks Long Service Leave 
based on 10 years "continuous service." This is mo~e g~J1El[OUS 
than the usual 15 years "continuous service" aw~:~rded cil'l the 
private sector. · · 

ii. It must be noted that the act defines continuous seryi?ear\(jlNhere · 
hours fall below 32 hours in a four-week periodtllis.,period iSif10t 
counted towards long service leave entitlements. 

'.---_ ./:-·. ,--;·:';, __ 

iii. For the purpose of the above clause the ordinary nhurs pfpay for 
an Employee taking Long Seryi<;e Le~~e is ba?f)d upon the 
average number of hours worked overthe 12 months immediately 
prior to the commencement of le?Vt:Jln pccordance with the Long 
Service Leave Act 1976 .· · 

iv. Long Service leave may be split 6'ftc.e andorice only. 
';;_\'-'::-··---. '·.-:-·--._<···_,'_-· 

v. An Employee may appfyto have Long Service Leave entitlements 
paid out but the EmployE:lr recommends the Employee seek 
taxation advice prior,tg doing~o. 

5.6 Unpaid Leave 

i. An additional ti,.,o {2)dayk of unpaid carer's leave will be available 
for emE:lrgeq<;it:Js forpf:lftllanent Employees who have used up their 
perspnal leave entillement, and for casual Employees. 

· ii. I.JJ'lp~ld;g.Eirer's ~~~Ve can be taken in a single unbroken period of 2 
day~or, ifc~Q.f:l Employer and Employee cannot agree, in separate 
perioq?, for example 4 half-days. However, unpaid leave will be 
conditional on an Employee not having any accumulated paid 
carer's leave or other authorised leave for caring purposes. 

".iii. A period of unpaid carer's leave does not break an Employee's 
continuity of service, however it does not count as service. 

5.7 Jury duty leave 

Where the Employee is called up for jury duty, the Employer agrees 
to make up the difference between the daily attendance fee the 
Employee is entitled to receive from the Court for jury service and the 
Employee's normal pay for the same period. 
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5.8 Superannuation 

The Employer shall contribute on behalf of each Employee in accordance 
with the Superannuation Guarantee (Administration) Act 1992 

a) Employer contributions will be paid into a fund nominated by the 
Employee. In the absence of a nomination by the Employee, 
will be placed into the Employer's default fund. 

b) Employees covered by this agreement may also have additional 
superannuation salary sacrificed through Family Based Care. 
Superannuation contributions paid by the Employer into an 
approved Fund will be calculated on the pre packaged gross rate as: 
per the applicable award classification and as defined under the 
Superannuation Guarantee Act 1992. 

,_-_- ,-

6 PART SIX· SPECIAL ENTITLEMENTS· *PERMANENT EMPLOYEeS 
ONLY 

6.1 Remuneration through Salary packaging 

Not for-profit organisations have the ability urjqerth~ .Fringe Benefit Tax 
legislation to offer flexible and q->mpetitive remuneration through salary 
packaging. The Employer offers .§alary Packaging arrangements in 
accordance with legislative reqyiremen1s ~nd rulings of the Australian Tax 
Office to allow Employees to~akea~vantag~of the organisation's status as 
an exempt Employer under t!'le following conditions. 

a) 

b) 

·c:·.·:· _,-_. 

Participating Ef'I'I.PI?yee$rllaynominate a percentage of their 
fortnightlys~lary tobediverted to a non cash source and pay tax on 
th£!remair'Jin~amount~llat is paid as salary. 

EligibHity is lifl'li!~d to long term Employees who have achieved two 
years corwnuou~~ervice . 

• ~) Thi§Cis nori\tiqmpulsory for Employees. 

d) }!mployees applying for this agreement must read details of Salary 

e) 

f) 

g) 

< ·g~ckaging Procedure and guidelines. 

lhQiyidual Employees must make application and complete 100 
point identity check as per banking guidelines. 

Individual applications are subject to the approval of Human 
Resource or other senior Manager dependent upon satisfactory 
performance record. 

The Employer makes this agreement in good faith. Employees 
who are considering salary packaging are advised by the 
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Employer to seek independent financial advice as individual 
financial circumstances can affect the value of the packaging. 

h) The Employer shall not be held responsible in any way for the 
cost or outcome of any such advice. The Employer reserves 
the right to introduce an administration fee if required. 

i) Employees are liable for all bank fees incurred for Salary 
Packaging 

j) Employees must return their Salary Packaging 
resignation leaving sufficient balance to cover monthly fee. 

k) The Employer may withhold final pay pending return 
property including the Salary Packaging card . 

I) The Employer reserves the right to cancel Salary ;Pack~gihQ 
arrangements where an Employee has put emplo.ymenf 
into. jeopardy. 

6.2 Uniform 

.. :::i:· __ " ->,-_-__ \ 

The Employer allo.ws an approved non coffipulsory,lfrliform. 
·:--·/ , 

a) The Employer will pay fortwo. lo.go.s p~'?eUgi61e Employee but 
the Employee may wish tci'have logo's put on more than two 
items o.f clothing. 

b) The Emplo.yer reqy(;!Jt~Ji'l~t E~plo.yees co.nsider the go.o.d 
name of Family Ba~,ed pare ~hen wearing clothing embossed 
with FBC ide~Si[icatio.n~:md to. consider the implications o.f the 
misuse of iternsof.~lo.thipgbearing the FBC name and Logo. 

,>-> "<-,.,, .. _,._._, ''-.-_:,, 

c) The.Emplo§,f'lradvi~~sEmplo.yees to keep receipts and discuss 
tax be!~r.fitsth(:ltmay be associated with wearing a unifo.rm with 
their taxc~gent 

e) 

... ---_:~'.··.'.::.·.· .• ·.'·'.··· ·. . . . 

Th~Empi~Yer.requests Emplo.yees to. take appropriate action 
,.)Vhen identifying articles o.f clo.thing are no. longer required. 
~mplo.yees are encouraged no.t to. pass these items o.n to. 

· 'otrrrs nor to. do.nate them to. charities but to remove, either 
covf)r o.r destroy the FBC identificatio.n. 

The Emplo.yee is not to wear the FBC name and/o.r Lo.go. o.n any 
items other than the prescribed uniform. 
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7 PART SEVEN -PERFORMANCE MANAGEMENT. 

7.1 Establishment of Standards and Expectations: 

The Employer expects Employees to uphold the good name of the Employer and to 
carry out all duties in a responsible manner and in accordance with the clauses of 
this agreement and established policy and procedures. B[ea?n pf Policy or 
Procedure may result in discipline. The Employer therefore en~l.lres.;tHftEmployees 
have an understanding of relevant guidelines, policy, and prgt;edure through the 
provision of: 

a) Induction training to all new DCWs to clearly outline lhe 

expectations and provide information on relevant guitlelines. 
·_'.",' -. 

_\:·t:.::·;._-,_:- '·<-'o ·;:\~:(:/< 

En1plpyer's 

b) FBC operations manual which contains Handbook, cqpies of relevant 

policy and procedures to all new DCW. 
··_,._._- .. - . 

c) Monitoring and review of new Employ~es or\ ~ regdlar basis throughout 

their probationary period providing guid~nce astequired. 

d) A monthly newsletter or u~tl§i}E:l that give~\~rnployees reminders and new 

information on policy/prqc~(jure$/guidelines. 
_;:':_,·:,-_,'.,-.-_·,::·,-:,;;;:;-.:;..:____ '':\ 

e) Guidance meetingsfor inditidual r5CW where performance indicates lack 

of understandil!g on policy ancfprocedures. 
·i.::;_:_-·;._:.-::_--'_, __ -.. _, ('.-'-'-: .. ·. ___ . __ -,/-

f) lnfgrmation'on rel~~ant tr~\hing as training needs identified. 

g). Co;iesoft'~@;agree~~nt, policy, and procedures on request. 
.,-·_, __ ,_ -. 

/h) Annual r~hiinderSduring individual annual review of essential standards. 

i)c Further information on any policy or procedure on request from an 

'f:.rnployee. 

j) Website information 
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7.2 Supervision 

7.3 

a) INFORMAL SUPERVISION is provided through Client Coordinators on particular 
client issues and Human Resource Staff giving general direction and feedback 
and providing guidance as needed. This is day to day supervision as required. 

b) FORMAL SUPERVISION The Employer provides a formal performance 
management system which includes probationary, guidance, annual, complaint 
investigation and disciplinary interviews .. The formal perforrnause 111anagement 
system ensures that both Employee and Employer have ameah~ of giving and 
seeking feedback on performance. 

Work performance Issues .... ../>.. . 
The following process for assisting Employees to develop skill~ througtvperformance 
monitoring applies; 

·-·_--,. 

Work performance issues will be addressed initi~lly thou~hdaily~upervision 
by client coordinators or Human ResourcE') staff 'IVith the ~.impfresolution 
through the provision of feedback on indiVidual c!jent situations. 

The employee may be required to attei')~~~!Ji8a~tejnterview to discuss 
training needs and strategies for improvement: · · ._-- .,,_.. __ 

Where guidance interviews have failed/igresult]~·irnproved performance or 
where a more serious issuetsomplaint haS•Q.fPI.Jrred the Family Based Care 
disciplinary procedure will ifl')I'J1ediately apply. (See Clause 7.4 and Section 8). 

Nothing in this procedurE') s/lall re~t~ict the employer's right to summarily dismiss 
an employee in circumstanpels that'll/arrant summary dismissal (see Section 8 
of this agreement). ,. · · · · 

. .· 

Records of aiiJ(.Jrrn~l performance meetings will be kept in writing and dated. 
Any dispute.· ... ·.·• .. ··.•.o·· ... verco .. ·.·· .. ··.·n ... tent .... ·.•·.·.·.w ... ·.· .. ·.· .. i.ll be referred to a Senior Manager. This includes 
issues adqr:essed ing~neral supervision by client coordinators. 
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7.4 Discipline Process. The discipline process will apply where the Employer has 
ongoing concerns about general work performance or where it is alleged that the 
employee had behaved in an inappropriate manner. The Employer is committed 
to working in accordance with the Australian Workplace Relations Act 1996 and is 
conscious of the need to balance fairness to Employees with fairness to 
vulnerable clients. 

The Employer acknowledges the right of every Employee to Natural Justice 
and ensures a fair process for complaints investigation and di§9iplillE'l•"this includes 
the right to a fair hearing including adequate notice of wh~t is.l:lf.IE'l"9ed and an 
opportunity to respond to allegations and the right to an 11!ll:Jiased process of 
judgement. c" 

The employer will inform the employee that theyf!r~>~eqSit~~to ~hend a 
discipline meeting and informed of the reason i.e. allegeg"poor"Ygrk pel'fprmance or 
misconduct and that those concerns will be dealt wit~ in f!PCO!'gapce with these 
procedures. A time will be negotiated for a meeting,"•preferal:)ly to be held within two 
~~ingda%. c 

The Employee has a right to advocadY\~gd ri,~y.l:Je a~~~~t~d or represented in 
any disciplinary meeting by a support p~r~n::f!f •. the·J::mployee's choice from the 
workplace or by an external mediato~~including "a union representative.. The 
Employer may allow for an extension of;tirne for tr~a required meeting where the 
chosen representative is notavailable and el<t~ansiqwis reasonable. 

Employee's may be sti,"a9 pawn with~~9<~here the employer has concerns 
about client service or a complaint§Jrwestigation is pending. 

The Employee ~A~il"l B~igiven fl~ht of reply to complaints and grievances 
presented by the Emplqyer l:ltit~.~irneeting. In some instances, the issue may be 
resolved at this stage. Where the issue is not resolved at the meeting the following 
applies; 

Unsati.~f~ct~ri~~rfoi'rriance: the Employer will set a timeframe for a review 
of p~rforrnrnce andyvill consider reasonable measures to assist the employee 
to rnE')~t ther~quired performance standards, such as mentoring or training as 
appropriate. •}\formal warning will be issued in writing stating the reason for 
~~e w~frJ!Dg and detailing the standards of performance and/or conduct 
expected together with details of the review period to ensure mutual 
understanding. If the problem continues, the matter will be discussed with the 

::" employee at a second disciplinary meeting. If the concerns are not resolved, 
<~~e outcome may be a further warning or termination of employment. 
Misconduct. In the case of misconduct affecting the reputation of the 
employer, service agreements and/or client service or safety, a written 
warning will be issued. This warning will state that this is a final warning and 
any further misconduct will result in dismissal. The Employer will detail the 
reason for the warning and the standard of conduct expected. Nothing in this 
procedure shall restrict the employer's right to summarily dismiss an employee 
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in circumstances that warrant summary dismissal as defined in Section 8 of 
this Agreement. 

8 PART EIGHT· ENDING OF EMPLOYMENT 

The following clauses should be read in conjunction with Sections 7 
and 9 of this Agreement.. 

8.1 Employer Giving Notice Termination of Employment. 

The Employer may terminate an Employee's employment by the 
giving of two weeks' notice. 

a) The Employer is not required to provide the relevant;peribq ()f 
notice to an Employee in accordance with subclause i) and ii)Jf 
the Employee's employment is being terminated due to serious 
misconduct. Serious misconduct includes: 

_.· "- -- >· 

a) wilful, or deliberate, behaviour by ap Ell161oyee th~t is 
inconsistent with the continuation of ·the contract of 
employment; 

b) conduct that causes Jmminent, ar:iq ~erip\.ls, risk to the 
health, or safety, of a person; or the 'reputation, viability or 
profitability of the Employer's business. 

b) Specific examples ofsetious misconduct include: 

i. 

ii. 

_,,,. __ -- ·: 

being drunkpr undedhe influence of illegal drugs while 
on th:P[~misef>?f cliE)nt or FBC premises 

the Emplqy~e r?fusing to comply with a lawful and 
re!:lsonable il'l!)~ruction given by the Employer 

iii. theft; fraud, as~ault or other criminal behaviour. 

se~pal harassment and other offensive, bullying or 
hai"af>sing behaviour. 

breach of client confidentiality 

not carrying out health and safety obligations which 
includes gross negligence resulting in putting a client, 
carer or co -worker at risk of injury or harm. 

vii. failure of drug screening test. 

viii. complaint in regard to incidence with client/carer where 
investigation shows substantiated inappropriate conduct 
resulting in distress to a frail aged or client with 
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disability and where alternative employment to working 
in private homes of clients is not possible. 
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8.2 Employee Giving Notice 

a. Permanent Employees are required to give two week's notice in writing to 
the Human Resource department. 

b. If an Employee fails to give the notice set out above, the Employer has the 
right to withhold monies due to the Employee to a maximum amount equal 
to the amount the Employee would have received above which shall be 
forfeited by the Employee. · 

h) The type of conduct by an Employer that may allow an §~pi?}~E!to end 
their employment without notice, or to refuse to attend a specifiC client; I:Jfter 
a consideration of the circumstances, includes: 

i) 
i. Assault or other criminal behaviour. 

_/J'_-- -<-:.:::·,. 

ii. Sexual harassment and other offensive or harasslhg i)Elg~~idur. 
iii. Employer not carrying out health and safetydbligatio~s. 

''\-;._::::_-:-:_._._ '<-:'-.'./i>-- ----_,-_, __ -:_ . 

iv. Action requiring the Employee t().A~I'TY ouf.?n unlawful and unreasonable 
instruction. 

(}_c) ''.:-~:\'.-.---\:- . 

8.3 Mutual Termination ... •.••·. ?i:;·<• .•. • 
Where the Employer or Empjpyee gives rioticecof termination of 
employment, the parties may rrwtually agree to the employment 
ending before expiration of tpe peripp of notice, and in such cases 
wages shall be paid up tp.the ~i(Jle oftpe agreed termination eg in 
the case of illness, family emergel"l9Y eg illness, family illness. 

8.4 Casual Employees 

Casuaj emplqyiJlent rh(ily be terminated by the Employer or 
Erpployef}with t~~ provision of one ( 1) hours notice . 

.............. ··········· . ·?,.. </ 

8.5c f{eturn.ofFBC property 

6} ~egardless of the reason for ending employment, Employees 
mpst return their identification badge, operations manual and 
aqy.other property belonging to the Employer or its clients 

d) Due to security concerns the Employer may withhold the final 
pay due to an Employee until the return of all FBC property 
including identification badge, Salary packaging bank card and 
operations manual. 
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9 PART NINE· REDUNDANCY 

A. Definition 

Redundancy occurs when an Employer decides that the Employ('lr\?91pnger wishes 
the job the Employee has been doing to be done by anyone angthisi~'DOt due to the 
ordinary and customary turnover of labour. This clause does.n,p~apptywhere the 
total number of Employees is 15 or less, as defined by the Wor~pl<~c;e Rel13ti(.1[JS Act 
1996. . . . . 

B. Severance pay 
.. -' -. 

In addition to the period of notice prescrib~d for orgirtary terminl:)fion, an Employee 
whose employment is terminated by reCI.~pn Of<rE)dundanpy;shall be paid, the 
following amount of severance pay depending on their period of continuous service 
with the Employer: 

Period of continuousservice 

Less than one year 

Upon the completionbf 1 year 

Upon thE,lcompigtipn Of2'years 
------- -.. 

Uppn the)eompleticirt of 3 years 

Upon the cOMpletion of 4 years 
-- ,:-.:<(:::·\_,____ -, 

Upon thet:bmpletion of 5 years 

Upon the completion of 6 years and over 

Severance 
pay 

nil 

2 weeks' pay 

4 weeks' pay 

6 weeks' pay 

8 weeks' pay 

1 0 weeks' pay 

12 weeks' pay 

Week's pay means the Employee's current ordinary hourly rate of pay multiplied by 
the average number of weekly hours (excluding overtime) worked over the past 52 
weeks. 

PROVIDED that the severance payments shall not exceed the amount which the 
Employee would have earned if employment with the Employer had proceeded to 
the Employee's normal retirement date. 

Family Based Care (North) Page 42 

58



Family Based Care (North) Inc. 
Direct Care Worker Employee Collective Agreement 

C. Employee leaving during notice 

An Employee whose employment is terminated by reason of redundancy may 
terminate his or her employment during the period of notice and, if so, shall be 
entitled to the same benefits and payments under this clause had he or she 
remained with the Employer until the expiry of such notice. ~ow~ver, in this 
circumstance the Employee shall not be entitled to payment irylieu of~he remainder 
of the period of notice. · 

D. Alternative employment .. ·... i 
~ ,:·:-: " .· _ _-" - ',. 

The Employer shall not be required to pay sev¢rance pay to ian Employee in 
circumstances where the Employer is a91e to.~ecure re;:~sonable ;:~lternative 
employment for the Employee, either with theJ::!llploy~ror with another Employer. 

E. Employees exempted 
·'--·_-_.::>.-_- '"io-':':_.·_-_-::-:.'.---

This clause shall also not applyVyqere employment is terminated as a consequence 
of conduct that justifies iq~tant di~111issal, including malingering, inefficiency or 
neglect of duty or in thlil c;:~s~ of t:asual Employees, seasonal Employees or 
Employees engaged for;:~ specific period of time or for a specified task or tasks. 

Family Based Care (North) Page 43 

59



Family Based Care (North) Inc. 
Direct Care Worker Employee Collective Agreement 

1 0 PART TEN - DISPUTE RESOLUTION 

The following procedures will apply for the resolution of any dispute relating 
to this agreement. 

i. The parties to the dispute must genuinely attempt to resolve the dispute 
at the workplace level. · 

i/-:~--':_,___ _.,, ._''-' -, 

ii. In the event of any Employee having any dispute, they will di~htJ~sith~ 
matter with their immediate supervisor or as directed wit~ itDI:l HuO')~n 
Resource staff. At any stage of the procedure, an Employee mayrequel)t 
representation. · · 

iii. If the matter is not resolved at this level, the grievanCe will t>.~ref(3i'red to 
the relevant Manager and in accordance withFBG.policy arn:lprocedure 
may also be resolved by General Manager oftpe BOa(dof Management. 

_. __ _.,}?- ---~':':_:<;_~\~:,-2;·.; .-' ... <,:,_ 

iv. If the matter cannot be resolved at the:'Aforkplac&;arvel by the above 
process, the matter may bt brought bef(.)r(") th(3.iAustralian Industrial 
Relations Commission on the.f.!pplication ofeiff"!erparty for conciliation 
and/or arbitration. An applicatipp to the Commission must be in 
accordance with Form 5 (.)fSche~ule 1 to the Workplace Relations 
Regulations 2006. The parti(3S will be bound by the outcome. 
Alternatively, by agreernent be%'(3en clhe parties, the matter may be 
brought before an accrediteq Alterne~tive Dispute Resolution practitioner, 
in which case the. parties iwill agree to be bound by the practitioner's 
decision. 

·--'.<·. ~:>-_-:_ -o,· :·, 

v. urHLthe rne~tter<i.sdetermihed in accordance with the above procedure, 
n()rmal worR \'Ifill cogtinue in accordance with established custom and 
practic(3.,.1f the grievance is a safety issue which creates a reasonable 

; beliefJhat there is. an imminent threat to the Employee's health or safety, 
· .. AhrcEmployee may refuse to perform the work until the matter is 

res.(.)lyed. The Employer will attempt to have the Employee relocated to a 
safe work area until the matter is resolved. 
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