Enterprise Agreement 201 1-2014




Contents

PART A. TECHNICAL MATTERS ... e 1
L T T L e 1
2. DATE OF OPERATION AND DURATION ....ouiiiiiiiiiiiiiiiiiiee et 1
3. NO EXTRA CLAIMS ...ttt ettt 1
4. PARTIES COVERED .....ccoiiiiitiiiie ettt 1
5. SCOPE OF THE AGREEMENT ...ttt 1
6. DEFINITIONS ... oo e e e e e e 2
7. CONTEXT OF THIS AGREEMENT ...cooiiiiiiiiii e 2
8. RENEWAL OF AGREEMENT ...ttt 3
9. EXISTING CONDITIONS ...ttt 3
10. ANTI-DISCRIMINATION ....coiiiiiiiiiiiiie ettt e e e e e 3

PART B. APPOINTMENT AND EMPLOYMENT ..o e 4
11. MARKET RELATED EMPLOYMENT ...ttt 4
12. INDIVIDUAL FLEXIBILITY ARRANGEMENTS .......cooiiiiiiiiieee e 4
13. TYPES OF EMPLOYMENT ... .ottt 5
14. WORK CLASSIFICATION STANDARDS .......ooiiiiiiieiiete e 6
15. CASUAL EMPLOYMENT ..ottt 6
16. ADVERTISEMENT OF VACANCIES ......coiiiiiieiiiie ettt 7
17. MEDICAL ASSESSMENTS ... ..ottt 7
18. RESIGNATION ... .ottt ettt e et e e e e e s nnneees 7

PART C. REMUNERATION AND ALLOWANCES ...t e 7
19. RATES OF PAY ottt ettt st s 7
20. RECOVERY OF OVERPAYMENTS ... 9
21. CSIRO TRAINEESHIPS ...ttt e 9
22. FLEXIBLE REMUNERATION PACKAGING ......ccoiiiiiiiiiiiiiiiee e 10
23. SUPERANNUATION ...ttt 10
24, OVERTIME ... ..ottt et e s e e 11
25. ENHANCED RESPONSIBILITIES ALLOWANCE (ERA) ......cccviiiiiieieiee e 14
26. FIRST AID CERTIFICATE ALLOWANCE........ooiiiiiiiiiiceeeee e 15
27. RESTRICTION DUTY ...oiiiiiiiiiiie ittt 15
28. SHIFT DUTY oottt e e e e e s e ee e s 18
29. DIVING ALLOWANCE ....ooiiiitieie ettt 19
30. FIELD WORK ...ttt e e e e e 19
31. REMOTE LOCALITIES CONDITIONS.......coiiiiiiieiiiieiee et 20
32. AAHL SPECIFIC CONDITIONS ...ttt 22
33, TRAVEL. ..ottt e e e e e e 24
34. EXCESS TRAVELLING TIME .....coiiiiiiiiiiiiic et 26
35. SUPPORTED WAGE SYSTEM ..ottt 26

CSIRO Enterprise Agreement 2011- 2014



PART D. CAREER DEVELOPMENT, PERFORMANCE AND REWARDS........ .29

36. PERFORMANCE CULTURE.......cc ottt 29
37. ANNUAL PERFORMANCE AGREEMENT ......cooiiiiiiiiiiiee e 29
38. CAREER MANAGEMENT, LEARNING AND DEVELOPMENT ......cccccceiiiiiiiriieennn, 31
39. REWARD ASSESSMENT PROCEDURES.........cccoiii e 31
40. MERIT PROMOTION ...ttt 32
41. APPOINTMENT, MERIT PROMOTION AND ADVANCEMENT — CSOF LEVEL 7
AND ABOVE ... .ttt 33
42. CSOF LEVEL 3 ADVANCEMENT CRITERIA .....coiiiiiiee e 34
43. SUPERIOR PERFORMANCE RATING ....cccoiiiiiiiiiiiiieee e 35
44, PERFORMANCE CASH REWARDS ..ottt 35
45. NON-CASH RECOGNITION REWARDS........cccoiiiiiiieei e 36
46. ASSISTANCE WITH STUDIES ...ttt 37
PART E. STAFF PARTICIPATION ... e 37
47. MANAGEMENT ACCOUNTABILITY .oeiiiiiiiiee ittt 37
48. BUREAUCRACY ..ottt ettt e e st e e e e 38
49. SUPPORTING INNOVATION AND CREATIVITY ..ot 38
50. SUSTAINABILITY .ottt 38
51. INDIGENOUS EMPLOYMENT STRATEGY ...ooiiiiiiiieiiie e 38
52, OUTSOURCING ....cciiiiittiiiiie ettt 39
53. COMMERCIALISATION ...coiiiiiiie ittt 39
54. HEALTH AND SAFETY REPRESENTATIVES ......ccoi i 39
55. EQUITY AND DIVERSITY OFFICERS.......cccciiii e 40
56. MORAL RIGHTS .. 40
57. STAFF PARTICIPATION AND CONSULTATION .....ccoiiiiieiiiiiee e 41
58. FREEDOM OF ASSOCIATION .....cutiiiiiiiiiiiiiiiiii ettt 44
59. PRINCIPLES AND FACILITIES FOR WORKPLACE DELEGATES...........cccoveenee 44
60. FACILITIES FOR REPRESENTATIVES .....ooiiiiiiiiieece e 45
61. COLLEAGUE OFFICER ...ttt 45
PART F. LB AV E L. e 46
62. PUBLIC HOLIDAYS ... ..ottt ettt 46
63. DEFENCE LEAVE ..ottt e e 46
64. ANNUAL SHUT DOWN ....cciiiiiiiiiiiiie e a7
65. MISCELLANEQOUS LEAVE ...... .ottt 47
66. COMPASSIONATE LEAVE .....cooiiiie ittt 48
67. JURY LEAVE ...t 49
68. MATERNITY LEAVE..... oo it 49
69. PARENTAL LEAVE (PAID).....cetiiiiiiieiiitite ittt 50
70. PARENTAL LEAVE (UNPAID) ...coiiiiiiiieitie ettt 50
71. UNPAID MATERNITY AND PARENTAL LEAVE — SUPERANNUATION................ 51
72. LEAVE WITHOUT PAY ..ottt 51

ii CSIRO Enterprise Agreement 2011-2014



73. SICK AND CARER’S LEAVE ...ttt 51

74, RECREATION LEAVE ....ooiiii ettt 54
PART G. BALANCING WORK AND PERSONAL LIFE........ccooiiiis e, 56
75. PART-TIME/JOB SHARE ARRANGEMENTS ..ottt 56
76. RETURN FROM LENGTHY ABSENCES ........ooooiiiiiiii e 57
T7. CHILDCARE ... .ottt et e s e s e 57
78. FACILITIES FOR NURSING MOTHERS. ........ooiiiiiiiii e 57
79. WORKING AWAY FROM BASE IN CSIRO .....ccciiiiiieiiiiee e 57
80. FLEXIBLE WORKING HOURS — FLEXTIME ......oooiiiiiiiiiiieeeeeee e 60
81. AVERAGING PAY OVER A REDUCED WORKING YEAR .......ccccoiiiiiiiiiieeiiieeees 62
82. PHASED RETIREMENT OF MATURE AGED STAFF .....ccooiiiiiiiie e 63
PART H. MOBILITY OF STAFF ... e 64
83. PERMANENT RELOCATION....ciiiiiiiiiiiieee e 64
84. ACCOMMODATION CHANGES. .......ooiii it 65
85. INTERNAL LABOUR MARKET ..ottt 66
PART I. GRIEVANCE AND DISPUTE PROCEDURES. ........cccoiiiii e, 66
86. REVIEW OF DECISIONS TO TERMINATE EMPLOYMENT ......coooiiiiiiiiieeiiiin 66
87. DISPUTES CONCERNING MATTERS COVERED BY THIS AGREEMENT ........... 66
SCHEDULE 1 - MANAGEMENT OF UNDERPERFORMANCE .........ccooiiiiiiieeiiiii 68
SCHEDULE 2 — SPECIFIED TERM EMPLOYMENT ....ooiiiiiiiieiie e 71
SCHEDULE 3 — REDEPLOYMENT AND RETRENCHMENT ...t 79
SCHEDULE 4 — GRIEVANCE PROCEDURES .........cooiiiiie e 85
SCHEDULE 5 = DUTY AT SEA ..ottt 95
SCHEDULE 6 — CLASSIFICATION LEVEL DESCRIPTORS.......cccceeiiiiee e 98
SCHEDULE 7 — CSIRO SALARY SCALES .....oo oot 101

CSIRO Enterprise Agreement 2011- 2014






PART A.  TECHNICAL MATTERS

1. TITLE

This Agreement will be known as the CSIRO EntemAgreement 2011- 2014.

2. DATE OF OPERATION AND DURATION

This Agreement is made pursuant to section 18Beiair Work Act 2009 The Agreement comes
into operation seven days after it is approved by ®ork Australia and shall operate until the
nominal expiry date of 16 August 2014.

3. NO EXTRA CLAIMS

(a) This Agreement is in full and final settlementall logs of claims served on CSIRO up to
and including the date of operation of this Agreetne

(b) It is agreed by the parties to this Agreememnt thhe officers covered thereby, that up to the
nominal expiry date of this Agreement, the parti@snot pursue or make any extra claims
for wage rises or improvements in conditions of Eyiment except where consistent with
the terms of this Agreement.

(© This Agreement will cover all matters or clainegiarding the employment of officers which
could otherwise be the subject of action pursuathéFair Work Act 2009

4, PARTIES COVERED

In accordance with section 53 of thair Work Act 2009his Agreement covers:

. all CSIRO Officers other than senior executives vane members of the Executive Team
and officers covered by the Canberra Deep Spacen@amation Complex (CDSCC)
Combined Unions Certified Agreement 2005 [AG8449@8H any successor Agreement
covering employees at the Canberra Deep Space Coization Complex, Tidbinbilla, as
approved by Fair Work Australia; and

. subject to the decision of Fair Work Australia, gbainions approved to be covered by the
Agreement.

5. SCOPE OF THE AGREEMENT

This Agreement operates to the exclusion of allvipussly applicable Agreements or Awards
certified under théndustrial Relations Ac1988 Workplace Relations Act 19%d theFair Work
Act 2009.
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6. DEFINITIONS

“APA” means Annual Performance Agreement.
“CSIRO” means the Commonwealth Scientific and Industreddrch Organisation.

“Senior Manager” means a CSIRO officer or affiliate who manages igisidon, Portfolio or
Function and may include an Executive Director,eChif Division, Portfolio Leader, Flagship
Director or General Manager of an Enterprise Ses/group.

“Delegate” means a CSIRO officer holding an authority deledato them under the CSIRO
authorities framework.

“Officer” means a person appointed under Section 32 oStience and Industry Research Act
1949 as amended.

“Partner” means a person (irrespective of gender) who onitiiriaves with the officer in a couple
relationship on a permanent anoha fidedomestic basis.

“Representative” means a person nominated by staff to represeit ¢iewvs and interests to
management including a union workplace delegate erdept where otherwise stated, includes
officials of unions that are parties covered by thgreement.

“Union” means an organisation registered underRaig Work Act 2009 and covered by this

Agreement.

7. CONTEXT OF THIS AGREEMENT

(a) CSIRO’s mission is to deliver great science amgbvative solutions for industry, society
and the environment. This Agreement supports C&RO0re purpose, role and Strategic

Plan.

(b) CSIRO’s continued success is dependent on é@plp and its ability to provide an
environment in which their creativity and innovatiean flourish. The following key
elements underpin all provisions in this Agreement:

e Attracting, retaining, rewarding and motivating thigtht mix of highly skilled,
outcome-focused and team-oriented people;

» Encouraging development, learning and growth;

» Celebrating outstanding contributions by individu@nd teams through meaningful
awards and rewards;

* Providing competitive salaries that recognise effi¢ contributions and achievements;
* Providing a healthy and safe working environment;
» Treating people equitably and with respect;

» Encouraging and fostering effective communicationcpsses and productive work
relationships;

» Facilitating a realistic balance between work aadspnal responsibilities.
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(©) This Agreement provides the cultural and openal foundation needed to achieve
CSIRO'’s strategic goals.

(d) Consistent with CSIRO’s Code of Conduct, aficgfrs are expected to perform their duties
with professionalism and integrity and behave Hiraes in a manner that upholds CSIRO'’s
values and reputation. This includes complianceh all applicable laws and regulations
and with CSIRO policies, standards and procedures.

8. RENEWAL OF AGREEMENT

This Agreement shall operate until the nominal gxgiate. If this Agreement is not then replaced,
it will continue operating in accordance with tleguirements of thBair Work Act 2009.

9. EXISTING CONDITIONS

(@) Stability and certainty regarding the terms of esgpient in CSIRO are highly desirable.

(b) There are policies, standards and procedures wtriebcribe conditions for working in
CSIRO. These are not incorporated into and doarot fart of this Agreement.

(© In keeping with current conventions, any proposédnge affecting the conditions of
employment of CSIRO officers, as expressed in Teamd Conditions of Service and
CSIRO procedures will be subject to consultatiothwhe parties to this Agreement and the
officers covered thereby.

10. ANTI-DISCRIMINATION

(@ The parties to this Agreement are committegdrtividing a positive working environment
through eliminating and preventing workplace disiniation and bullying. This includes all
forms of unacceptable behaviour such as direct iaditect discrimination, bullying,
harassment, intimidation, threats and physicalkevioé in the workplace. Discrimination and
bullying create an unpleasant work environment, degimental to individual and team
productivity and can affect staff health and welirfty. This commitment is consistent with
CSIRO's obligations under anti-discrimination l¢gfion and is reflected in CSIRO'’s values
and Code of Conduct.

(b) The patrties to this Agreement and officers cedleby this Agreement will seek to prevent
and eliminate bullying and workplace discriminatimmthe basis of race, colour, sex, sexual
orientation, gender identity, age, physical or raédisability, relationship or marital status,
family responsibilities, pregnancy, religion, piél opinion, national extraction or social
origin.

(© Every endeavour will be made to ensure thaheeithe provisions of this Agreement nor
their operation are directly or indirectly discrimatory in their effects.

Nothing in this clause affects:
. treatment exempted under Commonwealth anti-disndtion legislation;

. payment of junior rates of pay;
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. the right to pursue matters in any state or fedearadiction, in/through the Human

Rights and Equal Opportunity Commission; or

. any exemptions permitted by tRair Work Act 2009.

PART B. APPOINTMENT AND EMPLOYMENT

11. MARKET RELATED EMPLOYMENT
@) Where an officer who would otherwise be classiié@SOF Level 5.1 or above, possesses
skills or capabilities that are in high market dachaCSIRO may, at its discretion, offer
supplementary remuneration for a specified period.
(b) Where a market related employment arrangenmmtledes and an officer is to continue in
employment, they will revert to the standard cdodi applicable to their classification.
(©) Disputes concerning the application of an agnearket related employment arrangement
will be resolved in accordance with Clause 87 &f kgreement.
(d) Market related employment arrangements mader pio the commencement of this
Agreement will, unless terminated beforehand, cwomito operate until the nominated
expiry date in the arrangement.
12. INDIVIDUAL FLEXIBILITY ARRANGEMENTS
(a) CSIRO and an officer covered by this Enterpisgreement may agree to make an
individual flexibility arrangement to vary the efteof terms of the Agreement if:
® the Agreement deals with one or more of théofging matters:
. arrangements about when work is performed;
. overtime rates;
. penalty rates; and
. allowances.

(i) the arrangement meets the genuine needs t(R@and an officer in relation to one
or more of the matters mentioned in sub-paragrgphr(d

(i)  the arrangement is genuinely agreed to byRIZkand an officer.

(b) CSIRO must ensure that the terms of the indi@idlexibility arrangement:

@ are about permitted matters under section X#ReFair Work Act 2009and

(i) are not unlawful terms under section 194 af Eair Work Act 2009and

(i)  result in the officer being better off overathan the officer would be if no
arrangement was made.
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(c)

(d)

(e)

13.

(@)

(b)

(c)

(d)

CSIRO must ensure that the individual flexipiarrangement:
0] is in writing; and
(ii) includes the name of CSIRO and the officerga

(i)  is signed by CSIRO and the officer and iétbfficer is under 18 years of age, signed
by a parent or guardian of the officer; and

(iv) includes details of:

. the terms of the Enterprise Agreement that will baried by the
arrangement; and

. how the arrangement will vary the effect of thertey and

. how the officer will be better off overall in relah to the terms and

conditions of his or her employment as a resuthefarrangement; and

(V) states the day on which the arrangement coroaen

CSIRO must give the officer a copy of the indual flexibility arrangement within 14 days
after it is agreed to.

CSIRO or the officer may terminate the indiatfiexibility arrangement:

0] by giving no more than 28 days written notiogthe other party to the arrangement;
or

(ii) if CSIRO and the officer agree in writing - amy time.

TYPES OF EMPLOYMENT

Officers shall be appointed on the basis of oneffollowing types of employment:
» indefinite employment;

» specified term employment;

e casual employment.

Subject to Schedule 2, indefinite employment wél the standard form of employment in
CSIRO.

Officers in the listed types of employment may pedainted to work full-time or part-time
hours.

At the time of appointment, CSIRO will inform eacfficer in writing of the terms of their
appointment, including:

» the type of employment;

» whether a probationary period applies and, if se,expected duration;
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14.

@)

(b)

(©)

15.
(a)

(b)

(©)

(d)

(e)

(f)

« if the officer has been appointed for a specifiednt, the project or task in relation to
which the person has been appointed and/or theidmaf the appointment; and

« alist of the main instruments governing the teamd conditions of their employment.

WORK CLASSIFICATION STANDARDS

The classification of CSIRO officers will be detémed according to CSIRO’s Work
Classification Standards, which derive from thesSification Level Descriptors that appear
in Schedule 6 of this Agreement.

Work Classification Standards are to be applieddcordance with the Classification Level
Descriptors and can only be changed with the ageaenf the parties to this Agreement.

CSIRO recognises that National Training Packagrist and that nationally endorsed
competency standards are already in place for noaeupational groups. Where these
endorsed training packages satisfy CSIRO’s opearatioeeds, CSIRO agrees in principle to

utilise them for training and career developmergrdad in the context of the Annual
Performance Agreement [APA] process) thereby fatifig portability of training and skill.

CASUAL EMPLOYMENT

A ‘casual officer’ shall mean a person who is emgplb by the hour and paid on an hourly
basis tocover genuine temporary need.

A casual officer shall be paid for work performedide the bandwidth at an hourly rate
based on the appropriate salary of one of theifilzesion levels prescribed in Schedule 7.

In calculating the hourly rate, a 25% loading vl paid to officers appointed on a casual
basis, in recognition that casuals do not havesactecertain entitlements.

Casual officers are not entitled to the following:

e paid leave (except long service leave);

e paid public holidays; and

« allowances, unless otherwise provided for elsewlretieis Agreement.

For work performed outside the bandwidth, paymeitithe made at the rate determined in
accordance with subclause (b) without the 25% logdilus:

« Monday to Friday — 35%

e Saturday, Sunday or a public holiday — 100%

Casual officers are normally employed for a maximofr662 hours (approximately 18
weeks of 36.75 hours) in any 12-month period. Esitamof casual employment beyond 662

hours in any 12-month period requires prior coraidh with a representative in the
relevant work area, or where officers choose, anni

PAGE 6
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(9) Casual officers directed to leave workWhere there is insufficient work available on any
one day, and a casual officer is directed to lemwek, that officer will receive payment for
the hours worked and for the remainder of the jprgsly agreed hours of work for that day.

(h) Employment may be terminated The employment of a casual may be terminatedwat a

time provided that the officer is entitled to raeeipayment for the hours the officer was
appointed to work on the day the officer is advieéthe termination of employment.

16. ADVERTISEMENT OF VACANCIES

In other than special circumstances, competitiveuitment must be used to fill all vacancies with
indefinite tenure, and specified period (i.e. teragancies of 13 months duration or more, which
are not filled by internal transfer or redeployment

17. MEDICAL ASSESSMENTS

CSIRO may require officers to undergo medical assests from time to time as appropriate.

18. RESIGNATION

() All officers, other than casual officers, are reqdito provide a minimum of two weeks
written notice of resignation.

(b) If an officer fails to give the requisite noticeder subclause (a), CSIRO shall have the right
to withhold moneys due to the officer to a maximammount equal to the officer’s salary for
the period of notice.

(© Upon an officer giving their resignation, CSIRO magct that the officer does not work
through the notice period, but will pay the officke balance of the two week notice period
in lieu.

(d) Any period of recreation leave or part thereof rbayused to offset notice of resignation by
the officer where mutually agreed between the effend CSIRO.

PART C. REMUNERATION AND ALLOWANCES

19. RATES OF PAY
(a) Salary Rates
Salary rates will be adjusted as follows:

« Anincrease of 3.5% effective from the beginningluod first pay period commencing
on or after the date of operation of this Agreembat not earlier than 7 July 2011,

« Anincrease of 3.5% effective from the pay periedibning 5 July 2012;

« Anincrease of 3.5% effective from the pay periedibning 4 July 2013.
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(b)

(©)

(d)

(e)

(f)

The parties to this Agreement acknowledge that C&Rapacity to pay these increases is
dependent on its performance and, specificallyjeagiment of the CSIRO Strategy. They
recognise that the commitment and dedication opaities is critical to ensuring success
and that this is more likely to eventuate throudfieative consultation with, and
participation by staff.

The salary rates in Schedule 7 reflect the incafpom of Annual Leave Loading (from July
1998). Leave loading does not apply to the ratgmg specified in Schedule 7.

Commencing Salaries for Administrative and TechnichOfficers

Recruits who have no more than year 12 schooling ler equivalent competencies, may be
commenced in CSOF Level 1. The minimum commenciatarg for experienced
administrative and technical officers (excludinades officers) will be CSOF Level 2.1.

Where a person is appointed to undertake work wtegiires possession of a recognised
trade certificate the minimum salary payable onmemcement will be CSOF Level 2.5.

Where a person is appointed to undertake work wtegiires possession of a recognised
trade certificate and has at least five years eglepost apprenticeship trades experience, or
equivalent gained though recognised post tradeifgpagions, the minimum salary payable
on commencement will be CSOF Level 3.1.

Normal Fortnightly salary

Unless otherwise agreed with the individual, offgcehall be paid fortnightly in accordance
with the following formula:

AnnualSalaryx 12

~
-
-

Graduate Salaries

Where a person is appointed to undertake work wiacjuires possession of a degree, the
position occupied by that individual must not bassified below CSOF Level 3 and the

minimum salary payable will be CSOF Level 3.1 (2awydegree) or CSOF Level 3.3 (4 year

degree).

Where a person is appointed to undertake work whicjuires possession of a PhD, the
position occupied by that individual must not bassified below CSOF 4 and the minimum
salary payable will be CSOF Level 4.2, except whameappointment is made at CSOF
Level 4.1 because a doctorate has been submittechdituconfirmed. On receipt of
confirmation, the officer’s salary will be advancedCSOF Level 4.2 with effect from the
date of their appointment. Any advancement that wgsanted in the interim (e.g.
Performance and Development step advancement)b&itecalculated as if the officer had
commenced at CSOF Level 4.2 and the officer wilpb&l the difference, from the date of
the original advancement(s).

Death of an officer

Where an officer dies, or CSIRO has directed thadféicer will be presumed to have died
on a particular date, payment may be made to tperdkants or partners or the legal
personal representative of the former officer ofaamount that would have been paid if the
officer had otherwise ceased employment.

PAGE 8
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20.

(@)

(b)

21.

(@)

(b)

(c)

RECOVERY OF OVERPAYMENTS

On becoming aware of a salary overpayment toffecer, CSIRO will notify the officer and
establish an agreed period in which the officet vépay the amounts owing. In the event
that agreement cannot be reached on the recoviéoyn aCSIRO shall determine reasonable
arrangements for repayment having regard to theesf§ personal circumstances.

Where an overpayment has not been recovered farian officer resigning or otherwise
ceasing duty with CSIRO, CSIRO may make deductimma the officer’s final entitlements
to the extent of the overpayment.

CSIRO TRAINEESHIPS

CSIRO traineeships including apprenticeships applindividuals undertaking structured
on the job training together with accredited cosreé study. All designated traineeship
positions will detail required levels of attainmeahd be designed to develop the
competencies and performance standards requiredbrier of the classification levels
detailed in Schedule 6 (Classification Level Dg#onis).

The remuneration of individuals designated as CStiRees will be a percentage [see (C)]
of the salary appropriate to the classificatioreleeferred to in (a). The percentage will be
determined on the basis of the level of attainnmeasured against the previously agreed
training objectives. Acceptable levels of attainimare required in both education and
application of outcomes to work.
An individual undertaking a training program, whishstructured to provide one or more
levels of attainment, will be entitled to paymehtaate calculated by applying one of the
following percentages to the salary determinedcooedance with (b):
(i) One level of attainment

Level 1 (commencing salary) 50%
(i) Two levels of attainment:

Level 1 (commencing salary) 50%

Level 2 75%

(iif) Three levels of attainment:

Level 1 (commencing salary) 50%
Level 2 70%
Level 3 90%

(iv) Four levels of attainment:

Level 1 (commencing salary) 50%
Level 2 62.5%
Level 3 75%
Level 4 90%
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(d)

(e)

22.

(@

(b)

(©)

(d)

(e)

23.

@

(v) Four levels of attainment: Apprenticeship
Level 1 (commencing salary) 50% of CSOF Level 2.5
Level 2 62.5% of CSOF Level 2.5
Level 3 75% of CSOF Level 2.5
Level 4 90% of CSOF Level 2.5

A CSIRO trainee is obliged to work in accordancéhvthe training plan. The trainee shall
be deemed to be at work when attending requiréuirica

Failure to achieve the training or work objectivéghin the required time frames may result
in termination of the traineeship.

FLEXIBLE REMUNERATION PACKAGING

CSIRO offers flexible remuneration arrangements ansalary sacrifice basis. The
arrangements provide for packaging under conditammoved by CSIRO on the basis of no
extra cost to CSIRO. Additional costs such as de&iBenefits Tax, other taxes and
administrative costs will be met by the officernpast of the arrangement.

Officers who are considering remuneration packagiregencouraged to seek, at their own
expense, financial advice. Where officers or thefiresentatives arrange visits by financial
advisers, these advisers may only enter the sttethve prior agreement of management and
may make presentations to officers at times agbgadanagement.

The remuneration packaging offered by CSIRO wittlude vehicle leasing on a salary
sacrifice basis with officers encouraged to sefaditralian made vehicles if leasing a new
vehicle of a type where Australian made modelgeadily available.

Where a remuneration package contains benefits Iwlmol partly provided by salary
sacrifice, the officer's annual rate of salary, foe purposes of th8uperannuation Act
1976 the Superannuation Act 1990the Superannuation Act 200%r any other
superannuation scheme, shall be as determined thetgcience and Industry Research Act
1949, provided that the officer's annual rate of saléythis purpose shall not be less than
the salary rate applicable to the officer undereScie 7 plus any allowance payable under
this Agreement that would otherwise be treatedadarys for the purposes of the officer's
superannuation scheme.

Where an officer enters into a salary sacrificeamgement, the officer’'s salary for the
purposes of other terms and conditions of employntiest reference an officer's salary,
shall be the amount that would otherwise be treatkedalary for those purposes had the
salary sacrifice arrangement not been in place.

SUPERANNUATION

Eligible officers may elect to join the PSS accuation plan (PSSap). The PSSap is also
the default superannuation scheme for eligiblecef§ who make no election. In respect of
officers who are members of the PSSap, CSIRO vyl @n employer contribution to the
scheme at the rate prescribed underShperannuation A2005 (as varied from time to
time). At the time of approval of this Agreemehttcontribution rate is 15.4% of an

PAGE 10
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(b)

(c)

(d)

(e)

Note:

24.

(@)

(b)

(c)

officer's “fortnightly contribution salary” (as diefed in the Public Sector Superannuation
Scheme).

Where an officer is not eligible to join, or remas member of the PSSap, CSIRO will
make an employer contribution to a CSIRO approvegesannuation fund, at the
contribution rate equivalent to the employer cdnttion for PSSap for that officer, until
such time as eligibility to join PSSap is estaldidhprovided that the officer:

e is not eligible to join or remain a contributorttee CSS or PSSdb;
e does not have a deferred or preserved CSS or R&Saifit;
e is not receiving a CSS or PSSdb invalidity pension.

The default superannuation scheme for officers agoineligible to join the PSSap, if they
make no election, is AGEST.

Except where subclause (b) of this clause appliesan officer does not join a
Commonwealth scheme, CSIRO will, as required by |zay each pay period to AGEST (or
to another approved scheme) the required amouimy lb@ amount calculated at the rate of
9% (or such other percentage as may be prescripddgislation from time to time) in
relation to ordinary time earnings or the maximuopeyannuation contribution base,
whichever is the lower.

Superannuation funds are approved at CSIRO’s disore The factors taken into account
are:

* The number of employees likely to use the superatiom fund. (Preference is given to
funds with expected larger coverage).

* The requirement to be a complying superannuatiod aind registered with APRA.

» The fund must make satisfactory arrangements tepaqrayments from CSIRO and for
information transfer between the payroll and thedfu

 The fund must accept contributions fortnightly \@bectronic funds transfer and not
impose a minimum contribution likely to cause adstiative difficulty for CSIRO.

Clause 71 covers superannuation during periodsnplaid Maternity and Parental leave.

OVERTIME

An officer may, wherever it is necessary to brimgaurears of work or to meet pressure of
business, be required to perform duty outside ghealuhours. Every officer shall, where

such requirement is reasonable, remain after tlhvalusours of duty to complete work

considered necessary to be done on the same day.

Payment of claims for overtime shall be made orilsthe overtime in question was
authorised by CSIRO.

The following officers are not entitled to payméart overtime:

» officers whose salary (including any allowance he hature of salary) is greater than
the maximum salary for CSOF Level 4 (as specifre8c¢hedule 7);
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« officers whose hours of attendance cannot be defindetermined such as officers
whose duties comprise caretaking work; and

+ officers who do not record their attendance.

(d) Overtime calculation
The weekly hours of duty for overtime calculatiofllwwe 36 % hours. Overtime will be
calculated on the number of hours and minutes eftowe performed.
(e) The following allowances are included in salarydoertime purposes:
< Enhanced responsibility allowance (ERA);
* AAHL site allowance;
e Overpaid allowance; and
e Superior performance rating (premium step).
() Overtime duty and rates of pay
All payments of overtime are made at the rate ghpnt that applies to the day in which
the overtime was worked.
The hourly rate of payment shall be:
« single time for overtime performed inside the bailtlwas defined in subclause (g);
* time and a half for overtime worked Monday to Fyidautside the bandwidth, as
defined in subclause (g);
» double time for overtime worked on Saturday or Synahere this does not form part
of the ordinary hours of attendance for the week;
e double time for overtime worked on a public holid@s defined in Clause 62, in
addition to payment for the public holiday.
(9) Attendance bandwidth
CSIRO will set an attendance bandwidth, in consolta with officers and their
representatives, at each workplace of 10 hourstidar@etween the hours of 6 a.m. and 6
p.m. on a Monday to Friday. The attendance bartiwéshd commencing and finishing
times may differ for different categories of offise
(h) Overtime on a weekend or public holiday
Where an officer is required to perform overtimeéydon a weekend or public holiday, the
minimum overtime payment shall be for four hourghat prescribed overtime rate.
0] Separate attendance
Where an officer is recalled to duty the followiagplies:
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@)

(k)

()

(m)

» Any period of separate attendance that commencesideuthe bandwidth or on a
weekend or public holiday will be paid as overtiatedhe applicable rate and subject to
a minimum of four hours;

» Any period of separate attendance that commenesideithe bandwidth will be subject
to a four hour minimum;

provided that where more than one attendance @vies, this subclause will not operate to
increase the payment beyond that which would apaty/the officer remained on duty from
commencing time of duty of one attendance to thesiog time of duty on a subsequent
attendance.

» Attendance will include the time spent in travedlito the place of duty and returning to
the officer’s usual place of residence; and

» For the purposes of determining whether an overtittendance is separate from other
duty, meal periods shall be disregarded.

Time off in lieu of overtime

Where agreed, an officer may convert an entiretowerperiod to an equivalent period of
time off in lieu.

Minimum break between periods of work

An officer who is eligible to receive overtime pagmts, is entitled to a minimum break of
10 continuous hours between ceasing ordinary datpre day and commencing his/her
next period of ordinary duty. If an officer worke much overtime that the minimum break
cannot be accommodated between two periods of amdiduty, the officer is entitled to
delay the resumption of ordinary duty until the minm break has been taken, without loss
of pay.

If the officer is directed to resume duty withoatving had the minimum break, the officer
will be paid at the double time rate from the reption of ordinary duty until released from

duty, at which time the officer will be entitled tie absent for a continuous period of 10
hours, without loss of pay.

Restriction situations

Officers performing duty in a restriction situatienll be paid for that duty in accordance
with Clause 27.

Overtime meal allowance

A meal allowance of $25.80 is payable where arceffincluding a casual officer works
authorised overtime and duty commences prior toealmperiod and concludes after the
meal period. This allowance will be adjusted tolaef the Australian Taxation Office

determined rate of meal allowance published anpimlluly.

‘Meal period’ means the following periods:
7.00 a.m. —9.00 a.m.

12.00 p.m. — 2.00 p.m.
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25.

(@

(b)

(©)

(d)

(e)

6.00 p.m. —7.00 p.m.
12.00 a.m. —1.00 a.m.

except where an individual or group of officersateagreement with CSIRO to change the
meal periods provided that this includes four npeatlods in the 24 hour cycle.

ENHANCED RESPONSIBILITIES ALLOWANCE (ERA)

Definitions:

«  “management responsibilities” means responsibilifier the management of staff or
facilities or financial resources, or a combinatigrthese.

« “approved leave with pay” includes all paid leaxeept long service leave.

An officer may be directed by CSIRO to temporarigrform duties additional to, or in
substitution for, those usually associated withdfiieer's role.

CSIRO may approve the payment of an enhanced retijilities allowance to the officer
where, for a period of no less than five workingsla

() An officer is directed to, and temporarily performsanagement responsibilities which
are additional to, or in substitution for, the offi's normal responsibilities; and

(i) The extra responsibilities require capability ategel in the classification structure
higher than the level of the officer and CSIRO dw®iaes the changed responsibilities
add significantly to the value to CSIRO of the offi's work and are the result of:

« the temporary absence of the position's occupant; o
« the position becoming vacant; or
e atemporary requirement for additional assistance.

Enhanced responsibilities allowance shall be payablespect of the period during which
the officer performs the additional or substitutednagement responsibilities. Payment
shall be equal to the difference between the afficgalary and a relevant higher salary, as
determined by CSIRO.

An officer who has been in receipt of enhancedassibilities allowance for a period of at
least 12 months may have their rate of paymentedaly CSIRO to take account of
performance related salary movements.

Where an officer, who at the time of proceedingapproved leave with pay, is receiving an
enhanced responsibilities allowance, such allowahed continue to be paid where CSIRO
agrees that the allowance would have been paiddouthe grant of the leave. Where an
officer takes approved leave with pay which is s leave on full pay, the payment of an
allowance shall be made on a pro-rata basis.
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26.

Authorisation and payment

FIRST AID CERTIFICATE ALLOWANCE

Where a suitably qualified officer is required toyide first-aid services in addition to normal
duties, CSIRO may authorise the payment of an allme to the officer in accordance with the

following table:
As at the T As at As at
pay period
after the date 5 July 2012 4 July 2013
of operation
Quialification held of Agreement
St John Ambulance Australia Senior
First Aid Certificate or other $601 p.a. $622 p.a. $644 p.a.
equivalent qualifications
St John Ambulance Australia
Advanced First Aid Certificate or $741 p.a. $767 p.a. $794 p.a.
other equivalent qualifications
St John Ambulance Australia
Medallion First Aid Certificate or
other equivalent qualifications, or
Registered Nursing qualifications $905 p.a. $937 p.a. $970 p.a.
[where the holder is included on the
Nursing Register but is not performing
a full-time nursing function]

27. RESTRICTION DUTY
(@) Restriction direction
The Delegate may direct an officer to be contaetalpld remain available to perform extra
duty outside that officer’s normal hours of duty.
(b) Restriction approval
The restriction situation is imposed by the priontten direction of the Delegate or is
subsequently approved in writing by the Delegatenehthe circumstances did not permit
prior direction.
(©) Categories of restriction
(i) Close Call
The officer is, or may be, required to attend fxtr& duty if the need arises some time
before the officers next normal time of commendaiiudy and the officer is to remain
contactable and available for immediate recalluty énd:
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(d)

(e)

(f)

@

» commence the return journey within five minuteshaf recall; and

» at all times be able to report for duty at the vpdake within 35 minutes of the
recall.

In special circumstances, owing to staffing or epenal reasons, an officer who
cannot meet the foregoing requirements may be diémiee in close call category if
able to return to the worksite within 45 minutesnfrthe time of recall.

(i) On Call

The officer is, or may be, required to undertakéraexiuty some time before the
officers next normal time of commencing duty ane dffficer is to remain contactable
and available to return to duty within a reasondiiee of being recalled having
regard to the consequences of any undue delay.

Payment eligibility

Officers whose salary, including allowances spedifin subclause (g) of this clause, is
greater than CSOF Level 6.M will not be eligiblerazeive payment unless the Delegate
specifically approves this payment.

Allowances will be calculated using the officersnaial salary, including allowances
specified in subclause (g) of this clause, provitleat if this salary exceeds CSOF Level
4.M, allowances will be calculated by substitut@§OF Level 4.M for the officer’s annual
salary in subclause (h).

Close call payment rate
An officer who is subject to “close call” restriati will be paid an allowance at the rate of:
(i)  7.5% of the officer’s hourly rate of salary for @dwur restricted Monday to Friday;

(i) 10% of the officer's hourly rate of salary for eabbur restricted Saturday and
Sunday; and

(i) 15% of the officer’s hourly rate of salary for edatur restricted on public holidays.
On Call payment rate

An officer who is subject to “on call” restrictionill be paid an allowance at the rate of:

()  3.75% of the officer's hourly rate of salary forchahour restricted Monday to Friday;

(i) 5% of the officer’s hourly rate of salary for eawobur restricted Saturday and Sunday;
and

(i)  7.5% of the officer’'s hourly rate of salary for dawour restricted on public holidays.
Salary rate

An officer’s salary for the purpose of calculatiohthe allowance under subclauses (e) and
() will include, “enhanced responsibilities allomae” and “AAHL site allowance”.
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(h)

(i)

(),

(k)

()

Formula
The hourly rate of payment will be calculated dkfes:

Annusalléalaryx 1325 x % of salaryprescribedibove

The allowance under this subclause will be payfdrieach hour or part hour the officer is
restricted outside the officer’s ordinary hoursiaty.

No concurrent payment

Any part of a period of restriction in respect ofiiah the officer receives payment other
than in accordance with subclauses (e) and (f) matt be included in the period of
restriction for calculating payments.

Availability

No payment will be made to an officer for any pdrin which the officer does not remain
contactable or at the required degree of readitoggerform extra duty.

Duty payment

()  duty not at work — where an officer who has been restricted isirequo perform
duty, but is not required to be recalled to worltydpayment will be made for duty
worked, subject to a one hour minimum payment.

(i) duty at work — where an officer who has been restricted isllegt@o duty at a place
of work, payment will be made subject to a four hminimum payment.

(i) duty on more than one occasior where an officer is required to perform duty on
more than one occasion, the minimum payment pravisof paragraph (i) and (ii) of
this subclause will not operate to increase thg gayment beyond that which would
apply had the officer remained on duty from the sw@ncing time of the first duty to
the completion of the subsequent duty.

(iv) calculation — duty payments will be calculated in accordanié subclauses (d), (e)
and (f) of Clause 24. Where an officer's salangliding allowances specified in
subclause (g), exceeds CSOF Level 4.M, duty paymdht be calculated by
substituting CSOF Level 4.M for the officer's salar

(v) minimum break between periods of work— an officer who is eligible to receive
duty payment, is entitled to the minimum break smns described in Clause 24(k).

Family responsibilities

Rosters for regular restriction duty should be dgwed in consultation with the officers
involved, having regard to issues such as familgpoasibilities and individual
circumstances.
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28.

SHIFT DUTY

(a) The provisions of this clause shall not apply tiicefs whose hours of attendance cannot be
definitely determined, such as officers whose dutiemprise caretaking work, or to such
other special categories of staff as may be deteyunby CSIRO.

(b) Penalty rate for shift duty — the following shift duty payments apply to aficgr who is
rostered to perform and performs ordinary dutyhim fiollowing circumstances:

Type of shift duty Penalty Rate
Duty, including duty on an alternating or rotatstgft, any part of 15%
which regularly falls between the hours of 6 p.nd & a.m.

Monday to Friday

Duty on a shift falling wholly within the hours 6fp.m. and 8 a.m 30%
Monday to Friday over a continuous period exceetiog weeks

Duty between midnight on Friday and midnight onuSday 50%
Duty on Sunday 100%
Duty on a public holiday 150%

(© The additional payment prescribed in this clausall gt be taken into account in the
calculation of overtime or in the determinationafy allowance based upon salary, nor
shall it be made with respect to any shift for ihany other form of penalty payment is
made.

(d) Where an officer to whom this subclause appliefopers overtime duty on a Saturday, the
officer shall be paid an additional 100% of ordneates of pay, provided that in the case of
a Saturday overtime attendance not continuous evidimary duty, the payment so resulting
shall be subject to the minimum overtime paymenvisions of Clause 24(h).

(e) Additional payment for ordinary duty prescribedtims clause will be made in respect of
any such duty which an officer would have perforrhad the officer not been on recreation
leave.

4) Enhanced responsibilities allowance shall be remhrds salary for the purpose of
calculating shift duty payments.

(9) Where, in a cycle of shifts on a regular rosterpHiter is required to perform rostered duty
on each of the days of the week the officer slaltespect of a holiday which occurs on a
day on which the officer is rostered off duty, barged, if practicable, within one month
after the holiday, a day's leave in lieu of thaliday. If it is not practicable to grant such a
day's leave, the officer shall be paid for one aathe ordinary rate of pay in lieu of time off
duty.
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29.

(@)

(b)

(c)

(d)

(e)

(f)

30.

(@)

(b)

(c)

(d)

(e)

DIVING ALLOWANCE

The provisions of this clause shall apply to offscemployed by CSIRO who undertake
diving in the course of their duties.

CSIRO shall provide and maintain all equipment usgdfficers undertaking diving in the
course of their duties, unless there is a mutuadeagent otherwise.

CSIRO shall provide all training necessary to namskills to a level consistent with safe
practice for divers.

CSIRO shall reimburse any costs associated witistratjon or other statutory requirements
for divers.

CSIRO shall maintain diving procedures which confomwith applicable statutory
requirements. These procedures shall use any saghrements as a minimum standard,
and when being formulated shall be set in consaftatith officers and where they choose,
their representatives.

Diving allowance shall be paid using the followiiogmula after each application:

N CSOF3.MAnnualSalary
31s

15%

x 1.2x numberof daysdiving

FIELD WORK

“Field work” means working away from an office aablratory, out in the open and
generally in rural or remote areas, conducting owgmiland-based activities. It often
involves working long and/or irregular hours.

Officers required to perform field work will be pided with adequate equipment and
supplies to undertake the work, including occupetidiealth and safety compliant suitable
protective clothing and footwear, camping, firet and communications equipment.

Officers will be expected to utilise commercial aecgnodation where it is available and is
within reasonable commuting distance of the fiélel. s

Expense reimbursement arrangements will apply whezdit card facilities are available
and also where the field work does not involve e@roight stay.

Where fieldwork requires overnight absence from @and credit card facilities are not

available, officers including casual officers mag Ipaid, in advance, for estimated
reasonable expenses, including incidental expelifsggey are able to purchase meals, this
advance will include a component for meals of $84& each full day spent away from

their usual place of work. A full day is one tlextends from before 7 a.m. until after 7 p.m.
The meal component for part days will be determiaedording to the meal periods that
occur during that part day as follows:

6 a.m. to 7 a.m. — breakfast $20.65
12 p.m. to 1 p.m. —lunch $23.60

6 p.m. to 7 p.m. — dinner $40.65
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(f)

31.

These allowances will be adjusted to reflect thetfalian Taxation Office determined rate
of meal allowance published annually in July.

(i)

(ii)

Officers who are not able to purchase meald| be provided with the necessary
supplies to allow them to prepare their meals atfibld site. Where supplies are not
provided, the advance will include an allowanceb42.50 for each 24 hours and part
thereof, spent away from their home base, to meetcbsts of stores purchased for
food preparation at the camp site and meals congwaeng travel to and from the
field site.

Officers who are required to camp at thedislte, or who are provided accommodation
lacking basic facilities (e.g. hot water, electyicind kitchen), will be paid a “canvas”
allowance of $68.95 per night spent in the camp.

These allowances will increase (rounded to theastdive cents) by 3.5% on 5 July
2012 and 3.5% on 4 July 2013.

The minor expense payment of $15 per day is noalgayfor days covered by an advance
payment received by an officer in accordance withctause (e) of this clause.

REMOTE LOCALITIES CONDITIONS

The provisions in this clause apply to officerstistaed at certain localities in recognition of
particular disadvantages associated with geograpbiiation.

(a) The Accessibility/Remoteness Index of Australia (AR compiled by the Australian
Government Department of Health and Ageing, is lthsis on which CSIRO sites are
assessed to determine eligibility for the speaialditions conferred by this clause.

(b) According to the ARIA index, current CSIRO sitesatthattract the district allowances
specified in subclause (c) are:

ARIA Category ARIA Score Locality

Very Remote 9.09-12.0 Murchison

Remote 5.81-9.08 Alice Springs
Modere_ltely 3.51 — 5.80 Atherton, Narrabri, Ayr,
accessible Mossman

(©) (i) A district allowance will be payable to officestationed at the localities specified in

subclause (b). Part-time officers receive a pra patyment based on the proportion of
full-time hours worked. The allowance will be irased in accordance with the
salary increases afforded by this Agreement. Tdlleviing allowances include a
component for leave related air fares:
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(d)

Officers without dependants

As at the first
pay period after

ARIA Category the date of As at 5 July 2012 As at 4 July 2013
operation of the
Agreement
Very Remote $3291 p.a $3406 p.a. $3525 p.a.
Remote $2920 p.a, $3022 p.a. $3128 p.a.
Moderately accessible $1367 p.a. $1415 p.a. $1465 p

(if)
(iii)

For officers with dependants, the rate is deubat of officers without dependants.
Officers in Atherton and Alice Springs:

Officers who have more than one dependant wilkirer an additional payment for
the second and for each subsequent dependantaiéhefrpayment shall be $500 at
Atherton and $800 at Alice Springs. This paymeninidieu of airfares previously

received.

For the purposes of subclause (c),

(i)

(ii)

a member of the officer's family unit will be codsred to be a dependant if they
normally reside with the officer at the localitydathe officer indicates (in writing)
that the person is receiving income less than thdt aninimum wage and the person
is:

e a partner;

e a student who is under 25 years and is a full-tifuelent at school, college or
university;

< a child who is under 16 years and is not a studecityding an officer's partner’'s
child, an adopted child, a foster child, a stepdcbr a ward;

e a child-housekeeper: an officer’s child or partaeshild of any age who works
full-time keeping house for the officer;

< an invalid relative who is 16 years of age or caed receives a disability support
pension or a special needs disability support pensi rehabilitation allowance,
or has a certificate of invalidity from a medicatagtitioner, recognised by
Medicare certifying continuing inability to workr o

< an officer's parent or partner’s parent.

Except as provided in subclause (c)(iii), the maximamount payable to a family
unit is the equivalent of one “with dependantsbaihnce. Hence, if another member
of the family unit is receiving an allowance whiobcognises that dependants are
being supported, the CSIRO officer will be paidyotiie difference, if any, between
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the relevant “with dependants” rate and the amaaneived by that other family
member.

(e) Officers previously entitled to receive leave rethtir fares will retain any unused air fare
entitlements that had accrued prior to 13 Nover2065.

() Officers stationed at the localities specified ubdause (b), are entitled to an additional
two days recreation leave per annum, which willFaecon a pro rata basis for incomplete
years or where officers are temporarily transferteda relevant locality for a period
exceeding one month.

(9) ()  Transitional Payments:

» apply to officers located at Darwin and Townsvilllao are currently receiving
remote localities allowance;

» will not continue beyond an officer's employmentta¢ current locality;

» are subject to staff in receipt of the “with depani$” rate continuing to satisfy
the criteria in subclause (d).

(i) Officers entitled to transitional payments lWwileceive a non indexed allowance
reflecting the value of district allowance and aiefs prior to this Agreement:

Townsville

The value of the non indexed allowance will be:

Single rate $1100 p.a.

Dependents rate $1200 p.a. plus $500 p.a. forffleemoand each dependant.
Darwin

The value of the non indexed allowance will be:

Single rate $3370 p.a.

Dependents rate $2880 p.a. plus $1800 p.a. farffleer and each dependant.

32. AAHL SPECIFIC CONDITIONS

Definitions

“AAHL " - means the CSIRO Business Unit of Livestock ktdes, Australian Animal
Health Laboratory, Geelong;

“secure area”’includes specific pathogen free area; and
“day” includes any part or parts of a single day.
(@) An officer employed at the Australian Animal Healthboratory, Geelong, shall be paid a

“site allowance” at the rate specified in paragrégiii) of this clause in recognition of the
limitations placed upon officers at this site ifat®n to the keeping of animals.
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(b)

(c)

(d)

(e)

(f)
(@)

A “secure allowance” at the rate specified in paapd (g)(ii) of this clause shall be paid to
officers required to work within the secure areattod laboratory in recognition of the
limitations regarding contact with certain animaigl the places such animals are kept and
the unique features associated with work in theurge@rea. This allowance shall be
determined according to the number of days in ttewipus 12 months on which CSIRO
required the officer to enter the secure area®fthstralian Animal Health Laboratory.

Site allowance and secure allowance will increaskne with, and from the same date of

effect, as movements in CSIRO’s general salaryctira. Automated card readers on the
secure side of the shower areas shall be useaddodrentry to establish the officer’'s level

of entitlement for secure allowance and disabikigve. The secure allowance entitlement
shall be calculated annually as at 30 June andipdfte second pay period following. The

site allowance shall be paid fortnightly.

In recognition of the significant lifestyle restimns placed on officers who work in the
secure area, those officers shall have access tblLARisability Leave (AAHLDL)
entitlements as specified in paragraph (g)(iiijfo$ clause.

The accounting period for the purpose of calcutpAHLDL entitlement shall be from
1 July to 30 June the following year. Accrual $H@ on a continuing basis from the
commencement of the accounting period. Leave txathiall be available from the end of
the calendar month in which they accrue.

AAHLDL shall be credited as additional recreatieave.

Allowances and Disability Leave

()  AAHL Site Allowance:

As at the T' pay
period after the
date of operation | ASat5July2012 | Asat4 July 2013
of Agreement
AAHL Site
Allowance $763 pa. $790 p.a. $818 p.a.

(i)  AAHL Secure Allowance :

As at the ' pay

Number of Days*
in secure area

period after the
date of operation
of Agreement

As at 5 July 2012

As at 4 July 2013

5-40 $129.22 p.a. $133.74 p.a. $138.42 p.a.
41 - 80 $387.62 p.a. $401.19 p.a. $415.23 p.a
81+ $813.87 p.a. $842.36 p.a. $871.84 p.a.
*Day includes part or any parts of a single day.
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(iii) Disability Leave will accrue as follows:

Number of Days* in

Disability leave
secure area

5-40 0
41 -80 1
81+ 5

*Day includes part or any parts of a single day.

33. TRAVEL

(a) Official travel should be at no personal exgeasmonetary gain to staff, and should apply
equitably and consistently throughout CSIRO. CSIDmeet the costs of all reasonable
expenses incurred in undertaking official travel.

(b) CSIRO credit cards are the normal means of imgdtavel costs and will be issued to
travellers on an as needs basis. Where a creditisgprovided, it is expected that all
significant travel related costs such as airfasegommodation, meals, taxis and parking
station fees will be met using a credit card.

(c) Where a staff member has not been provided avl@i5IRO credit card they shall have costs
paid in advance where possible and may be provid#ld an advance representing
estimated costs. Such an advance must be recdatitee end of the trip.

(d) Minor expense payment

To address the inconvenience involved in processiimpr "out-of-pocket” expenses, a
fixed payment of $15 for each 24 hour period isilabée for domestic travel. The rate for
international travel is twice the domestic rate.

The payment is designed to cover minor expensds asitolls, street parking, minor fares,
family-related telephone calls and items of a peatmature required by virtue of being
away from home. It is not intended to cover maigals, accommodation, taxis or other
major expenses.

When the minor expense payment is claimed, no atlaéms for “out of pocket” expenses
can be made except in respect to actual costs dixcethe value of the minor expense
payment. In these instances receipts or justifinanust be provided.

(e) Travel time

Business related travel within the bandwidth isardgd as "time on duty" for the purpose of
formal and informal flexible attendance arrangermment Where, prior to travel being
undertaken, a manager agrees that it is neceswaay fofficer to undertake business related
travel within Australia outside the bandwidth, tiree spent travelling will be also regarded
as “time on duty".
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() Clothing

CSIRO may at its discretion reimburse staff forengtiture on the purchase and/or rental of
clothing that is needed because of a requiremepetform duty away from their normal
place of work, in a different climatic zone. Staffly submit a claim for clothing, based on
reimbursement of reasonable expenses once in gagrPperiod.

(9) Motor Vehicle Allowances

Approval may be given for officers to use theirvate transport for official purposes in
situations where it is more efficient and/or lespansive for the Organisation. Where
approved, the officer owning the vehicle shall lmenpensated by way of a per kilometre
allowance in accordance with the following table.

Rate Engine Capacity Engine Capacity Rate of
(non-rotary) (rotary) Allowance
cents per
kilometre
A 2 601 cc 1301 cc 75
(2.601 litres) and over (1.301 litre) and over
B 1601 — 2 600 cc 801 — 1 300 cc 74
(1.601 litre — 2.6 litre) (0.801 litre — 1.3 litre)
C 1 600 cc 800 cc 63
(1.6 litre)or less (0.8 litre) or less

These allowances will be adjusted to reflect thestfalian Taxation Office determined
rates.
(h) Transporting other staff or equipment

Where an officer who is entitled to receive Motoehitle Allowance is required to
transport:

» another person/s whose fares would otherwise béyneSIRO; or
* equipment weighing not less than 100 kilograms Wiaie the property of CSIRO;

the officer is entitled to a payment Bate [A] listed at subclause (g) in addition to the
normal Motor Vehicle Allowance, for the period chgiwhich these additional conditions

apply.

® Reimbursement of higher vehicle insurance and redisation costs

Where, as a consequence of the official use obtheer's private motor vehicle, the officer
is required to pay additional vehicle insurancenpuens or vehicle registration costs, the
officer is entitled to reimbursement of an amourgua to the additional costs.

CSIRO Enterprise Agreement 2011 — 2014 PAGE 25



34. EXCESS TRAVELLING TIME
(a) For the purposes of this clause the term “usuaeptd work” shall mean:
(i) for officers who are required ordinarily to workydlay day at the same fixed place of
work — the place so fixed by CSIRO; and
(i) for officers whose place of work is variable wittd@rspecified district — a place within
that district fixed by CSIRO.
(b) An officer in receipt of a salary in excess of s@ary applying to CSOF Level 2.M per
annum shall not be entitled to payment for excessetling time.
(© Payment will be made for time necessarily spetitawelling, exclusive of overtime duty, in
excess of:
() the officer's ordinary hours of attendance fordhg; and
(i) the time necessarily spent travelling to and from éfficer's usual place of residence
and the officer's usual place of work;
provided that in the case of officers specifiegutclause (a)(ii), a minimum time of
20 minutes each way shall apply.
(d) Payment will be made at the following rates:
() ordinary rates of pay on Mondays to Saturdays; and
(i) time and a half rates on Sundays and public hatiday
(e) Payment shall not be made unless the excess tioeeds:
()  one half hour in any one day; or
(i) two and one half hours in any fortnightly ppgriod, in the case of an officer whose
ordinary hours of attendance are confined to fiagsdf the week; or
(iii) three hours in any fortnightly pay period, the case of an officer who performs
rostered ordinary duty on six days of the week;
nor shall payment be made for more than five houesy one day.
35. SUPPORTED WAGE SYSTEM
(a) Officers covered by this clause are those unablpeidorm the range of duties to the
competence level required at the classificatiorll@pplicable to the work because of the
effects of a disability on their productive capg@nhd who meet the impairment criteria test
for a Disability Support Pension.
(b) Definitions
“Approved assessdrmeans a person accredited by the managemenestaiblished by the
Commonwealth under the supported wage system forpeassessments of an individual's
productive capacity within the supported wage syste
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(€)

(d)

“Assessment instrumerit means the tool provided under the supported v&gtem that
records the assessment of the productive capatityeoperson to be employed under the
supported wage system.

“Disability support pension’ means the Commonwealth pension scheme to pranatene
security for persons with a disability as provided under theSocial Security Act991, as
amended from time to time, or any successor tostiaeme.

“Supported wage systefffSWS) means the Commonwealth Government system to
promote employment for people who cannot work #t Agreement wages because of a
disability, as documented in Supported Wage Systandbook. The Handbook is available
from the following website: www.jobaccess.gov.au.

“‘SWS wage assessment agreementheans the document in the form required by the
Department of Education, Employment and Workplacelatons that records the
employee’s productive capacity and agreed wage rate

This clause does not apply to:

. Officers with a claim against CSIRO which is subjex the provisions of workers'
compensation legislation or any provision of thigrdement relating to the
rehabilitation of officers who are injured in theucse of their employment.

. CSIRO in respect of any facility, programme, undkirig, service or the like which
receives funding under thHgisability Services Acl986 and fulfils the dual role of
service provider and sheltered employer to peojile esabilities who are in receipt
of or are eligible for a disability support pensioexcept with respect to an
organisational unit which has received recognitioder s.10 or s.12 of that Act.

Supported wage rates

Officers to whom this clause applies will be pdid tapplicable percentage of the minimum
rate of pay prescribed by this Agreement for tressification level applicable to the work
being performed, according to the following schedul

Assessed capacity % of prescribed Agreement rate
10% 10%
20% 20%
30% 30%
40% 40%
50% 50%
60% 60%
70% 70%
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(e)

(f)

@

(h)

@)

Assessed capacity % of prescribed Agreement rate

80% 80%

90% 90%

Provided that the minimum amount payable to arceffto whom this clause applies is not
less than $71.0per week.

Where an officers’ assessed capacity is 10%, thest meceive a high degree of assistance
and support.

Assessment of capacity

For the purpose of establishing the applicable graege in subclause (d), the productive
capacity of the officer will be assessed in accocgawith the SWS by an approved
assessor, having consulted CSIRO and the officdr dirthe officer so desires, a union
which the employee is eligible to join.

All assessments made under this schedule mustdwdmted in an SWS wage assessment
agreement, and retained by CSIRO as a time andswagerd in accordance with tRair
Work Act 2009

Lodgement of SWS assessment agreement

All SWS wage assessment agreements under thiseglimatuding the applicable percentage
of the Agreement wage to be paid to the officersinte lodged by CSIRO with Fair Work
Australia.

All SWS wage assessment agreements must be agréesibaed by the officer and CSIRO.
Review of assessment

The assessment of the applicable percentage sheusdibject to annual or more frequent
review on the basis of a reasonable request fdr aueview. The process of review must be
in accordance with the procedures for assessinacagpunder the SWS.

Other terms and conditions of employment

Officers covered by the provisions of this clausié tae entitled to the same terms and
conditions of employment as all other workers cedeby this Agreement, paid at the
applicable percentage determined under subclajse (d

Workplace adjustment

CSIRO must take reasonable steps to make changéseimvorkplace to enhance the
officer's capacity to do the job. Changes may imeake-design of job duties, working time
arrangements and work organisation in consultatibim other workers in the area.

Trial period

In order for an adequate assessment of the offie@pacity to be made, CSIRO may
employ a person under the provisions of this cldase trial period not exceeding twelve
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weeks, except that in some cases additional wojlstadent time (not exceeding four
weeks) may be needed. During that trial period &élssessment of capacity will be
undertaken and the applicable percentage of theeehgent wage rate for a continuing
employment relationship will be determined.

The minimum amount payable to the officer during thal period must be no less than
$71.00 per week.

Work trials should include induction or trainingaspropriate to the job being trialled.

Where CSIRO and the officer wish to establish atiooing employment relationship
following the completion of the trial period, a flner contract of employment will be
entered into based on the outcome of assessmeeat smioclause (e).

PART D. CAREER DEVELOPMENT, PERFORMANCE AND
REWARDS

36. PERFORMANCE CULTURE

CSIRO will foster an environment in which exemplatandards of performance and behaviour of
individuals and teams are recognised and rewardexligh consistently applied and transparent
processes.

37. ANNUAL PERFORMANCE AGREEMENT

Note: For the purposes of this clause, ‘representataseludes union officials.

(a) The Annual Performance Agreement (APA) cyclevigtes a framework for performance
management, which facilitates effective communaatf work requirements, alignment of
corporate and individual goals, performance impnoset, training and development
requirements. The APA also provides information emidence for performance and
development steps, performance rewards and pronsotidhe APA cycle is a 12-month
period from July to June inclusive.

(b) CSIRO recognises the right of staff to haveléeague officer or a representative present at
meetings with a supervisor or manager relatindgnéoAPA process to assist in the resolution
of any issues.

(© Obligations to participate

It is a requirement of employment in CSIRO thatddficers (excluding casuals and those
employed for less than three months) participatthénAPA process. Officers who, given
reasonable opportunity, fail to complete the APAgass within the required timeframes,
namely:

» Review (Stage 3) by 31 August; and

» Obijective Setting (Stage 1) for the following yégr30 September,

will not be eligible for performance rewards.
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(d)

(e)

(f)

It is a requirement of managers in CSIRO to endhet eligible officers under their
supervision participate in the APA process. Mamageho fail to make every effort to
ensure eligible officers participate in the APA @gss within the required timeframes, will
not be eligible for performance rewards.

Work Obijectives and Performance indicators

Work objectives and performance indicators areliBed through discussion between an
officer and their manager. The agreed work objestishould be appropriate for the
classification level, consistent with the Work Gifisation Standards and incorporate
appropriate organisational behaviours.

Where officers also have roles which have a cotpocéizenship focus such as, but not
limited to, Health and Safety Representatives,tiid Officers, Representatives, Equity

and Diversity Officers or Fire Wardens, these dusiad responsibilities shall be recognised
in the APA process and adequate time and resoprogiled to fulfil these roles.

If there is disagreement between a staff memberthed manager on any aspect of the
APA, including the final evaluation, the next-levelanager should be called upon to
consider the issue. If agreement cannot be reabtblbmving the next-level manager's

review, the matter may be referred to the nextdridbvel manager. Within Business Units
the matter can continue to be elevated until ichea the Business Unit Leader, who will
make the final decision.

Performance and Development Steps

Advancement to a higher performance and developratap, where available, will be
approved where the staff member has participatethéhsatisfied the requirements of their
APA within the required timeframe.

Officers who do not satisfy these requirements rave eligible for salary advancement
within their CSOF level.

Performance and Development Steps Appeals

Initially staff members should discuss any concexrinsut their performance appraisal with
their supervisor and/or next-level manager in &napt to resolve the matter.

Staff who have participated in the APA process hade been denied advancement to the
next performance and development step within tI@®OF Level may appeal to the
Business Unit Leader for a reconsideration of thatision. There is no appeal against the
following decisions:

e Denial of advancement by two or more performanckdevelopment steps;
» Denial of performance and development steps regultom disciplinary actions.

Any appeal must be lodged within 10 working dayshaf officer being notified that they
have not received a performance and developmemt ste

The appeal process shall observe the principlegtifral justice and the officer will have
the opportunity to provide information to the Buess Unit Leader for consideration.
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38.

(@)

(b)

(c)

39.

(@)

(b)

(c)

(d)

The decision by the Business Unit Leader to eitbhphold the appeal and grant a
performance and development step, or to refusagheal and confirm the original decision
is final. The decision, and the reason for thegiea, will be confirmed to the officer in
writing.

CAREER MANAGEMENT, LEARNING AND DEVELOPMENT

CSIRO is committed to continuous learning tppmurt our staff to reach their full potential
and to enable CSIRO to successfully deliver ouatsgry. The parties to the Agreement
believe that all officers should have the oppotyurido participate in relevant learning,
development, and training activities aimed at imprg individual and team performance,
skills and knowledge, and the effectiveness of @5IR

All officers will have the opportunity to pacipate in at least five days learning,
development and/or training each Annual Performakgreement (APA) cycle exclusive of
travel. The activity must be aligned with businass individual needs and reflected in the
APA or an agreed development plan. This indictteamutual responsibility of the officer,
their line manager and CSIRO. It is recognised ¢hiarge number of CSIRO officers will
exceed this minimum.

Learning, development and training activitid®owd lead to the development of skills
and/or knowledge and may include formal program esrtference participation and on the
job assignments (including but not limited to, arl@ng, webinars, networking, shadowing,
coaching and/or mentoring and participating in camities of practice).

REWARD ASSESSMENT PROCEDURES

Note: For the purposes of this clause, ‘representataseludes union officials.

Cases for accelerated advancement within a CSOE€l Lgromotions and performance cash
rewards will be considered by the Reward Review @dtees established within business
units.

The Business Unit should, where practicable, inelad its Reward Review Committee one
of its representatives and/or a relevant officenfranother Business Unit.

CSIRO shall provide to unsuccessful candidatesdoelerated advancement and promotion
constructive feedback and advice. This advice rbasprovided in writing if requested by
the candidate.

A list of all officers who receive accelerated agde@ment, promotions and performance
cash rewards and the reasons for such reward)evublished within the Business Unit.
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40.

@)

(b)

(©)

(d)

(e)

(f)

MERIT PROMOTION

Merit promotion to a higher CSOF level shall be rappd where, through the Rewards
Assessment Procedures (see Clause 39), CSIRO dsterthat:

. An officer has a sustained record of achievemeat ttiearly demonstrates the
requirements defined for the next CSOF level inrgdevant Functional Area Work
Classification Standards; and

. CSIRO requires the role to be performed at thedri¢dwvel for the foreseeable future.

Since officers will develop their roles and compeies at different rates, depending on
their personal potential and the opportunities tirége in the workplace, the period over
which sustained performance can be demonstratéd/avil but would normally be at least
two and will not be less than one full (12 monthgrfprmance cycle. Where the
performance is over a period less than two fullleycthe case must clearly address the
candidate’s capacity to sustain that level of pentnce beyond the period being assessed.

An officer need not be on the maximum performanuw development step of their existing
CSOF level to be promoted.

Where a promotion is denied on the grounds thatdlgeis not “required to be performed at
the higher level for the foreseeable future” th&cef will be advised in writing of the
functions or activities that are no longer requitede performed and the work objectives
set through the APA process will reflect this advic

Reclassification Appeal Process

An officer seeking promotion up to CSOF Level @iy functional area or to CSOF Level
7 or 8 in the Research Science / Engineering oe&teh Consulting functional areas, may
lodge a Formal Reclassification Appeal where:

. The delegate declines to approve a reclassification

. The officer's immediate supervisor declines to sitlthe case for consideration in the
reward review process.

An officer must lodge their appeal within 28 daydaymal notification that the case has
been unsuccessful or advice that it will not bensitied to the reward review committee.

Informal Resolution

Where a reward review committee considers thatfeeo has not demonstrated a sustained
record of achievement at the higher CSOF level @nodnotion is denied, CSIRO and the
officer may agree to an informal reconsideratiomhef decision, which will include:

. A review of the decision by a Senior Manager agtaetoth the officer and CSIRO;
and

. A focus on a timely and expeditious review, witlk thbjective of resolving the matter
within 14 days.

The informal review process will not preclude aricgfr or CSIRO from invoking the
formal appeal process referred to at (g) of thésisé, prior to the conclusion of the informal
review.
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(9)

4].

(@)

(b)

(c)

Formal Reclassification Appeal Process

Formal appeals will be considered by a reclasgitioaappeal committee which will provide
a report and recommendations to the Business Usdtdér. The officer will have the
opportunity to address the Committee.

The Business Unit Leader shall review the reporthey Committee, make a decision, and
inform the parties in writing within 14 days of eiging the report from the appeal
committee.

APPOINTMENT, MERIT PROMOTION AND ADVANCEMENT —
CSOF LEVEL 7 AND ABOVE

An officer’s classification is not linked todlofficer’s tenure. Classification at CSOF Level
7 and above (all functional areas) on appointmer@3$IRO or following merit promotion,
is held on an ongoing basis (as it is for lower ES€&vels), but at CSOF Level 7 and above
is subject to five yearly performance reviews candd by a CSIRO Review Panel. In
relation to a specified term officer, the five ygeariod will commence on appointment or
reappointment. This paragraph does not operatextend a specified term officer's
employment beyond the end of the term for whicly e employed.

Merit Promotion to, and advancement within CSOF Leel 7 and CSOF Level 8

Merit Promotion to CSOF Level 7 or CSOF Level 8uiegs a reclassification case in
accordance with Clauses 39 and 40.

Advancement through performance and developmenis steithin CSOF Level 7 is
dependent on the officer satisfactorily meeting werk objectives agreed in the officer’s
Annual Performance Agreement (see Clause 37).

Advancement from CSOF Level 8.1 to CSOF Level 8Quires a reasoned case justifying
advancement.

Advancement beyond CSOF Level 8.2 requires a raifilzestion case satisfying the senior
promotion guidelines.

5 yearly performance reviews for officers at CSOF kvel 7 and CSOF Level 8

The review will assess the staff member’s perforreaagainst the Classification Level
Descriptors in Schedule 6, as expanded in CSIRO&KWIlassification Standards and
related documentation, using a reasoned case wieitztils the officer's achievements and
performance since advancement or appointment soleélel or since the last review. The
officer's Business Unit will be represented on tReview Panel, with the remaining
members being external to the Business Unit comckrn

As a result of this initial assessment, the Parat:m
) Approve continuation at the existing level,
(i) Recommend consideration of promotion to a kiglevel; or

(i)  Recommend consideration of reversion.
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(d)

(e)

(f)

(9)

42.
(a)

(b)

Continuation at the existing level

Continuation at CSOF Level 7 or CSOF Level 8 wilk dependent on the officer
demonstrating the required level of performanceti@r classification concerned and in all
functional areas, other than Research Scientistd®es Engineering and Research
Consulting, a management requirement for the workdntinue to be performed at the
higher level.

Recommendation for consideration of merit promotionto a higher level

The Review Panel can make a recommendation thasealwe prepared for merit promotion
to a higher level. In this case, CSIRO’s norneallassification processes will apply (see
Clauses 39 and 40).

Recommend consideration of reversion

Where the Review Panel determines that, on balarcefficer's performance during the
period under review, was below the required stathddue officer will be informed of this
finding and will be given 28 days in which to prdeithe Review Panel with a more detailed
submission in support of retention at the higheele The Review Panel may grant an
extension beyond 28 days in exceptional circumgsnsuch as an extended absence from
the workplace.

The officer will be given the opportunity to addsethe Review Panel in relation to the
submission. In assessing the officer's submisdioe Review Panel may seek clarification
and evidence through further consultation and disicen with the officer concerned and the
officer’s line managers.

If, after further consideration the Review Pandkdmines that reversion is the appropriate
course of action, the officer will be notified inriting of the Review Panel’'s final
determination.

Reversion

Reversion will take effect 14 days from the datevdnich the officer is notified of the
Review Panel’s final determination.

The level to which the officer reverts as a resfila five year review will be no lower than
the maximum of the next CSOF level below the offEexisting level.

Nothing in this clause precludes reduction in ditef’s classification level at any time due
to underperformance, incapacity, misconduct or pexenent nor, where applicable, any
appeal rights.

CSOF LEVEL 3 ADVANCEMENT CRITERIA

Advancement beyond step 5 within CSOF Levehalde referred to as advancement to
CSOF Level 3.E or CSOF Level 3 Enhanced.

In order to advance to CSOF Level 3.E a writtemse must be submitted which
demonstrates performance consistent with the Rote Job Impact statements and the
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(c)

43.

(@)
(b)

(c)

(d)

(e)

(f)

(9)

44.

(@)

competencies detailed in the Work Classificatioangiard for the relevant functional area,
as specified in CSIRO procedures.

Officers may be advanced to CSOF Level 3.E famy step within CSOF Level 3 based on
performance in the preceding APA cycle.

SUPERIOR PERFORMANCE RATING

This reward category applies to officers aaeer plateau.

A Superior Performance Rating means that an offitex career plateau has demonstrated
superior achievement relative to other officerstheir functional area at their current
classification level in the preceding 12 months.il/ithe officer must have significantly
exceeded the objectives for that assessment pedriodping so they have not met the
requirements for reclassification and it is notefk@eable that they would do so for the
subsequent 12 months.

Officers at a career plateau in CSOF Levels 1 10h® receive a Superior Performance
Rating may be awarded a special lump sum paymenluly following the year of
assessment. The amount of the lump sum is eqébtof the officer’'s annual salary.

Officers at a career plateau in CSOF Levels 1 twl8 receive a Superior Performance
Rating and who do not receive a lump sum, will kec@d on the premium step for their
Level (a premium step will have the value of 1078the annual rate at the career plateau).
Placement on a premium step will be approved fofo2thights. At the end of that period,
the officer will return to the salary point heldqrto the award of the Superior Performance
Rating.

Officers who have received a Superior PerformaretinB are not precluded from receiving
one in subsequent years, providing they againfgdlie criteria.

The Superior Performance Rating applies only ticef§ at a career “plateau”. It is not a
substitute for promotion.

Officers will be accepted as being at a careeeplavhere:
. they have been at the maximum of their Level (idig 3.5, in the case of Level 3;
and 8.2 and 8.3, in the case of Level 8) for twargeprior to the year in which the

reward is to be paid; and

. reclassification (or advancement to CSOF3.E) is notrently appropriate or
foreseeable in the subsequent 12 month period.

The names of officers who receive a Superior Perémce Rating will be publicised within

their Business Units in line with announcements uab@romotions, accelerated
advancement and Performance Cash Rewards in accerdath Clause 39(d).

PERFORMANCE CASH REWARDS

Performance Cash Rewards may be applied to teanwelsas to individuals. Team
rewards should be fairly distributed amongst teaemimers according to their contribution.
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(b)

(©)

(d)

(e)
(f)

45.

(@

(b)

(©)

(d)

(e)
(f)

Performance Cash Rewards will be available whemreths a case for rewarding
performance but where accelerated advancemengssifitation or other reward options
are not appropriate. Performance Cash Rewardsi@réo substitute for other rewards
where the necessary eligibility criteria have bsatisfied.

Officers may be nominated for a Performance CashkaRe by colleagues, supervisors or
senior managers.

A Reward Review Committee will consider reward noations, including the amount and
distribution within teams, and make recommendattortbe Delegate.

The maximum Performance Cash Reward payable téfieeras $20,000 per annum.

Successful cases will be published in accordante @lause 39(d).

NON-CASH RECOGNITION REWARDS

These rewards may be given to individuals or tetonsark praiseworthy effort or long
service where other rewards are not appropriate.

These rewards are separate from normal salarylbvdeace payments made to officers for
their work, and are not a substitute for such payme

Officers may be nominated for a Recognition Rewaydolleagues, supervisors or senior
managers, at any time.

A Recognition Reward could be:

() Financial support for secondments, conference @ddtere or career advancement
training that would not normally have been avaiatol or expected by the recipients.

(i) Support for teams in a form that promotes cohesiod morale (for example,
additional financial support to meet the cost déam dinner, a team conference or
retreat, a special item of equipment, or partictéam research activities).

(iiiy Benefits selected to mark or celebrate an actiavent, for example:

. Gifts — books, software, small IT hardware or eieat items, tools, telephone
or other equipment, briefcases or travel goodsiostary;

. services — subscriptions to professional societieggroups or for internet
services;

. entertainment — theatre or dinner for the recipéam/or their families;

. travel — contribution to family fares and accommgata including in
connection with professional or career development.

Any tax in relation to a Non-cash Recognition Redwaill be paid by CSIRO.

A Non-cash Recognition Reward cannot be convedeaxdsh.
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46. ASSISTANCE WITH STUDIES

(@) Study leave and other forms of assistance reagranted to assist an officer with studies
towards Certificates, Diplomas, Advanced diploniasgrees or higher degrees, as well as
relevant short courses where the course of studly fise interests of both CSIRO and the
individual officer.

(b) Assistance with studies and the level of assist approved is at the discretion of the
Delegate and may include:

. reimbursement or payment in advance, of partloofahe costs associated with the
approved course of study, including but not limitedcourse costs, enrolment and
administration fees, tuition and examination féegks and materials;

. study leave with pay, up to an average of five bqer week to attend formal classes
and examinations;

. up to three hours per week for travel.

(© Additional Study Leave with pay of up to threeurs a week may be granted where
attendance at formal classes exceeds five houeel or where travel takes more than three
hours a week during working hours.

(d) Where the period of Study Leave granted is tkag the average of five hours a week, the
Delegate may approve the difference as a leavetonddch may be used to meet the
requirements of external studies/distance educationrses, attendance at prescribed
examinations and field trips and preparation oprided assignments and theses.

(e) Study leave without pay may be also granteds Téave will count as service for all
purposes, except recreation leave, provided tleabtficer resumes duty after the period of
leave.

() Study leave for part-time staff is granted opra-rata basis.

PART E. STAFF PARTICIPATION

47. MANAGEMENT ACCOUNTABILITY

The parties to this Agreement recognise that traityuof management decisions impacts upon the
achievement of CSIRO'’s strategic goals and hagréfigiant bearing on the quality of the working
life of staff. CSIRO is committed to creating anvigEonment where innovation thrives and everyone
is valued and treated fairly and with respect. RE3managers will support the principles of:

* Openness — a free flow of information relevanti® well-being of staff;

» Transparency — encouraging staff input, providilegiG reasoned justification for decisions
to affected officers, and providing feedback on hasws are taken into account;

» Fairness — treating staff equitably and with respmed

» Consistency — showing no favouritism in decisiorkimg.
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48. BUREAUCRACY

The parties to this Agreement recognise:

(@) that appropriate accountability processes tdlip sector governance (the way CSIRO is
directed and controlled) are required; and

(b) CSIRO’s intent to efficiently administer theganisation’s governance and operational
arrangements.

Opportunities for bureaucracy reduction, includingpugh staff participation will be considered by
CSIRO Consultative Council.

49. SUPPORTING INNOVATION AND CREATIVITY

The parties to this Agreement recognise that CS$R@bjectives are largely dependent on the
innovation and creativity of its staff. The CSIRZD11-2015 Strategy provides emphasis on
continuing to build an enhanced culture of innawati CSIRO will report on progress and outcomes
of the strategy through CSIRO Consultative Couaod/or forums with staff.

50. SUSTAINABILITY

(a) The parties to this Agreement recognise thatirtkiolvement of staff including at the local
level is critical in improving the environmental ssainability of CSIRO in the areas of
greenhouse gas emissions, energy, water and waste.

(b) The parties to this Agreement acknowledge Huemhe investment may be required in the
medium term in implementing new sustainability iatitves related investments, noting that
benefits will be realised over a mixture of shargdium and longer term periods.

(© CSIRO will provide opportunities for staff coibutions toward improving the
environmental sustainability of CSIRO’s operatiathgough the implementation of an
Environmental Sustainability Strategy. These oppuoties will include a dedicated email
address, local management teams and site basedhg/@ioups including staff. CSIRO
will report on progress and outcomes of the stsgtércluding activities of management
teams and working groups, through CSIRO Consu#a@iguncil and/or forums with staff.

51. INDIGENOUS EMPLOYMENT STRATEGY

(@) Indigenous Australians have significant contribn§ido make to Australia across cultural,
economic and scientific domains. CSIRO recognibessbcial and economic disadvantage
experienced by Indigenous Australians and is cotenhito helping close the gap between
Indigenous and non-Indigenous Australians.

(b) CSIRO aims to increase employment of Indigendusstralians within its workforce
through the development of a range of strategitnpaships with relevant stakeholders and
implementing Indigenous employment strategies witlthe organisations’ workforce
planning.
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52.

OUTSOURCING

The parties to this Agreement recognise that jairsty is of significant concern to many staff and
therefore agree that CSIRO — initiated decisionsutisource activities or functions:

53.

(@)

(b)

(c)

54.

(@)

(b)

will be based on evidence of gains assessed admmastial, efficiency and quality criteria;

will include consideration of whether these gaian alternatively be made through internal
reorganisation; and

will follow prior consultation with any affected ternal clients and officers and where they
choose, their representatives.

COMMERCIALISATION

The parties to this Agreement acknowledge thateffe commercialisation of research and
development outcomes are fundamental to CSIROlsdut

This may involve a range of strategies such as sffén corporatisation, and technological
transfer initiatives. Some of these may presemearadevelopment or career change
opportunities for some officers. In order to faaile staff involvement in commercialisation
activities, affected officers will be provided witimely information about their rights,
entitlements and the conditions that apply, so thay are able to make an informed
decision about whether or not they wish to parétep

Consistent with the commitments in Clause 57, CSiRMDconsult with staff, and where
they choose, their representatives, on any ma#esting their employment or the way
work is to be performed.

Where CSIRO introduces a scheme allowing officeln® \wenerate intellectual property to
share in the benefits of the commercialisation hadt tintellectual property, the affected
officers and where they choose, their represemsitiwill be informed of the details of the
scheme. The details of the scheme and its oparafibbe determined by CSIRO and may
be varied at CSIRO’s discretion. CSIRO will consafifiected staff and where they choose
their representatives, when undertaking subseqeeidws of the scheme. These schemes
will include mechanisms for resolving disputes oregances and therefore will not be
subject to the grievance and dispute proceduresic@d in Schedule 4 and 87 respectively
of this Agreement.

HEALTH AND SAFETY REPRESENTATIVES

CSIRO is committed to providing a safe work envimamt and promoting a more safety
conscious culture. CSIRO has established Health Safdty Management Arrangements
(HSMA) in accordance with th®ccupational Health and Safety Act (199Ihe CSIRO
HSMA operate exclusive to this Agreement. The Aadvles for the selection or election
of Health and Safety Representatives.

Health and Safety Representatives play an importat¢ in facilitating CSIRO’s
commitment. CSIRO recognises this valued roleoyiding:

. reasonable time during normal working hours to utadke the role;

CSIRO Enterprise Agreement 2011 — 2014 PAGE 39



55.

. formal recognition of time spent on this role irithAnnual Performance Agreement;
. essential training and resources; and

. the opportunity, as a member of the Business Unitupational Health and Safety
Committee, to participate in the assessment ofaeleBusiness Unit Awards.

EQUITY AND DIVERSITY OFFICERS

CSIRO recognises this valued role by providing:

56.

@

reasonable time during normal working hours to utadke the role;
formal recognition of time spent on this role ieithAnnual Performance Agreement;

time and encouragement to participate in essettialing to enhance their effectiveness;
and

the opportunity, as a member of the Business Uqgitity and Diversity Committee to
participate in the assessment of Diversity Awards.

MORAL RIGHTS
Background

Australian copyright law provides non-financial MorRights to authors or creators of
copyright works under th€opyright Act 1968.

Moral Rights in relation to a work include:
(i)  aright of attribution of authorship;
(i) aright not to have authorship falsely attributzakl

(i) a right of integrity of authorship (which relatesderogatory treatment of a work that
is prejudicial to the author’s honour or reputajion

The rights of attribution and integrity of authogshare subject to extensive
“reasonableness” tests which are set out in they@gig Act. Moral Rights are personal to
individual authors and cannot be sold or transterréf one author of a work provides a
Moral Rights Consent, the Consent would not applgther authors of that work.

Authors who produce copyright works in the cour§dheir employment may consent to
their employer doing acts which would otherwise&abbreach of their Moral Rights. The
benefit of such Consent may be passed on by thdogerpto third parties. Moral Rights
Consents may be given in respect of particular sddpecific) or works of a particular
description (general) including future works. MoRights Consents must be in writing,
must be informed and are invalid if given underedist
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(b)

S57.

(@)

(b)
(c)

(d)

Moral Rights Consents from CSIRO officers

CSIRO respects the Moral Rights of its officers aedognises their significance for
CSIRO's reputation as well as the reputation obfteers. CSIRO officers recognise that a
number of CSIRO'’s clients require, as a conditibdang business with CSIRO, that they
not be exposed to legal action by CSIRO officerskiceach of the Moral Rights of those
officers and that this will necessitate CSIRO segkiloral Rights Consents, to facilitate
business with those clients. Consequently:

. CSIRO will not invite officers to sign Moral Right€onsents as a matter of
administrative convenience;

. Where any work is covered by a Moral Rights Conselnith extends to a CSIRO
client, CSIRO will use all reasonable endeavoursrisure that the client undertakes
to CSIRO to:

() attribute authorship in scientific papers and re&pao the relevant scientific
author(s);

(i) subject to (i), not falsely attribute authorshiptloé work; and

(i)  not modify the work in such a way as to make itledding or deceptive while
the work is attributed to a CSIRO officer.

. CSIRO will respect the right of an officer not igrsa Moral Rights Consent where it
is offered and will not demote or discipline anicéf on the ground that the officer
did not provide a Moral Rights Consent. Officergeagnise that if they refuse to
provide a Moral Rights Consent, they may not bee dbl work on projects where
Moral Rights Consents are required. In that ev€&IRO will take all practicable
steps to provide suitable alternative work for thofficers.

STAFF PARTICIPATION AND CONSULTATION
57(b) to 57(j) applies if:

0] CSIRO has made a definite decision to introdaceajor change to production,
program, organisation, structure, or technologselation to its enterprise; and

(ii) the change is likely to have a significantesff on officers of the enterprise.
CSIRO must notify the relevant officers of thecision to introduce the major change.

The relevant officers may appoint a represamdbr the purposes of the procedures in this
term.

If:

0] a relevant officer appoints, or relevant offiseappoint, a representative for the
purposes of consultation; and

(ii) the officer or officers advise CSIRO of theeittity of the representative;

CSIRO must recognise the representative.
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(e) As soon as practicable after making its denisSCSIRO must:
® discuss with the relevant officers:
. the introduction of the change; and
. the effect the change is likely to have on theceifs; and
. measures CSIRO is taking to avert or mitigate theeese effect of the change
on the officers; and
(i) for the purposes of the discussion — proviidewriting, to the relevant officers:
. all relevant information about the change includihg nature of the change
proposed; and
. information about the expected effects of the chamythe officers; and
. any other matters likely to affect the officers.

() However, CSIRO is not required to disclose fabential or commercially sensitive
information to the relevant officers.

(9) CSIRO must give prompt and genuine considanato matters raised about the major
change by the relevant officers.

(h) If a term in the Enterprise Agreement proviflasa major change to production, program,
organisation, structure or technology in relatitm the enterprise of CSIRO, the
requirements set out in subclauses (b), (c) andréestaken not to apply.

0] In this term, a major changelikely to have a significant effect on officeii§ it results in:

) the termination of the employment of officeos;

(i) major change to the composition, operatiorsiae of CSIRO’s workforce or to the
skills required of officers; or

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

(iv) the alteration of hours of work; or

(v) the need to retrain officers; or

(vi) the need to relocate officers to another vptake; or

(vii)  the restructuring of jobs.

) In this term,relevantofficersmeans the officers who may be affected by the nejange.

(k) Consistent with subclause 57(a), where CSIR® hade a definite decision to introduce
major change, consultation shall occur before tanthange is introduced.

In all other circumstances, where initiatives omogwsals have implications for the
employment of staff or affect the way work is to ferformed, CSIRO shall consult with
affected officers and their representatives.
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()

(m)

(n)

(0)

Consultation facilitates informed decision maki particularly on matters that affect the
employment of staff and provides officers and thedpresentatives with a genuine
opportunity to influence the decision maker. Itnist joint decision making nor does it
constrain the prerogative of management to makisides.

Consultation can take many forms but regulaetings are encouraged as they provide an
avenue for sharing information, receiving feedbagenerating ideas and resolving
workplace issues in a spirit of cooperation andttrvhere decisions are made following
workplace consultation with staff, feedback will peovided to staff on the broad inputs
considered and the rationale for the decisions made

The parties to the Agreement recognise thatsGitetive Council and other consultative
mechanisms exist to discuss issues that may hgamisation wide impact, including those
that may result in significant strategic or reseuatlocation changes. The following matters
have been identified by the parties as issues tdidmissed in 2011, through Consultative
Council or other consultative mechanisms:

. initiatives to support the psychological health arall being of staff;
. staff and science capabilities at regional sites;

. staff allocation to projects;

. the application of Clause 11 arrangements; and

. employment of trades apprentices.

CSIRO shall provide annually, by 31 Octoberlegear demographic and employment data
covering the following:

. the number of indefinite, specified term and casaffiters by gender; age; non
English speaking background; ATSI background arginmss unit;

. the number of specified term officers by Busines&;UJunctional area; CSOF level
and State;

. the number of part time officers;

. the number of specified term staff cessations bgtle of service;

. the number of commencements and cessations ofinitéefspecified term and

casual officers by functional area and Business;Uni

. the number of market related employment arrangesnentcluding details of
Business Unit, State, functional area and CSOH;leve

. the number of formal appeals and grievances; and
. the number of redundancies by:
0] Business Unit;
(ii) Functional area;
(iii) CSOF level.
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58. FREEDOM OF ASSOCIATION

CSIRO recognises that officers are free to choogein or not join a union. Irrespective of that
choice:

. Officers will not be discriminated against in respef their employment under this
Agreement.

. An individual officer's choice to be representedliviie respected by all parties in the
workplace.

Officers who choose to be members of a union hhegeright to seek advice and assistance from
their union and have their interests representetthdtyunion.

59. PRINCIPLES AND FACILITIES FOR WORKPLACE
DELEGATES

(a) The role of union workplace delegates is todspected and facilitated.
(b) CSIRO and workplace delegates must deal with esher in good faith.

(©) CSIRO shall ensure that union workplace dekgatill have their role and the reasonable
paid time required to perform their role agreed aeadorded as part of their Annual
Performance Agreement (APA) objectives. Wheredhame significant variations to the
time required to undertake this role during therseuof the year, this variation will be
agreed and captured in the APA.

(d) In exercising their rights, workplace delegaa@sl unions will consider operational issues,
CSIRO policies and guidelines and the likely affectthe efficient operation of CSIRO and
the provision of services by the Commonwealth.

(e) In considering a request for any specific ptide meeting by workplace delegates,
consideration will be given to the timing and dioatof the meeting and any likely impact
on CSIRO'’s operations.

() The rights of union workplace delegates inclbde are not limited to:

. the right to be treated fairly and to perform theile as workplace delegates without
any discrimination in their employment;

. recognition by CSIRO that endorsed workplace detegapeak on behalf of their
members in the workplace;

. the right to participate in collective bargaining leehalf of those who they represent,
as per théair Work Act 2009

. the right to reasonable paid time to provide infation to and seek feedback from
employees in the workplace;

. reasonable paid time off to represent union member€SIRO at relevant union
forums;
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. reasonable access to CSIRO facilities for the pepof carrying out work as a
delegate and consulting with workplace colleagues the union, subject to CSIRO
policies and guidelines;

. reasonable paid time to access appropriate trainimgprkplace relations matters to
enhance their effectiveness including through ingiprovided by a union;

. the right to consultation, and access to relevafoirimation about the workplace and
CSIRO; and
. the right to reasonable paid time to representinkerests of members to CSIRO,

including through involvement in working partiespnsultative meetings, dispute
settlement processes and industrial tribunals.

(9) CSIRO will seek to facilitate official union gonunication with employees by means that
include:

. the use of email as a means of communicating wiilbrumembers and employees
who wish to opt-in to receive union communicatiossd other means of information
sharing, including written materials, notice boamlectronic billboards and access to
websites;

. the provision of information about relevant unidas new employees within online
induction materials; and

. group or individual meetings between employeesvenitkplace delegates.

60. FACILITIES FOR REPRESENTATIVES

Note: For the purposes of this clause, ‘representativeans a CSIRO officer and excludes union
officials.

Effective participation requires adequate suppant fepresentatives to fulfil their role of
ascertaining staff views on workplace issues, wewient in dispute settlement processes,
representing staff at consultative meetings andrtag the outcomes of such meetings to the staff
they represent. Accordingly, CSIRO will:

. take into account reasonable time spent on thessati@s when setting and evaluating APA
objectives. Representatives and their supervisboaild agree and record the time to be
made available for the purpose of carrying outesentative activities;

. give representatives access to facilities to sugpese activities; and
. provide time and encourage representatives to ggaate in training to enhance their
effectiveness.

61. COLLEAGUE OFFICER

€) CSIRO recognises the right of staff to haveobleague officer present at meetings with a
supervisor or manager which address matters tlaerdirectly to the officer's employment
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(b)

such as classification, performance (including APdi¥cipline, working relationships and
tenure.

A colleague officer is a CSIRO officer who mat, another officer's request, accompany
that officer to a meeting with a supervisor or ngera The colleague officer is not an
advocate for the officer, but may be consultedhgydfficer for advice or support during the
meeting. The colleague officer may also contriliotdiscussions during the meeting in the
interests of assisting the discussions.

PART F. LEAVE

62. PUBLIC HOLIDAYS
(a) The following days, or any days prescribed underldw of any State or Territory to be
observed in lieu thereof in that State or Territeatyall be observed as holidays by CSIRO
officers:
1 January New Year's Day
26 January Australia Day
Easter (Good) Friday
Easter Monday
25 April Anzac Day
Queens Birthday
25 December Christmas Day
26 December Boxing Day
(b) In addition to the days mentioned above additiatajls or part days will be observed as
local public holidays where these days are declareder State or Territory law and
observed by the whole of the community in that Begbtate or Territory.
(© If under a state or territory law, a day or parng dasubstituted for one of the public holidays
listed above, then the substituted day or partisilye public holiday.
63. DEFENCE LEAVE
(@) Defence Leave may be granted to enable officeengage in full-time defence service, in
defence service training as members of the Deféeserve, and in employment in the
interests of national defence, as follows:
Leave on recruitment or for initial training as a member of the Defence Reserve will be
up to two weeks with pay.
Leave to undertake training as a member of the Defece Reservemay be granted with
pay up to a maximum of 28 calendar days in a yeameencing 1 July and ending 30 June.
PAGE 46 CSIRO Enterprise Agreement 2011 — 2014



(b)

(c)

64.

(@)

(b)

(c)

(d)

(€)

65.

(@)

(b)

Leave other than for training may be granted with or without pay.

Defence Leave counts as service for all purposesptxhat, in the case of employment in
the interests of national defence, only the fir&t rhonths counts for recreation leave
purposes.

Officers who are members of the Defence Reserveatsayapply for recreation leave, long
service leave or flex leave for Defence Reservpmses.

ANNUAL SHUT DOWN

The first working day following the gazetted Chmsis/Boxing Day public holidays, except
where an officer is on leave without pay, long g@rleave or paid maternity leave, shall be
observed as a holiday by CSIRO officers. Officeosayving the holiday shall be paid in

accordance with their ordinary hours of work andréhwill be no deduction from leave

credits for this day. Officers who work on this dayd who meet the eligibility criteria at

clause 24(c) shall be paid at double time for tharé worked, in addition to payment for

the holiday.

Except where specified at subclause (a), whereatsiie CSIRO determines that it shall
observe a shut down which includes the period batwehristmas Day and New Year's
Day, officers may be directed to take leave fot pexiod. Officers so directed may elect to
use accrued recreation, flex or miscellaneous lsabgct to Clause 65(f) for this purpose.

Officers with insufficient leave credits at the &nof shutdown may exceed the normal 10
hour maximum flex debit, provided that the excesbitdis cleared within three months of
the shutdown.

Decisions on implementing shut down shall be sulifeconsultation with affected officers
and where they choose, their representatives, coingno less than three months before
the proposed shut down period. Where officerdikedy to havebona fidework demands
during the proposed shut down period, CSIRO shaiamise appropriate alternative
working arrangements in the event it wishes to @edcwith the shut down.

In order to meet essential operating requirements sate, CSIRO may direct an officer to
attend work during the annual shut down. An offieého is directed to work shall be
permitted to access an equivalent period of Misoelbus Leave during the following
month in recognition of the requirement to workidgrthe shut down period.

MISCELLANEOUS LEAVE

Miscellaneous Leave is intended to provide flexipilto meet an officer's personal
circumstances and accrues at the rate of four gayyear and is subject to a maximum
balance of 15 days. Officers located in Alice 8gsi will be subject to a maximum balance
of 17 days. The entitlement for all part time oéfis is calculated on a pro rata basis.

The granting of Miscellaneous Leave is subjechdupervisor's discretion.
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(© Supervisors should not unreasonably refuse anagtigih and must provide reasons for the
decision where an application is refused. The Yalhg are examples which would in most
circumstances be considered reasonable:

e assisting/chaperoning partners, dependants, exddiaddly members or close friends
with legal or other personal matters (not covergddrer’s leave);

» attending the birth of the child of the officer’armer;

« attending to cultural or religious obligations inding NAIDOC day and observance of
religious holidays which are not formally declaldCSIRO as public holidays;

* annual shut down (Clause 64) except as per subeldpof this clause;

e participation in unpaid voluntary and/or communityork with public benevolent
institutions providing overseas and local aid;

e emergency services activities;
* emergency household matters/repairs;
e remaining at home during flood, bushfire emergenete;
* moving from the officer’s usual place of residence;
e attending court as a withess in a private capacity;
» attending as a participant in international spgrements.
(d) CSIRO may require documentary evidence to suppertaquest for leave.

(e) Separate Compassionate Leave entitlements existhwdie not subject to the above
accruals.

() An officer will not be eligible for miscellaneousdve during periods of other approved
leave including leave without pay.

(9) In addition, unpaid leave is also available foiiadfs participating in voluntary emergency

management activities including leave for regulaaining, all emergency services
responses, reasonable recovery time and cerenturtiat.

66. COMPASSIONATE LEAVE

Upon production of suitable evidence, an officerymiae granted up to three days paid
compassionate leave on each occasion that a merhberofficer's immediate family or household:

*  contracts or develops a personal illness that ppsesious threat to his or her life;
e sustains a personal injury that poses a serioeatho his or her life; or

. dies.
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Definition of immediate family:
e A partner, child, parent, grandparent, grandchildibling of the officer;
e Achild, parent, grandparent, grandchild or siblaig partner of the officer.

Note: A partner includes a former partner and a childludes adopted, step, ex-nuptial and adult
child.

67. JURY LEAVE

An officer required to attend court as a juror Wil granted leave of absence with pay and the leave
will count as service for all purposes.

68. MATERNITY LEAVE

(a) Officers are entitled to maternity leave in accomawith the operation of tHdaternity
Leave (Commonwealth Employees) B&I3 The provisions of the Act and CSIRO’s terms
and conditions of employment allow female officéosbe absent from work for up to
52 weeks using a combination of paid and unpaidelesuch as maternity leave and
parental leave (see Clauses 69 and 70).

(b) Additional leave entitlement for maternity leave puposes— An officer who is entitled to
maternity leave under thdaternity Leave (Commonwealth Employees)®at3is entitled
to an additional two weeks' leave for maternityaurposes in addition to the entitlement
of the Maternity Leave (Commonwealth Employees)1®at3 increasing the total period of
mandatory absence to 14 weeks. The additionaéleatitiement supplements the period of
mandatory absence following the date of birth sa thothers can spend more time to bond
with the child. As such, it cannot be used to edtéme mandatory absence prior to the
actual date of birth. The additional two weeksu$ject to all of the conditions that apply
to the period of mandatory absence, undeiMheernity Leave (Commonwealth Employees)
Act1973

(© Half pay option — The payment of paid maternity leave may be spox@r a period of up
to 28 weeks at a rate of half normal salary. Offagtilising this option must take the entire
period of leave at half pay. Any paid maternityviedeyond the first 14 weeks does not
count as service for any purpose. This adminiseagirangement does not extend the total
period of paid or unpaid maternity leave availablader the Maternity Leave
(Commonwealth Employees) A&73

(d) Officers entitled to leave under this clause wilbcabe entitled to Parental Leave in
accordance with Clause 69.

(e) In the case of term officers, a period of paid aopaid Maternity Leave may not extend
beyond the date on which their term concludes.
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69.
(a)

(b)
(©)

(d)

(e)

(f)

70.
(a)

(b)

(©)

(d)

(e)

PARENTAL LEAVE (PAID)

On completion of 12 months service, four weeks pgaicental leave will be available to
officers on:

() the birth of their child (in addition to maternitgave granted in accordance with
Clause 68);

(i) the adoption of a child under the age of 16 years;

(iii) becoming a permanent legal guardian for a childeutide age of 16 years, who is not
already residing with the officer.

Paid parental leave cannot be taken at half pay.

This leave will be available to be used within tlirst 52 weeks following the events
specified in subclause (a).

In the case of officers appointed for a specifiednt, a period of parental leave may not
extend beyond the date on which their term condude

Officers who have not completed 12 months servieeeatitled to a maximum of one week
paid parental leave. Officers who complete 12 mergervice during the 52 week leave
availability period are entitled to the balancetioé leave that falls within the 52 week
period.

Applications cannot be denied, however, the tinohthe leave within that 52 week period
may be negotiated between the applicant and apmraficer, to minimise disruption to
operational requirements.

PARENTAL LEAVE (UNPAID)

CSIRO officers may apply for unpaid parentalvie of up to 12 months for the purpose of
primary caring responsibility of an officer’s chilshcluding an adopted child.

Where an officer either takes 12 months matgmmi parental leave they may subsequently
apply for an additional period of up to 12 monthspaid parental leave immediately

following the end of the initial period of leaveApproval of an application is subject to

operational requirements. However, CSIRO will ddes all reasonable alternatives to

maintain operations, in an effort to accommodatpests for this form of leave. If an

application is refused, the officer will be provitieritten reasons for the refusal.

The total period of leave taken must be of tus duration and may not extend beyond
24 months after the date of birth or day of placein@ the child. In the case of term
officers, the period of leave may not extend beythreddate on which their term concludes.

The birth or adoption of additional childrertadishes a new entitlement to leave under this
clause.

On ending parental or maternity leave, an effis entitled to return to:
* The officer’s pre-leave position; or

« If that position no longer exists — an availablsipon for which the officer is qualified
and at the same classification and status to teave position.
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() In addition to unpaid Parental Leave staff napply for leave without pay for personal
reasons (refer Clause 72).

71. UNPAID MATERNITY AND PARENTAL LEAVE —
SUPERANNUATION

(@) For CSS and PSSdb superannuation schemes, pefiaggpaid Maternity and Parental
leave of twelve weeks or less count as service doperannuation purposes and
superannuation contributions by both the employelee(e applicable) and employer are
payable;

(b) CSS and PSSdb — where an officer is on unpaid Miageleave or Parental Leave for a
period in excess of 12 weeks, and the officer slgctor to commencing unpaid leave to
contribute to superannuation during their abserogloyer superannuation contributions
will continue to be made;

(© PSSap — employer superannuation contributionshilpaid for the period of absence on
unpaid Maternity or Parental leave.

72. LEAVE WITHOUT PAY

(@ Leave Without Pay may be granted to allow stafbéoabsent from work for a period of
unpaid leave which is:

. in the interests of CSIRO or the Commonwealth; or

. for specific purposes; or

. for personal reasons, including family reasons;

and where taking other categories of leave is pptapriate or paid leave credits are not
available.

(b) The maximum period of Leave Without Pay which maygbanted at any one time is three
years, although the period may be extended in stcinsemstances, at the discretion of
CSIRO.

(© In the case of specified term staff, leave mayhbwogranted beyond the end of the approved
employment period.

73. SICK AND CARER’S LEAVE

Sick Leave

(@ CSIRO officers (except casual officers) will accilie days paid leave for each completed
year of service with CSIRO, which can be taken dopersonal illness or injury of the
officer.

(b) A common sick leave accrual date of 1 January aperéor all officers eligible for sick

leave.
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(©)

(d)

(e)

(f)

@

(h)

(i)

1)

(k)

()
(m)

A full-time officer accrues sick leave credits sdijto a maximum of 15 days per annum in
the following manner:

() on appointment, a pro-rata credit of sick leavéhatrate of 1.25 days per completed
calendar month multiplied by the number of wholenths between commencement
and the following 1 January, or the end of an effie term if prior to the following
1 January;

(i) thereafter, 15 days full pay sick leave per annura pro-rata credit for term officers
at the rate of 1.25 days per completed calendathmehere the term ends prior to the
following 1 January.

Paid sick leave is cumulative but will not be paidt to the officer on termination of
employment. Paid sick leave counts as servicellf@uaposes.

Sick leave for part-time officers is credited ompra-rata basis. Where a full-time officer
changes to part-time work the officer's sick ledvalance will be adjusted so that it
represents an equivalent number of weeks entitienegpressed as hours. Where a part-
time officer changes to full-time work the officersick leave balance will be adjusted so
that it represents an equivalent number of weekHament, expressed as days.

An officer will not be entitled to paid sick leaver any period during which they are
entitled to, or are receiving worker's compensapagments.

An officer in receipt of workers compensation foona than 45 weeks will accrue sick leave
on the basis of hours actually worked.

Where paid sick leave credits are exhausted, siakel without pay may be granted on
provision of satisfactory medical evidence. Pesiodl sick leave without pay in excess of
26 weeks will not count as service for any purpose.

An officer will not be retired on invalidity grousdwithout their consent before their paid
sick leave credit has been exhausted.

An officer will not be entitled to paid sick leawe carer’s leave while also entitled to paid
maternity leave under thBaternity Leave (Commonwealth Employment) 2873 as
amended, or whilst absent on Parental Leave.

Officers on a specified term for a period of Idsart one calendar month do not accrue paid
sick leave.

Sick leave cannot be taken at half-pay or convduaduhlf-pay.
Prior government service, as defined inlthag Service Leave Act 19@6dRegulationsis

recognised for the purpose of establishing a s&dve credit on commencement with
CSIRO, provided that any breaks in such serviceat@xceed two calendar months.

Carer’s Leave

(n) Officers are entitled to use their available siekve for the purposes of providing care or
support to a member of the officer's immediate fgror household who requires care or
support because of:

e Personal illness, or injury of the member; or
*  An unexpected emergency affecting the member.
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Definition of immediate family:
e A partner, child, parent, grandparent, grandchildibling of the officer;
* A child, parent, grandparent, grandchild or siblaig partner of the officer.

Note: A partner includes former partner and a child wmés adopted, step, ex-nuptial and
adult child.

(o) An officer will not be entitled to paid carer’s leawhile on maternity or parental leave.
Unpaid carer’s leave

(p) An officer (including a casual officer) is entitldd two days of unpaid leave on each
occasion that the officer is required to providescar support to a member of the officer’s
immediate family or household.

(@) Unpaid carer’s leave is only available where arceff has exhausted their entitlement to
paid carer’'s leave. There is no limit on the numiiieoccasions for which the officer can
take unpaid carer’s leave.

(n Unpaid carer’s leave will not count as service.
Medical evidence
(s) Sick leave or carer’s leave with pay shall be grdrgubject to available credits:

. on production of satisfactory medical evidence ifonot reasonably practicable, a
statutory declaration);

. without production of a medical certificate, to teetent of five days for sick leave
and 5 days for carer’s leave in any year. In loatbes, no more than three consecutive
days may be taken without a medical certificate.

(® Where practicable, an officer must give notice ptmthe absence of the intention to take
sick/carer’s leave or otherwise notify of such algseat the first opportunity on the day of
absence.

(u) Sick/carer’s leave will not be deducted in resgech public holiday that the officer would
otherwise have observed.

(V) An officer who is medically unfit for duty or isqgeired to care for a member of their family
or household for one day or longer while on rec¢osaeave or long service leave and who
applies for sick/carer’s leave, shall be granteddesubject to satisfactory medical evidence
being provided as soon as reasonably practicaBlecreation leave or long service leave
will be re-credited to the extent of any sick/caréeave granted.

Effect of leave without pay

(w) Absences on leave without pay, which do not coantsérvice, reduce the amount of sick
leave credited on 1 January at the following rate:

. For each completed calendar month of leave witlpay, the credit is reduced by
/12",
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74,

@)

(b)

(©)
(d)

(e)

®
@

. Instances of leave without pay of less than onenthdr month are ignored, except
where the aggregate of these absences is equalgreater than 30 calendar days in
the sick leave year. In such cases the credédaaed by 1/12for every 30 calendar
days.

RECREATION LEAVE

A full-time officer accrues recreation leave at thee of one and 2/3 days for standard hours
of duty worked in that month. Part-time officexscaue recreation leave pro-rata based on
their standard hours of duty.

Recreation leave may not be taken in advance ofiacc
Recreation leave will not accrue for any periodeafve which does not count for service.
The following categories of officers accrue additibrecreation leave:

(i) shift-workers regularly rostered for Sunday andiday duty forming part of the
ordinary hours of attendance per week shall bevallbseven consecutive days leave
(including non-working days) in addition to the joer of recreation leave prescribed
in subclause (a);

(i) caretakers in residence are entitled to an additione days recreation leave for each
public holiday for which they are required to remain residence, subject to a
maximum of five days leave per annum;

(iii) officers in remote localities (see Clause 31); and
(iv) officers entitled to disability leave (see Claugg.3

Where employment ceases, the officer will be p#id value of any unused recreation
leave. Payment is calculated on the terminatiolarngaand includes the following
allowances where applicable:

0] Enhanced Responsibility Allowance, if it waseésed for a continuous period of at
least 12 months preceding the date of cessation;

(ii) Payment for shift work, restriction duty or entime where it was received regularly
i.e. in 50% or more of the pays received in theridith period preceding cessation.
In this case the average fortnightly payment dutivag period will be included; and

(iii) First Aid Allowance, Superior Performance Reg (Premium Step) and AAHL Site
Allowances.

Recreation leave is cumulative.
Leave to be taken

Recreation leave is available to ensure that redutzaks are taken from the workplace for
rest and relaxation.

It is important for health and well being that leds taken within a reasonable period of its
accrual and that planning for leave is incorporaméal workload management.

To facilitate an officer taking leave CSIRO shathgt the application where an officer has a
recreation leave credit equal to or exceeding ditrepresenting two calendar years of
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(h)

(i)

@)

(k)

()

(m)

service and applies with at least one months nétickeave to reduce the excess credit by a
period of up to one quarter of the total leave itred

Where an officer has on either 1 January or 1 autgcreation leave credit of 45 days or
more (or 50 days or more in the case of shift wakeCSIRO will direct the officer to take
a specified number of days of recreation leave iwiththree month period. The period
specified will be a period equivalent to 10/45 frdad to the nearest whole day) of the
recreation leave credit at the notice date.

If the officer fails to take the required leave yglpspecified in the direction by 1 April
(where directed on 1 January) or 1 October (whémectbd on 1 July) salary will not be
paid for the recreation leave period, instead ffieer will be provided with paid recreation
leave during the period. Officers are not to attemdk during periods of recreation leave.

An officer who is already on approved leave shall Ine directed to take recreation leave
until they have completed the period of approved/ée In these circumstances the officer
must comply with the direction within a period bfée months.

Cashing out leave

An officer may apply to “cash out” a period of reation leave. To access this provision:

. a balance of at least 20 days (or the equivalemiben of days for part time
officers) must be retained;

. an application to cash out leave may only be mading the period % to 3
March of each year;

. 5 days only (or the equivalent number of days ft fime officers) can be “cashed
out”;
. a block on recreation leave of at least 10 dayattur must have been taken in the

preceding 12 months prior to the date of applicgtand
. each application requires agreement in writing leetwCSIRO and the officer.
Specific supervisor approval is not required far tash out of recreation leave.
Payment of any leave cashed out will include tfl@vances specified in subclause (e).
Senior Officer Leave Bank
Prior to 1 April 2006 officers in classification CF Levels 8 or 9 and those in CSOF Level
7 in the General Management, Research Managemepeawialist functional areas, were

able to transfer excess recreation leave credasstnior officer leave bank.

There will be no further accruals to the speciavie bank. There is no provision for
payment in lieu of this leave, should an officet have used the leave before separation
from CSIRO.

Officers will be paid for any eligible leave payntemas part of the normal fortnightly pay
process. There is no entitlement to prepaymergafd.

CSIRO Enterprise Agreement 2011 — 2014 PAGE 55



PART G. BALANCING WORK AND PERSONAL LIFE

75.
(a)

(b)

(©)

(d)

(e)

(f)

PART-TIME/JOB SHARE ARRANGEMENTS
Definition — A part-time officer is an member of staff who:

. works less than ordinary hours of duty (36 3/4 Bpper week;
. has specified hours of work; and

. receives on a pro rata basis, equivalent pay andittons to those of full-time
officers of equivalent classification.

Agreement in writing — Prior to commencing part-time work, CSIRO and affecer shall
agree in writing on a regular pattern of work, sfyétg the hours worked each day, which
days of the week the officer will work, the acts#drting and finishing times each day, and
whether the part-time work is for a specified péridlo pressure will be exerted on full-
time officers to convert to part-time work or tanisfer to another position to make way for
part-time work.

Variation — Any part-time work arrangement may be varied gseament. Such variation
shall be recorded in writing.

Rate for ordinary and additional hours worked — A part-time officer shall be paid for
ordinary hours worked at the rate prescribed far difficer's classification. Additional
hours may be worked in accordance with Clause 24.

Consideration of officer initiated proposals— Officer initiated proposals for part-time
work will be considered promptly and with due calesation for the reasons put forward by
the officer in support of the proposal. Such coesition will be subject to operational
requirements.

However, if after maternity leave a female offipeoposes to return to work on a part-time
basis, her proposal should be approved unless #rerestrong reasons for not doing so.
Having an operational need for a full-time persemot, of itself, an acceptable reason for
denying an application for part-time work.

Where management receives a part-time or job ghraqgosal in writing from an officer,
any rejection by management must be justified iiing to the officer concerned.

Reversion— Where a full-time officer has entered into a fieme work arrangement, the
following provisions apply:

()  Where the arrangement is for a specified period,dfiicer will revert to full-time
employment at the expiry of the specified periodhia absence of an agreement for
the arrangement to continue or be otherwise varied.

(i)  Where the arrangement is not for a specified pegdad the officer wishes to revert to
full-time employment, the officer will notify CSIRGCSIRO will revert the officer to
full-time status as soon as practicable.
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76. RETURN FROM LENGTHY ABSENCES

In order to support officers returning to CSIROeafabsences of one year or more, the individual
and their supervisor will jointly develop an agreeturn to work program designed to reintegrate
the officer into the work environment.

The content of the program will vary depending actérs such as:

. The length of and reason for the absence;
. The extent and nature of changes impacting on tr&place during the absence; and
. Changes in the individual’s field of expertise.

77. CHILDCARE

CSIRO has established on-site child care facilitiesseveral sites, as a key strategy to attratt an
retain staff. In consultation with parties to thigreement, CSIRO wiill:

. conduct a staff demographic analysis and staff egurgach time there are significant
additions to current facilities, and for new buildiprojects, at all CSIRO workplaces; and

. assess the feasibility of the provision of additiorchild care facilities at CSIRO
workplaces; and

. raise awareness of CSIRO procedures and guidelines.

78. FACILITIES FOR NURSING MOTHERS

(@ CSIRO recognises that some female officers may reedxpress breast milk during
working hours. This requires:

. A lockable area that is clean, hygienic and private

. Comfortable seating;

. Access to facilities for washing hands and equigremd
. Adequate refrigeration space for storage of expikssilk.

(b) It is expected that these requirements will be ripomated into existing facilities such as
First Aid rooms and will be taken account of in newlding design.

79. WORKING AWAY FROM BASE IN CSIRO

CSIRO officers may work from home or off-site oniatermittent basis or for one-off short periods.
These working patterns have developed over mangs teasuit CSIRO's research and management
environment. The principles below are not meantisyupt or supplant these current ad hoc
arrangements, but will apply where more formalamgler term arrangements are proposed.
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(a) Key Principles:

Any such arrangement has to be agreed between C8tiQhe applicant before it
can proceed.

An arrangement can be proposed by either CSIR@are usually, by an officer.

Access to home based work is not an entitlement raadires approval by the
Delegate.

The type of work to be carried out away from norrbake must be appropriate in
terms of content, interaction with other officeradaclients and be able to be
appropriately supervised.

Home-based or remote working should not be usedsabstitute for dependant care,
although it can be appropriate where a dependalyt r@guires monitoring with
occasional direct care, e.g. during a short tetnedls, during convalescence etc.
Approval may also be appropriate during a phastdarre¢o normal duty following an
iliness, or following a period of maternity or patal leave.

Each application should be treated on its meritb dtrould be reviewed on a regular
basis (say three monthly in the first instancelthét CSIRO or the officer can opt not
to continue the arrangement.

Appropriate supervisory, HSE and security measueed to be in place to ensure
both CSIRO’s and the officer's needs are met.

(b) Types of Work Particularly Suitable for Home-Basedor Remote Working

Short term (up to a few weeks) for preparation ahoscripts or reports, writing up
of research, preparation of major proposals, aislgs field and/or experimental
data;

Reading and thinking time where minimal disruptien required for effective
achievement;

Computer programming, data entry and analysis tafkse systems can be accessed
directly and with adequate efficiency and secuaitysl

Journalistic, telephone advisory services or otkemmunication tasks where
computing and/or telephone are the major interadtiols.

(©) Tasks Not Considered Suitable for Home-Based Workin

Management and supervisory jobs except for verytgiaviods (up to 1-2 days);

Where research or experimental equipment, chemiaaisals etc. have to be used as
an integral part of the work; or

Where direct face-to-face interaction with otheficafrs, clients or the public is a
substantial component of the officer's normal work.

(d) Approval Process

For other than occasional or short-term emergeeagans (1-2 days a month) all approvals
for home-based or other remote work should be deoted. This ensures that CSIRO’s
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(e)

(f)

employment and HSE requirements are properly censitl by managers approving the
arrangement.

Records

CSIRO will maintain a record of all approved apations made under these provisions and
shall provide, in a manner that does not identifgividuals, aggregated information on an
annual basis to staff and where they choose thpresentatives.

Factors To Be Considered In Seeking and Granting Adpproval

(i)

(ii)

(iii)

Contact with the work place and colleagues

Officers who work from home or are otherwise wogkiaway from their "normal”
CSIRO site base for extended periods need to bedama with information, support
and social contact from time to time. Arrangemefats home-based work should
include a requirement to attend the CSIRO workplaceproject meetings, general
staff meetings, social activities on a regular asid to access training and other
development activities as agreed under the APA.

In addition, supervisory requirements should bdimed in the approval process so
that both the supervisor and officer are agreedvben and how reporting, APA
sessions and other supervisory requirements withee

A dedicated or shared work space should be availablthe CSIRO base for the
officer to work at when present.

The supervisor at the CSIRO base is responsiblesfisuring that the formal and
informal communication networks with the “remotdficer are maintained.

Health, Safety and Environment

The Health and Safety aspects of Home Based Walk Isé consistent with current
Home Based Work Policy.

Security

Where CSIRO data of a research, commercial of-istaionfidence nature is stored,
accessed or worked on at home or elsewhere, tieoffas a duty to protect it from
inappropriate use by others who do not have a "ted&dow". This not only applies
to potential IT hackers, industrial espionage étd, from family, friends or others
who might unwittingly spread information inappraggly.

Where direct electronic access or dial-up modemes wsed to access CSIRO
computing or information networks specific approwdlthe arrangement must be
given by the Business Unit, if necessary in comgialh with CSIRO's IM&T Security
Manager.
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80.

@)

(b)

(iv) Conditions of Employment

The same conditions of employment apply to theceffiworking from home or
elsewhere as applies at a normal CSIRO place df.wor

Normal working hours and patterns should be maiethiand "attendance" recorded
in the same way as at the CSIRO base.

Leave (including flex leave) should be applieddad taken in the normal way.

For the purposes of payment of travelling allowanceileage allowance and excess
travelling time, the "home base" will be treatedt@snormal base.

Arrangements for allowing claims for reimbursemehbfficial telephone calls and a
contribution to household energy costs (if apprate) should be put in place.

FLEXIBLE WORKING HOURS — FLEXTIME

Introduction

These flextime arrangements apply only to thosieerf in CSOF Level 1 to CSOF Level 4
who are required to formally record attendance eDdfificers may access informal flexible
attendance arrangements with the agreement ofltheimanager.

Flexible Working Hours (Flextime Scheme)

Flextime is a commonly used term to describe theilfle attendance arrangements which
apply in CSIRO.

The flextime scheme enables officers to work egfitly while at the same time recognising
that officers have to accommodate both work andapei commitments on a daily basis.
This is achieved by allowing time off to be grantetere this is consistent with work
demands.

Additional benefits include reduced administratiests resulting from:
» fewer formal leave applications for short absenaes!;
« fewer pay variations for short absences

Flextime is a standard practice in CSIRO but isagisvsubject to operational requirements.
While some officers will have less scope to takeaathge of the scheme, planning and
good communication should allow flexible arrangetad¢a apply in most situations.

Supervisors have the discretion to deny flexibteratance arrangements where this would
compromise the maintenance of satisfactory workellevcommunication or services.

Supervisors must ensure that officers do not atmdide standard hours in workload

troughs merely to build up flex credits.

Flextime does not apply to shift workers and casifaters.
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(c)

(d)

(€)

(f)

Recording Attendance

Officers at CSOF Level 5 and above are exempt fformally recording attendance.
Officers below CSOF Level 5 must ke&grmal daily attendance records unless they are
offered exemption from this requirement by the Date. They must formally accept or
reject that offer.

Definitions:

“Attendance Bandwidth” CSIRO will set an attendance bandwidth, in consolawith
officers and their representatives, at each wodelaf 10 hours’ duration between the
hours of 6 am. and 6 p.m. on a Monday to Fridajhe attendance bandwidth and
commencing and finishing times may differ for difat categories of officers.

“Standard hours” Fixed period, within the bandwidth, of seven hoRtsminutes plus at
least 30 minutes for lunch.

“Core time” Fixed period of not more than four hours within trendwidth during which
attendance is mandatory unless leave or flex leagpproved. Core time can comprise one
or two time blocks.

“Lunch period” A period of not less than 30 minutes nor more tfwamhours which must
commence no later than five hours after the sfatiebandwidth.

“Flexible periods” Time period outside core time but within the barditviduring which
individual officers have the scope to vary theiteatlance pattern, subject to work
requirements.

“Flex time” An approved absence which:
* s deducted from Flex Credits;
e may include core time; and

* may create a flex debit provided that this debinat more than 10 hours at the
completion of the pay fortnight.

Hours of Duty

Full-time officers must average 73 hours and 30uteis of duty each pay fortnight.
Part-time officers must average the hours of dtipukated in their letter of appointment.
Officers must:

» be present during core time unless given appravaétabsent; and

» take a lunch break during the lunch period.

Credit/Debit Accumulation, Carryover and Settlement

Flex credit is the time worked in excess of seveurt 21 minutes within the bandwidth. A
maximum of 10 hours flex credit may be accumuldteelach pay fortnight unless otherwise
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(h)

1),

(k)

81.

approved by the delegate following a recommendaliprihe supervisor. A maximum of
60 hours flex credit may be accrued.

Flex debit is the time worked short of seven hdtsminutes within the bandwidth. The
maximum allowable flex debit at the completion nf/gay fortnight is 10 hours.

Discharging Credit Accrual

If an officer applies to access their availablevéearedit and is refused, CSIRO will have
three months to provide the opportunity for thevéeto be taken. During this time the onus
is on CSIRO to allow the leave to be taken.

If at the end of the three month period, managerhaatnot allowed the leave to be taken,
and the flex credit has not been discharged, thieeofshall, upon application, be paid at
single time for the period of leave. Alternativéihiey may elect to retain the flex credit.

CSIRO and the officer may elect by mutual agreeneritave some or all of the accrued
flex credit paid out at single time before the expuif three months.

Discharging Debit Accrual

Debits in excess of 10 hours at the end of eactgréyight must be covered by submission
of a leave application.

If an officer has a debit accrual on ceasing emplkayt an equivalent deduction will be
made from any payments due.

Overtime

A full-time officer who formally records attendanesd who is directed to work outside
standard hours can elect either to be paid in deome with Clause 24 or accrue flex credit
for the additional hours worked. Flex credit doesarccrue for hours paid as overtime.

An officer working part-time may be required to foem additional duty. Payment for
additional hours shall be made in accordance widuge 24.

Travel

Business related travel within the bandwidth isardgd as "time on duty" for the purposes
of credit accrual.

Flextime in Conjunction with Other Leave

Flex leave may be taken in conjunction with othemrfs of leave provided that the total
authorised leave on any day does not exceed severs A1 minutes.

AVERAGING PAY OVER A REDUCED WORKING YEAR

In addition to flexible work provisions such as menent part time work, leave without pay
(LWOP) or study leave etc, this scheme adds fléhin the taking of approved periods of LWOP.
Where an officer and CSIRO agree, the officer memimey elect to work a reduced working year of
between 40 and 48 weeks. Officers may access thens for study, travel or other personal
reasons. For example, those officers with schoel gependents may wish to combine these non-
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work periods with conventional recreation leaveasdo be at home during all or most of the school
holiday periods.

Key Principles

Officers participating in this scheme will have ithemcome averaged to take into account
periods of LWOP of between four and 12 weeks in &RBymonth period. This form of
LWORP is subject to the same criteria and provisiamss the "traditional” LWOP as set out
in CSIRO procedures. The leave is accounted foa grtnightly deduction over the 12
month period rather than not paying salary whendhge is taken. The net effect of this is
to provide a fortnightly salary, albeit at a reduicate.

Arrangements approved under these Guidelines neebet initiated by officers and
approved by CSIRO. Access to this form of LWOP & an entitlement and requires
approval by the Delegate.

Applications should be lodged with the local HunfResources section and finalised before
the commencement of the 12-month period. The 12#mperiod is not restricted to either

calendar or financial years. Once the 12-monthoplestarts an officer may elect to cancel or
vary the arrangement only with the approval of G3IRVhen considering an application to

participate in this form of leave, account shouddtbken of whether a part-time or flextime
arrangement would be more appropriate.

Normally it is expected that this form of leave g taken in blocks of five working days,
but periods of less than five days, may be gramtiéld the approval of the Delegate. This
may be taken in conjunction with other forms ofvieaReasonable notice of leave dates
shall be given to allow CSIRO to plan alternatiteffing arrangements.

APA objectives and work output/outcome measurel séféect the reduced time available.
Officers working under the scheme shall be givel éonsideration for training and

development opportunities and for rewards, inclgdipromotion or advancement in
accordance with the same criteria as apply tatifuk officers.

On resignation, transfer and/or at the end of thendnth period, a reconciliation shall be conducted
of the leave taken and salary paid.

82.

(@)

(b)

(c)

PHASED RETIREMENT OF MATURE AGED STAFF

CSIRO recognises the skills, expertise and knovdddgld by more mature officers, and the
contribution that they can make to the Organisaitrmtuding as mentors and developers of
other staff. CSIRO offers a range of flexible wiakarrangements to assist mature aged
staff phasing to retirement.

Information on the flexible working arrangements this Agreement and other policy
options, including but not limited to post retiram@nd voluntary fellowships, will be made
available to staff on the CSIRO intranet.

Where an officer confirms in writing that they interetiring within the next two years,
CSIRO will work with that officer to develop an ineual and specific program for
phasing to retirement. Elements of this prograng melude:

. changed mode of employment including reduced wgrkiours;
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(d)

(e)

. access to accrued leave;

. access to other flexible working arrangements;

. a mentoring role;

. a role in training and development of other staff;

. time and resources to capture their knowledge ipr@piate knowledge

management systems;

. reasonable time to bring existing work to be pudilan ready (or equivalent), if
applicable; and

. other activities as agreed by both parties (e.gicatibnal activities, science
communication, contribution to internal and extéfoga).

Where an officer has indicated a firm date of estient, management should not
unreasonably refuse an application to access feexibrking arrangements in the period of
two years prior to their date of retirement. Wh&tanagement receives a proposal in
writing from an officer, any rejection by managermenust be justified in writing to the
officer concerned.

Changes to working arrangements in preparation fetirement may impact on
superannuation entitlements. Officers who are dmmsig these changes are encouraged to
seek financial advice, at their own expense.

PART H. MOBILITY OF STAFF

83.

PERMANENT RELOCATION

Inter-City (relocation from one city or regional area to another)

@)

(b)

(©)

(d)

Early and informal discussion will occur witffficers and their representatives excluding
union officials when relocation is being considebetiveen cities and/or regional locations.

Once compulsory relocation has been approvesl,officers concerned should be given
formal written notice of transfer. Officers aretidad to not less than 12 months' formal
written notice of the proposed date of relocatidime notice period recognises that officers
require adequate time to assess the impact ohafénaon their careers and on their families
and to undertake measures of their own to minirthisedisruption. Officers may waive, or

agree to reduce, the notice period.

To enable CSIRO to develop relocation planB¢c@fs should provide where possible, early
informal advice of their intention to relocate afteceiving formal notice. However, formal
advice of their intentions must be provided nos|#san eight months prior to the proposed
date of transfer, unless otherwise mutually agreed.

Officers who are compulsorily transferred frame city or regional area to another, may
incur costs and inconvenience as a result of threagon. In these circumstances standard
CSIRO relocation provisions apply, including:

. Familiarisation, pre-transfer and post transfeitsjs
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(e)

. Special Living Allowance;

. Reimbursement of transport and removal costs;

. Disturbance Allowance;

. Leave;

. Sale and Purchase of Houses Allowance;

. Education Costs Allowance;

. Fares and travelling expenses;

. Other costs specific to any individual officerstpardar situation; and
. Advances to cover other reimbursable expenses.

Where necessary, specific arrangements witlldiermined consultatively by the Business
Unit, officers and their representatives for ea&hocation, taking into account the

circumstances of the move and likely expenses ¢oitttpacted officers. This specific

relocation package will apply to all officers imped, for the duration of that relocation

exercise and this will be detailed in the package.

Intra-City (relocation within a city)

(f)

()

(h)

84.

(@)
(b)

Early and informal discussion will occur withficers and their representatives excluding
union officials when relocation is being considevéthin cities.

Once compulsory relocation has been approved eacept in extraordinary circumstances,
the officers concerned should be given not less theee months formal written notice of
transfer.

Officers who are compulsorily transferred frome location to another within the same city
may incur costs and inconvenience as a resultefafocation. Where necessary, special
arrangements will be determined consultatively by Business Unit, officers and their

representatives for each relocation, taking intcoaat the circumstances of the move and
likely expense to the impacted officers. Itemass$istance may include but not be limited
to:

. Excess travelling time and fares;
. Motor vehicle allowance; and/or
. Other costs specific to any individual officer'srtieular situation.

This level of assistance will apply to all eligibdéficers impacted, for the duration of that
relocation exercise and will be detailed in theiniation provided.

ACCOMMODATION CHANGES
CSIRO will provide officers with accommodatisaitable for their work role and function.

Consultation will occur in accordance with G3aus7 where changes are proposed to the
accommodation of groups of officers, including ast pf proposed relocations.
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85.

@)

(b)

INTERNAL LABOUR MARKET

The parties to this Agreement acknowledge tREIRO undertakes considerable
redeployment activity, particularly within individlBusiness Units. CSIRO is committed to
continuously improving workforce planning, includieffective matching of officers to skill
needs.

CSIRO will maintain an online system providirgg central registration point for all
vacancies with online information, application faids and the ability to identify officers
seeking redeployment or substitution.

PART I.  GRIEVANCE AND DISPUTE PROCEDURES

86. REVIEW OF DECISIONS TO TERMINATE EMPLOYMENT

(@) An officer will have the right to bring an actiomder theFair Work Act 2009n respect of
termination of employment. This will be the salght of review in respect of such actions.

(b) In particular termination of, or a decision to témate, employment, cannot be reviewed
under dispute avoidance and settlement procedudelsessed in Clause 87 of this
Agreement.

(© Nothing in this Agreement prevents CSIRO from teraing an officer without notice for
serious misconduct in accordance with fagr Work Act 2009

87. DISPUTES CONCERNING MATTERS COVERED BY THIS
AGREEMENT

(a) If a dispute relates to:

() a matter arising under the Agreement; or

(i) the National Employment Standards;

this term sets out procedures to settle the dispute

(b) An officer who is a party to the dispute mapaint a representative for the purposes of the
procedures in this term.

(c) In the first instance, the parties to the dispmust try to resolve the dispute at the
workplace level, by discussions between the officerofficers and relevant supervisors
and/or management.

(d) If discussions at the workplace level do regalve the dispute, a party to the dispute may
refer the matter to Fair Work Australia.

(e) Fair Work Australia may deal with the disputéwo stages:

(i) Fair Work Australia will first attempt to resa@ the dispute as it considers appropriate,
including by mediation, conciliation, expressing aopinion or making a
recommendation; and
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(i) if Fair Work Australia is unable to resolveethidispute at the first stage, Fair Work
Australia may then:

e arbitrate the dispute; and

« make a determination that is binding on the parties

Note: If Fair Work Australia arbitrates the disputemay also use the powers that are
available to it under the Act.

A decision that Fair Work Australia makes when trabing a dispute is a decision for the
purpose of Div 3 of Part 5.1 of the Act. Therefoas, appeal may be made against the
decision.

() While the parties are trying to resolve thepdie using the procedures in this term:

() an officer must continue to perform his or keark as he or she would normally unless
he or she has a reasonable concern about an immisleto his or her health or safety;
and

(i) an officer must comply with a direction givdey CSIRO to perform other available
work at the same workplace, or at another workplaokess:

+ the work is not safe; or

e applicable occupational health and safety legistatvould not permit the work to
be performed; or

e the work is not appropriate for the officer to penh; or

e there are other reasonable grounds for the officerefuse to comply with the
direction.

(9) The parties to the dispute agree to be bound tgcision made by Fair Work Australia in
accordance with this term.
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SCHEDULE 1 - MANAGEMENT OF UNDERPERFORMANCE

Note: For the purposes of this Schedule, ‘representag@xeludes union officials.

(@)

(b)

(©)

(d)

(e)

(f)

(9)

(h)

Step 1

Step 2

Step 3

Step 4

The objective of these procedures is to providemméwork for the effective management
of under-performing officers by their immediate sopsors. The desired outcome is for the
officer to achieve the specified standard of perniamce.

These procedures are intended to be applied whemmal communication, counselling and
training (where a deficit in the necessary skiliseaperience has been identified) have
failed to bring about an acceptable standard dbpmance.

These procedures are distinct from, and shall Boused where misconduct or invalidity
procedures are more appropriate.

These procedures can be commenced at any time gddin@ Annual Performance
Agreement cycle. There is no requirement to wait the completion of one or more
Annual Performance Agreement cycles.

Any notes or records of counselling and trainirgrgfal, informal or on-the-job) which are
placed on the officer’s file, must be sighted bg difficer and the officer must be given the
opportunity to record comments.

Human Resource staff provide an important advisangl support role during these

procedures for supervisor/line managers. Officeay also seek procedural advice from
Human Resource Managers at any time during the dfanant of Underperformance

procedures. Officers may also enlist the assistaheecolleague officer or representative at
any point in the process.

Prior to commencing the formal Management of Unddggmance procedures, the

supervisor/line manager will inform the next leveéinager of the proposed action. The
next level manager will satisfy him/herself thae texpectations of work level/load of the
officer concerned are reasonable and that the @molid not primarily one of personality

based conflict requiring consideration of other eelies (e.g. mediation, counselling etc).

The Management of Underperformance process cormsisite following steps:

Notification of the commencement of the procedusmd establishment of the
assessment period.

Appointment of the independent assessor and sisse$ of the officer's
performance.

Preparation of a report by the independent ass@ssl consideration and decision
by the Senior Manager.

Actions in response to the Senior Manager’ssieci
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The Management of Underperformance procedures

Step 1

Step 2

Step 3

(i)

(ii)

(i)

(ii)

(i)

(ii)

(iii)

The supervisor/line manager:

. notifies the officer in writing that the Managemeot Underperformance
procedures are commencing;

. informs the officer of the steps in the ManagemehtUnderperformance
procedures and of the implications of continuedensmerformance including a
warning that a failure to meet the required stamdar performance by the
conclusion of the assessment period may lead totehaination of their
employment; and

. provides the officer with a copy of the ManagemehtUnderperformance
procedures.

The written notice will state that the desired oate is for the officer to achieve the
specified standard of performance. In additionilt wetail the expected standard of
performance, the ways in which the officer is naeting that standard, a warning
that a failure to meet the required standard ofgperance by the conclusion of the
assessment period may lead to the terminationedf &mployment, and will provide
guidance to assist the officer to achieve thatdztesh

The supervisor and the officer agree on a periodssessment appropriate to the
nature of the work to be undertaken. In the absefiagreement the assessment will
take place over a period of three months.

The supervisor/line manager formally assesses ffieelos performance for the
specified period.

Where the Senior Manager considers that fairnedsoajectivity cannot be assured,
the Senior Manager may (at the request of the effisupervisor or at his/her own
initiative) appoint an independent assessor frortside the immediate work area
and/or the Business Unit.

At the completion of the assessment period, thesass prepares a report for the
Senior Manager advising whether the officer actdetlee specified standard of
performance. The officer is provided with a coplyte report and invited to

comment in writing to the Senior Manager.

If the Senior Manager considers that the officer it achieve the specified standard
of performance, the Senior Manager may issue aaat intention to terminate the
officer's employment or to take some other actierg( transfer to other duties or
reduction in classification) unless the officer cdnow cause why the proposed action
should not proceed. The officer will have sevegsda which to respond to this
notice.

If the Senior Manager considers that the requitaddard of performance has been
achieved the officer will be advised in writing thahe management of
underperformance process has concluded.
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Step 4

(i)

(i)

(ii)

(iii)

(iv)

If, after considering any response offered by tfieer, the Senior Manager decides
to proceed with the proposed action or some othgorathe officer will be given
formal notice in writing of the action to be taken.

If the Senior Manager decides to terminate theceffs employment, the officer will
have the right to bring an action against theimiaation of employment under
Clause 86 of this Agreement. The notice to be plediwill be in accordance with the
Fair Work Act 2009. CSIRO may elect that the officer does not work tigio the
notice period, but will pay the officer the balarafeéhe notice period in lieu.

If the Senior Manager decides on some lesser a¢dan transfer or reduction in

classification) the officer may, within 14 days m#ceiving such notice, request an
independent review of the decision in accordandk ®chedule 4 of this Agreement
if the officer believes that the action is unreadaa or that there was a procedural
flaw in the application of the Management of Undgfprmance Procedures.

If no independent review is requested, the actipecified in the notice will take
effect 21 days after the officer received this cati

Action suspended pending review by the Chief Exeeut

(i)

(ii)

If an independent review is requested, theceffimust also submit a statement in
support of his/her case to the Senior Manager witldi days of receiving the notice
referred to in (i) of Step 4.

The Senior Manager may accept a statemenuppart of the independent review
requested at Step 4 (iii) after 14 days if the agffi can demonstrate exceptional
circumstances including approved illness and/oreabs from the workplace

justifying the granting of the extension. The resjder an extension of time can only
be granted if the request is received from theceffiwithin 14 days of making the

request at Step 4 (iii).

If the officer, without due cause, fails to submhie statement within the 14 day period or
fails to appear at a scheduled hearing, CSIRO mayihate the review and proceed with
the action.

Any resultant action will take effect on the latérthe day that the Chief Executive decides
the matter or 21 days after the officer receivedribtice referred to in (i) of Step 4.
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SCHEDULE 2 — SPECIFIED TERM EMPLOYMENT
This Schedule applies to officers appointed onexisied term.

1. Criteria for term appointment
(@) The parties agree that the Organisation will berfedim the stability afforded by effective
and long term planning of skill needs. To this ,etite parties accept that indefinite
appointment is the standard form of employment @BIRO officers, whilst it is
acknowledged that other forms of employment mayd® where specific criteria are met.
(b) CSIRO may appoint an officer for a specified temthie following circumstances:
. where the appointment is to cover the temporargmdes of another officer;
. where the appointment is clearly of a limited terature in that the work:
® has specifically defined objectives relatedhe period of the term; and
(i) requires skills which cannot be provided byisting employees or requires
the commitment of resources beyond the capacithegxisting number of
indefinite staff; and
(i) on the balance of probabilities, after thenkds completed there will be no
ongoing need for the skills being sought or theridl ‘e sufficient
competent indefinite staff available to satisfy tleguirements of ongoing
existing and foreseeable funded activities.
. to cope with seasonal periods of peak load;
. where CSIRO wishes to employ a recognised spetialesfield for a short period;

. where an external appointment is made to a seraoagement position;

. where a specified period appointment is preferrgdtie appointee and this is
acceptable to CSIRO; and

. where an officer requests access to transitioetitement arrangements.

(© There will be no link between funding source and tiecision to appoint a person on a
term. These criteria shall also apply to the reagment of an employee to a further term
appointment.

(d) Following are examples of circumstances in whictappointment may only be made for a
specified term period. These appointments aresubject to the criteria at 1(b) above and
the procedures in paragraph 8 below:

. where appointment is as a designated Post-Doctélow for which a
training/development program has been devised; or

. where appointment is as a designated trainee ona fide apprenticeship scheme or
a Government sponsored employment and trainingnsehe
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@)

(b)

3.

Restrictions On Term Employment

The duration of a term appointment will vary depegdn the circumstances in each case,
however, subject to paragraph 3 of this Schedulesimgle period of term appointment shall
exceed five years.

Government sponsored employment and training schem&y require negotiation of
variations to Awards and/or Agreements to facéitappointment as a “designated trainee”.

Post-doctoral Fellows — special conditions

The Science and Industry Research Act 19dQuires CSIRO to assist in the development of
scientists and Post-Doctoral Fellowships are tlmaty mechanism by which CSIRO delivers this
assistance. CSIRO'’s purpose in offering Post Dattéellowships is to:

provide young scientists with the opportunity toing@xperience in order to develop
capability for the nation;

assist universities to produce a pool of potemimployees;

refresh and add value to CSIRO’s research actvifiarough original insights, new
knowledge and/or techniques); and

facilitate the identification and recruitment oftpotial science leaders.

A Post Doctoral Fellowship is intended, first amateimost, to enhance the person’s research
capability so that they are better able to purscareer in science either within CSIRO or beyond.

The following special conditions apply to appointitseeof Post-Doctoral Fellows:

(@)

(b)

(©)

The duration of a single term appointment as ageséd Post-Doctoral Fellow may not
exceed three years full-time or equivalent, allayirfor breaks or part-time

pro-rata considerations. Consecutive appointmestsa aPost-Doctoral Fellow may be
offered, provided that on completion of the Fellbips the officer's total relevant work

experience since confirmation of his/her doctoddes not exceed six full-time equivalent
years.

0] A training and development plan must be devetbjn consultation with the Post-
Doctoral Fellow. Usually, this will occur prior t@ommencement, so that
obligations and expectations are clarified befdre Fellow accepts an offer of
employment. If this is impractical, the plan mbst completed no later than one
month after commencement. The plan will be desigodedcilitate the development
of the Fellow's capabilities to those expected wfirdependent researcher and
opportunity will be provided for the Fellow to agghose capabilities in their work,
as they develop.

(i) The training and development plan will includefined opportunities for formal
involvement in research planning, conference atieod, publication and review of
scientific papers and fully funded training coursges skills development, unless
otherwise agreed between CSIRO and the Fellow.

Except as provided in Clause 19 (e), a person ammbias a Postdoctoral Fellow is
classified at a minimum of CSOF Level 4.2. CSIR@yrappoint the Fellow at CSOF Level
5, where the Fellow has demonstrated CSOF Levapalilities in prior postdoctoral work
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(d)

(@)

6.

(@)

experience and CSIRO determines that there is simoppgrade the role specification to a
CSOF Level 5 standard.

Where consecutive Post Doctoral Fellowships arereff the previous Fellowship will be
regarded as continuous for the purposes of acoesswards including performance and
development steps and promotion.

Records

CSIRO will maintain a record of all term appointrterand reappointments using the
proforma in Appendix A. This information will begvided to the appointee on request.

Equitable Treatment of Staff

The parties recognise that patterns of employme@SIRO have changed significantly in
recent years. Consistent with the commitmenteattall officers equitably, whether term or
indefinite, it is agreed that officers employed éospecified term will be:

. informed of their rights and options in respecapplicable superannuation schemes
on commencement or when their employment situati@nges;

. required to participate in the APA process, whemleged for periods exceeding
three months;

. eligible for performance rewards on the same basin indefinite officer including
entittement to Performance and Development Steprpssion where breaks
between appointments do not exceed three montis APA cycle;

. exempt from a further probation period provided:tha
@ the break since their last period of servicaas greater than six months;

(i) prior service has been satisfactory;

(iiiy  the appointee is medically fit to perform tmequirements of the position;
and

(iv)  the new duties are comparable with the dutiedertaken in the previous
position.

. eligible for applicable relocation conditions (teonary or permanent relocation as
appropriate) provided that:

(i) their position is required at the new location;

(i) they are employed at the date of written netaf transfer to a new location;
and

(iii) their term extends beyond the transfer date.
Separation Payment
In order to encourage term officers to remain uhi end of their term, and in recognition

that they may forgo other employment opportuniiiesdoing so, such officers will be
entitled to the following:
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On separation from CSIRO following completion opeariod of fixed term employment,
term officers who are not offered further employmevill receive a payment for completed
months of service equivalent to one week’s salaryefich six months of service. Service
will include contiguous periods of fixed term emyteent preceding the concluding term.

An officer shall not have an entitlement to theasagion payment if (s)he declines an offer
by CSIRO of further employment:

in the same city;
at the same or higher classification and salargljeand

the period of employment offered is of at leastraonths duration and the offer is
made at least one month prior to the term end.

For the purposes of this paragraph:

service shall date from 17 June 1998;

the minimum specified term period for payment i @alendar month (e.g. from 9
April to 8 May);

payment is calculated at the termination salary amcludes the following
allowances;

0] Enhanced Responsibility Allowance, if it wasceéved for a continuous
period of at least 12 months preceding the datessation;

(i) Payment for shift work, restriction duty or etime where it was received
regularly i.e. in 50% or more of the pays receiwedhe 12-month period
preceding cessation. In this case the averagedbtiy payment during that
period will be included for the purpose of calcirgt the separation
payment; and

(i) First Aid Allowance, Superior Performance Ref (Premium Step) and
AAHL Site.

where there is a change in hours of work duringpérgod of the term (for example,
a movement to part-time hours), payment will beeblasn average hours worked
over the full period of the term;

an officer shall not receive payment more than doce specific period of service;

all periods of leave without pay do not count assise for purposes of payment
under this clause; and

an officer who secures indefinite CSIRO employndning or at the conclusion of
a period of fixed term employment, shall have natlement to this separation
payment in respect of previous periods of term espent.

(b) An officer who resigns prior to the term end daentitled to the separation payment only
in the following circumstances:
. The officer does not receive an offer of furtherl®S employment as described
in (a);
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(@)

(b)

(@)

(b)

9.

The officer provides the required two weeks notitessignation; and
. The date of effect of the resignation is within tweeks of the term end date.
Termination by CSIRO

Where CSIRO terminates employment (except if thmitgation is due to inefficiency or
misconduct) prior to the completion of the spedifierm period the officer shall:

. be given two weeks notice of the early termination;
. be given access to redeployment as per Clausen8l5; a
. be entitled to the applicable separation paymepeaparagraph 6 of this schedule.

Compensation in respect of the period of servicegone shall be negotiated on a case-by-
case basis.

Eligibility for Indefinite Appointment

Except as provided in (b) of this clause, or paapbr9 of this schedule, term officers may
be considered for indefinite appointment in thédf@ing circumstances:

()  They are candidates for externally advertised st or
(i)  They were originally recruited through a compeétselection process and
. are candidates for internally advertised positiams;
. in the opinion of the Organisation it is desiratdeoffer indefinite employment
without a position being advertised (such offere at the discretion of the

Delegate).

Trainees, who were recruited through external dthesment, are eligible to apply for
internally advertised positions only in the finatde months of their term.

Review of Tenure Status

For the purposes of this clause, periods of semitiebe aggregated provided no break between
those periods exceeds six months.

(@)

() Where a term officer is being considered fosubsequent term appointment which
will extend total employment beyond four years, assessment overseen by the
Delegate will be completed in the last three mowthheir current term, to determine
whether further employment is appropriate and wéretuch employment will be
offered on a term or indefinite basis.

The assessment should include:
. the officers skills and knowledge;

. reasonable inferences as to the Business Unit'singgskill needs taking into
account all of the work being undertaken;

. the availability of suitable, ongoing work; and
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(b)

10.

@)

(b)

(ii)

(i)

(ii)

(iii)

(iv)

. the claims of other similarly qualified term offise

The officer shall be notified in writing of ghresult of the assessment and the reasons
for the decisions at least one month prior to #rentend. However, the decision is
not subject to review under Clause 87 of this Agrest, or any other CSIRO review
mechanisms.

Where a term officer has had more than sevearsyeof service, and further
employment is being considered, an assessmentgsrsball be completed, in the last
three months of their current term, as set outwelo

There will be a corporately managed assessmergess that includes a representative
nominated by the officer to determine whether thame opportunities for indefinite
employment of that officer within CSIRO. The assaent shall take into account the
following matters:

. the officers skills and knowledge;

. reasonable inferences as to CSIRO’s ongoing s&déds taking into account all
of the work being undertaken;

. the criteria justifying previous term appointments;
. the availability of suitable, ongoing work; and
. consideration of any previous assessment.

The officer shall be notified in writing aehst one month prior to the term end of the
result of the assessment and the reasons for tdigiales shall be provided in writing
if requested. If the officer is not satisfied witle reasons for the decision the officer
may seek a review under Clause 87 of this Agreement

For the purposes of this assessment, wherefticer would be offered indefinite
appointment but does not satisfy the requiremehtgsacagraph 8 (a) (i.e. was not
originally recruited through a competitive selentigrocess and is not a candidate for
an externally advertised position), those requirgsmenay be waived if the Business
Unit considers that there would be no advantagmnducting a competitive selection
process.

Term Officer Redeployment

In addition to any Business Unit's processes ainceaffshall have access to CSIRO’s
redeployment process (Clause 85) provided that they

were appointed following a competitive recruitmpracess; and

have at least four years aggregate employment,igedv that no breaks between
periods of service exceeds six months.

Consideration of any outplacement benefit will bE&IRO’s discretion.
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APPENDIX A
To be completed prior to appointment/reappointment.

1. Position/Reference No New/Existing Position

2. Name

(If the appointee has not been selected his/heersdmould be provided as soon as possible.)

3. Business Unit

4. Location

5. Program, Project & Classification

6. Length of term

7. Skills required to perform work

8. Reasons that term (rather than indefinite) agpeént is proposed.

9. Previous CSIRO employment history of

10. In the case of reappointment on a term bhaiswtill extend total employment beyond four
years, or where an officer has completed sevensysanvice and further employment is
being considered, an assessment under paragram) or ((b) respectively must be
completed. A copy of the written notification dfet outcome and reasons for the decision,

which is provided to the officer, must be attachmthis Appendix A.
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11. Clause 1(b) of this schedule of the Enterpiigeeement requires that officers may only be
appointed for a specified term on the basis of anmore of the following circumstances:
Please tick the appropriate box(es):

O where the appointment is to cover the temporasgate of another officer;
O where the appointment is clearly of a limited terature in that the work;
i. has specifically defined objectives related togheod of the term; and
ii. requires skills which cannot be provided by ext@mployees or requires
the commitment of resources beyond the capacithi@existing number of
indefinite staff; and
iii. on the balance of probabilities, after the workasnpleted there will be no
ongoing need for the skills being sought or ther#l e sufficient
competent indefinite staff available to satisfy teguirements of ongoing
existing and foreseeable funded activities.
to cope with seasonal periods of peak load;
where CSIRO wishes to employ a recognised spsetiala field for a short period;

where an external appointment is made to a semmagement position;

where a specified period appointment is prefernethk appointee and this is acceptable
to CSIRO; or

O where an officer requests access to transitioeti;ement arrangements.

Signature

Date

NOTE:

) Where an appointment is being made as a Dewdnost-doctoral fellow, a copy of the
training program and the individual’s curriculuntag must be attached to this Appendix A.
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SCHEDULE 3 — REDEPLOYMENT AND RETRENCHMENT

1. Application

(@) These provisions do not apply to:
® an officer appointed on probation whose appuo#t has not been confirmed; or
(i) an officer appointed for a specified periodlunding casual appointment.

Officers on a specified term employment have actessdeployment and other provisions
in accordance with Schedule 2.

2. Potentially Redundant Officers

(@ An officer is potentially redundant if:

® the officer is included in a group of officerajhich group comprises a greater
number of officers than is necessary for the dfitiand economic working of
CSIRO;

(i) the services of the officer cannot be effeetivused because of technological,
structural or other changes in the work method€®IIROor changes in the nature,
extent or organisation of the functions of CSIRO; o

(i)  the duties usually performed by the officaedo be performed in a different city
and the officer is not willing to perform dutiesthat city.

3. Consultation

(@ Where, due to organisational change or restrimgf, ten or more officers are likely to
become potentially redundant, the following infotioa shall be made available, in writing,
to the relevant unions:

. details of the circumstances causing the potergindancy situation;

. the impact of the proposed change upon scienceargs capabilities and/or support
for these areas;

. the anticipated number of officers affected andirthevel, functional area and
location; and

. the method of identifying potentially redundanticdts.

Where the provision of this information will alloan individual officer to be identified, all
but the identifying information will be made avdile.

(b) Consultation in accordance with Clause 57 thi#n occur so that options and measures to
reduce the need for, and mitigate the impactsegfilndancies can be fully explored.

(© Officers will be notified that they can requetste involvement and assistance of a
representative. Where requested, the represemtatan participate in discussions
concerning that officer.
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(@)

(b)
(©)

(@)

(b)

(©)

(@)

Voluntary Redundancy Substitution

An officer who is potentially redundant may excharmpsitions with another officer who
would not contest redundancy. This is referredddvoluntary Redundancy Substitution.
Voluntary Redundancy Substitution is entirely atiIRS's discretion and will only be
approved where CSIRO determines that the skillsotti individuals are a close match and
that there will be no adverse impact on ongoingkwernuirements. Discussions will occur
with each individual officer before final approual CSIRO.

Substitution will only proceed where no suitabédeployment opportunities are identified.

CSIRO will, on an annual basis, make all officaware of the option of being listed on a
Voluntary Redundancy Substitution register whichl we maintained by CSIRO Human
Resources. CSIRO will not refuse an officer's etat to be placed on the register.
Additionally, when Business Units are undertakingamisational change or restructuring
they will advise all officers at that time of theportunity for voluntary redundancy
substitution.

Identification of individual officers from an impacted group of officers

After voluntary redundancy substitution hasrbeensidered, in any situation where the
number of roles available is fewer than the curremhber of officers occupying those roles,
the following process will be adopted.

The responsible Line Manager will use availdtiewledge and information to undertake
an assessment of each officer against the orgamiaatrequirements for the role/s
developed in line with the applicable work clagsifion standards. The principles of
procedural fairness will be applied. The officeill vihave the opportunity to provide
information if they so choose, however they willtnme required to make a formal
application for their existing role.

The final decision will be made by the respblesiLine Manager and affected
officers will be advised Where it is determined that there is no ongainganisational
requirement for the officer's skills, the officeriliwbe advised that they are potentially
redundant and will be provided with informationaiccordance with sub-paragraph 6(a).

Advice and information to individual impacted dficer

Where an individual officer is likely to becomedundant the Senior Manager will, at the
earliest practicable time, advise the officer @ #ituation and at the same time will provide
the officer with the following information:

. details of the circumstances which have giventoge potential redundancy;
. why the individual officer’s position has been itiad as potentially redundant;

. potential redeployment, including retraining praspe within the Business Unit and
more broadly, within CSIRO;

. other options available which may prevent the reidumncy;
. a written estimate of the financial termination &f#ts which apply for each of the
redundancy options (including income maintenanoneghe event that redundancy is

confirmed; and

. comprehensive information concerning redeploymentr@dundancy procedures and
the assistance that CSIRO Human Resources wiliggov
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(b)

(@)

(b)

(c)

(d)

(e)

(@)

(b)

(c)

Where an officer has requested the involvenoérat representative, they will be provided
with the information in respect of the officer cenaed.

Redeployment

CSIRO will carry out an organisation-wide suyrvef existing and foreseeable vacancies
which are at, or one level below, the officer's stalmtive CSOF level and in the same
functional area. The minimum period over which thigvey will be conducted will be 2
months or a shorter period may be agreed betwetR@&nd the officer.

A position will be considered to be a suitablgportunity if that officer meets all the
essential selection criteria for the position eitimmediately, or could reasonably be
expected to do so after a reasonable period adingtg (up to six months in the case of
vacancies with indefinite tenure).

Where an officer accepts redeployment withinRZS to a position of lower classification
than their substantive classification level, paytweill be at the rate necessary to bring their
salary up to the salary received immediately befibve date of redeployment for the
following period:

® in the case of officers who have twenty or mgears of service — 14 months; or
(i) in the case of other officers — eight months.

The income maintenance period shall commence ordalyeof transfer to a position of
lower classification.

Where an officer secures further employmentC8IR0O, and is required to move house in
order to take up the appointment, the officer Wil eligible for the same conditions as
would apply had the officer been promoted to theetiton.

For the purposes of calculating salary, allowes referenced in 10 (e) will apply.

Retrenchment
Formal written notification

Where there are no apparent redeployment oppadarand the redundancy is to proceed,
the officer will be formally advised in writing. T$ notification will detail the various
options in terms of the timing of termination aheé relevant benefits (if applicable).

This notification shall provide formal notice ofvé weeks (or nine weeks in the case of
officers over 67) which will commence 4 weeks frdahe date of the formal written
notification.

Cessation within 10 working days of receiviognfial written notification

If an officer does not contest redundancy and agteea termination date that is within
10 working days of receipt of their formal writteotification the officer shall be paid the
equivalent of 8 weeks pay in addition to the lumymsor income maintenance benefit,
(where applicable). During this 10-day period tiffecer must provide written advice as to
their preferred benefit.

Cessation after 10 working days of receivingyfal written notification

0] Officers who choose to remain with CSIRO beyaheé 10 working days
following the receipt of their formal written nagation, will receive, in
addition to the lump sum or income maintenance fitefvehere applicable)
the remainder of the formal notice perieferred to in sub-paragraph 8(a).
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(d)

(@

(b)

(©)

(d)

(ii) During the notice period the officer will cdntie to be eligible for redeployment
within CSIRO. Employment will terminate at the qaletion of the period of notice
if the officer remains excess to CSIRO’s requireteenWhere, prior to the
completion of the notice period, the officer seefpointment to an advertised
vacancy but has not been assessed by the end wétice period, employment will
be extended until the officer’s suitability for th@osition has been determined.

Financial planning, skilling and career support

When requested by an officer, CSIRO will fund uptwem visits to a CSIRO nominated
outplacement service to obtain job seeking skiliseer assessment and planning and CV
preparation. In lieu of this, the officer may regtian equivalent amount to undertake
relevant training. In addition, CSIRO will fund @rvisit to a mutually agreed financial
adviser.

Lump Sum Payment

An eligible officer who is retrenched will rége a lump sum payment calculated in
accordance with this paragraph UNLESS the offidecte in writing to receive income
maintenance.

Subject to a minimum payment of 4 weeks pay amiaximum of 48 weeks pay, the Lump
Sum payable to a retrenched officer will be 2 weskary for each completed year of
continuous service PLUS a pro-rata payment for adgitional completed months of
continuous service, subject to any minimum amohetdfficer is entitled to under their
Work Act 2009.

Where the lump sum payable under this sub-paragrapbeds the sum of salary that would
be payable were the officer to continue in emplayinatil they reach the age of 67, the
officer will receive the greater of:

. the sum of salary that would be payable were tiieesfto continue in employment
until they reach the age of 67; or

. the amount of redundancy pay the officer is emtitie receive under théair Work
Act 2009

Calculation of Lump Sum

Where an officer has less than 24 years full timeise, the redundancy payment will be
calculated on a pro rata basis for any period wherefficer has worked part time hours
during his or her period of service.

For the purposes of calculating salary at thte @f termination, the following allowances
will be included:

0] Enhanced Responsibility Allowance, if it waseé/ed for a continuous period of at
least 12 months prior to formal advice being giuader sub-paragraph 8(a);

(ii) Payment for shift work, restriction duty or entime where it was received regularly
i.e. in 50% or more of the pays received in thenidth period preceding the
giving of notice under sub-paragraph 8(a). Thewmancluded will be the average
fortnightly payment during the 12 month period; and

(iii) First Aid Allowance, Superior Performance Ref (Premium Step) and AAHL Site
Allowances.

PAGE 82

CSIRO Enterprise Agreement 2011 — 2014



10.

(@)

(b)
(c)

(d)

(e)

(f)

11.

(@)

Income Maintenance after termination

Where the formal advice under sub-paragraph i8(given, officers who elect to take the
income maintenance option will be entitled to reegiayments for the following period:

® in the case of officers who have twenty or mgears of service — 14 months; or
(i) in the case of other officers — eight months;

and provided that the sum payable under this subgpaph shall not exceed the sum of
salary that would be payable were the officer taticme in employment until the age of 67.

The income maintenance period shall commendb®day after termination.

During periods of income maintenance formerceffs will be eligible to apply and compete
on merit for internally advertised vacancies.

The amounts to be paid by way of income maimer shall be calculated as follows:

® where the former officer is unemployed, paymeiit be at a rate equivalent to their
salary at the date of termination less any amoeegived by way of unemployment
relief.

(i) where the former officer obtains employmentgide CSIRO, payment (if any) will
be at the rate necessary to bring their salary filoat employment to the salary
level at the date of termination.

For the purposes of calculating salary at thie @f termination, the following allowances
will be included:

0] Enhanced Responsibility Allowance, if it waseéved for a continuous period of at
least 12 months prior to formal advice being giueder sub-paragraph 8(a);

(i) Superior Performance Rating (Premium Step},dnly for that part of the period of
income maintenance that would have been paid, lmafficer not been in receipt
of income maintenance under the terms in this Sdeed

(i) Payment for shift work, restriction duty overtime where it was received regularly
i.e. in 50% or more of the pays received in thenidhth period preceding the
giving of notice under sub-paragraph 8(a). Thewmacluded will be the average
fortnightly payment during the 12 month period; and

(iv) First Aid and AAHL site allowances.

During the period of income maintenance, fornudficers will be required to provide
acceptable evidence of income (from employment memployment relief) in order to
establish and maintain eligibility for income manance.

Retention in Employment

An officer may seek the Senior Manager’s ageggrno sacrifice all or part of their income
maintenance period (on a week for week basis) tarmefor an equivalent period of

retention in employment. There is no entitlementetention in employment and agreement
to this arrangement is totally at the Senior Managdiscretion. There is no requirement
for the Senior Manager to justify the response uohsa request. Where a period of
retention is agreed, this period will not be takiewo account for the purposes of
determining the income maintenance entitlement (&.gn officer gains 20 years service
during the retention period, this does not createeatittement to 14 months income
maintenance).
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12. Service forRedundancyPay Purposes

For the purpose of calculating an entitlement igoadance with paragraphs 9 and 10 of this
schedule, “service” means:

. service in CSIRO;

. Government service as defined in section 10 oflitveg Service Leave (Commonwealth
Employees) Act976

. service with the Commonwealth (other than servitl @& joint Commonwealth—State body

or a body corporate in which the Commonwealth desshave a controlling interest) which
is recognised for long service leave purposes;

. service with the Australian Defence Forces;
. service in another organisation where:
® an officer was transferred from that organisatwith a transfer of function; or
(i) an officer engaged by that organisation on kweithin a function is appointed as a

result of the transfer of that function to the CSIBnd such service is recognised
for long service leave purposes.

Service not to count as service for redundancy pagurposes— Any period of service which
ceased in any of the following ways will not coastservice for redundancy pay purposes:

. retrenchment; retirement on grounds of invalidityefficiency or loss of qualifications;
forfeiture of office; dismissal; termination of pration appointment for reasons of
unsatisfactory service; or voluntary retirement aat above the minimum retiring age
applicable to the officer or with the payment ofeanployer-financed retirement benefit.

Earlier periods of service— For earlier periods of service to count theretryesno break between
the periods except where:

(a) the break in service is less than one monthamedrs where an offer of employment with
CSIRO was made and accepted by the officer befeasiog employment with the
preceding employer; or

(b) the earlier period of service was with CSIR@ arased because the officer was deemed by
CSIRO to have resigned on marriage.

Absences during a period of service Absences from duty which do not count as serfdacdéong
service leave purposes will not count as servicegdundancy pay purposes.

13. Independent Review

(a) An officer may seek an independent review un8ehedule 4 in relation to other
redundancy issues which do not impinge on the imlaf the decision to retrench him/her
(i.e. the purpose of the independent review cahadb question the redundancy itself).

(b) An officer may bring an action against termioatof employment under Clause 86 of this
Agreement.
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SCHEDULE 4 — GRIEVANCE PROCEDURES

Introduction

CSIRO is committed to achieving and maintaining@dpctive and harmonious work environment.
CSIRO supports an organisational culture that seekesolve differences through negotiation and
mediation rather than through an adversarial psocegxperience and research shows that this
approach is highly cost effective in human, prothéctand financial terms and results in positive
ongoing working relationships.

It is recognised, however, that disagreements mmge drom decisions or actions affecting an
individual during the course of their employmerithese procedures are designed to encourage
informal resolution of issues swiftly, confidentialas close to the actual work situation as pdssib
and are designed to complement other managemepnegs®s. The procedures recognise that
situations may arise where informal resolutionsfait is not appropriate, and provide an effective
and fair process for review of these situations.

1. Objective

CSIRO'’s objective is to encourage the resolutiormattters of concern in a manner that is fair,
transparent, timely and maintains good staff/mameyé relations.

2. Scope
(@) Matters Covered

The procedures apply to officers concerns aboutonmaore of the following issues, where
no other formal avenue of appeal exists:

. the application of existing employment conditions;

. probation or selection procedures;

. an official instruction; and

. issues arising from decisions or actions conneteldeir employment.

(b) Probation Matters

A grievance about probation issues is limited wwcpdural aspects of the officer’s treatment
during probation and cannot be to challenge anysitecto annul appointment. Following
are the “procedural aspects” that may give ris& poobation grievance:

Probation reviews will occur at regular intervdts, example in the 3rd and 5th months for
officers on six months' probation, and:

. On each occasion the supervisor will assess whéieeprobationer has met, or is
making good progress towards meeting, the requingsnef the job and will
document the assessment in the form of a writtebadion report, addressing
quality of work, ability and personal qualities aattitudes;

. The probationer must be given the opportunity tdresign and date each report,
indicating that the contents have been noted;

. Any weakness or adverse aspect of a probationestk werformance must be
specifically drawn to their attention;
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. The probationer must be given the opportunity tonm@nt on any aspect of a
report, and to have those comments recorded orefuet;

. Unless annulment of appointment is being proposethedial action, such as
training and/or closer supervision, may be providésy counselling or remedial
action will be documented in the probation repalbng with any comment by the
probationer; and

. If annulment is proposed, a recommendation mustmagle to the delegate
immediately, and not delayed until the end of thenmal probationary period.

A probation grievance may be lodged at any timeénguthe probation period but no later
than 5 working days after the date of receipt & fbhrmal written notice advising the
probationer that a recommendation for annulmeheisg considered.

In the event that a probation grievance is lodgatdod time or following a review CSIRO
determines it is not confined to the aforementiopeatedural aspects, the grievance will
not be investigated.

(© Matters not covered

The procedures do not cover issues where a forrS8#RQG or external avenue of appeal
exists and excludes complaints solely about:

- Salary/Performance and Development Step decisions
« Decisions to annul appointments during probation
« Classification decisions
» Disciplinary actions
« Redundancy
« Workers compensation issues
(d) Grounds for not commencing or proceeding

« The officer has instituted action in a court obamal in relation to the matter that is
the subject of the complaint, or it would be mopprapriate to have the matter
resolved by an external review body and it is fiked be resolved in a timely
manner.

« The probation grievance is not confined to procatuomatters or lodged out of time.

« The officer is no longer an employee of CSIRO. Giees lodged prior to
termination of employment will lapse.

In these cases the officer will be notified in writ, by the Senior Manager, that the
complaint will not proceed and given detailed ressahy.

3. Time Limits

A grievance will only be permitted to proceed whitris submitted in writing within three years of
the alleged incident which forms the basis forghevance. Grievances relating to events that are
more than three years old will be permitted onlthi officer can establish that the ramificatiofs o
the decision/action in question could not reasondélalve been foreseen at the time and did not
become evident during the three years subsequerievances may also be permitted where it is
demonstrated that circumstances beyond the offiaamntrol rendered the officer incapable of filing

PAGE 86 CSIRO Enterprise Agreement 2011 — 2014



the grievance within the three year timeframe. iddependent investigator will determine whether
an out-of-time grievance satisfies these requirdsien

From 1 January 2012 the above provisions on time limits shall be aegpd with the following
provisions:

The informal or formal resolution stage of the @aece Procedures shall be commenced where a
grievance is submitted in writing within 12 montb§ the alleged incident. Where supporting
evidence for a grievance extends beyond the 12hmoneframe, such evidence shall be considered
as part of the grievance process.

Grievances relating to events that are more thamdhs old will be permitted only if the officer
can establish that the ramifications of the deaisiction in question could not reasonably have been
foreseen at the time and did not become evidennhgltihe subsequent 12 months. Grievances may
also be permitted where it is demonstrated thauoistances beyond the officer’s control rendered
the officer incapable of filing the grievance withthe 12 month timeframe. An independent
investigator will determine whether an out-of-tigrevance satisfies these requirements.

4, Principles
(@) Compliance with procedural requirements

The parties involved in the grievance must compiy all stages and steps of this Schedule
within established timeframes where applicable smtbere are extenuating circumstances.

(b) Confidentiality

At all times, documentation and discussions assetiwith a grievance will be treated as
confidential. Relevant information will be retathen a specific confidential file to which

access will be restricted to a ‘need to know’ basily. Information on relevant files may

be subject to applications for disclosure undemteedom of Information Act 1982.

(© Fairness

Procedural fairness will apply &l parties and means that:

. there is a right to a fair hearing and/or invedtagaby an unbiased person;
. parties have a right to know the case against tiagich;
. parties have the opportunity to comment on matevtdath may result in findings

adverse to them.
(d) Allegations against a Third Party

Where a grievance involves an allegation againkird party, the officer who is the subject
of the allegation must be advised in writing of Hikegation. The officer concerned will be
given an opportunity to respond in writing to thiegation within 14 days.

(e) Vexatious and/or frivolous complaints

Where a complaint made under the grievance proesdisrfound to be vexatious and/or
frivolous CSIRO may take action against the commaat in accordance with the CSIRO
Misconduct procedures.
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() Timeliness

All complaints should be dealt with promptly andtbughly with a view to finding a
resolution as soon as practical.

(9) Equity and Diversity

A grievance can sometimes result, in part, froncrilisination related to gender, race,
cultural differences etc. It is important that ghrties therefore comply with equal
employment opportunity principles.

5. Responsibilities

Staff — it is the responsibility of all officers to takeasonable and genuine steps to prevent
situations which may lead to grievances and to vemdperatively to resolve any disagreements as
far as practicable at the local level by:

. Promptly addressing any disagreements as they; arise

. Discussing those disagreements in a fair, honestanstructive manner;

. Providing information and explanation about matterdisagreement;

. Maintaining strict confidentiality by restrictingstussion to those directly involved in the

resolution process. However, an officer may chdoskee accompanied by a person of his
or her choice (i.e. a representative or a colleadfieer) at any stage of the process, and

. Complying with the CSIRO Code of Conduct.
Managers—in addition to the above general responsibilities, managers tie responsibility to:
. Ensure decisions on managing people are ethicalrangparent;

. Refer to, and apply any relevant CSIRO policieandards, procedures or guidelines when
making decisions;

. Advise affected officers of decisions as soon astrable;

. Prevent situations or complaints from developirtg igrievances by creating an atmosphere
in which officers can raise their concerns and Imgosiraging them to communicate
promptly about emerging problems;

. Demonstrate to staff that their concerns are ingmrby taking steps to swiftly address their
concerns and resolve any issues as they arise;

. Engage in resolution processes in an impartial maand encourage informal resolution
wherever possible;

. Ensure that any agreements or decisions reachédhplemented:;
. Ensure that officers are not disadvantaged or idiggated against for raising concerns; and
. Comply with the CSIRO Code of Conduct and values.

Senior Managers— also have specific additional responsibilitiegé@hation to the prevention and
resolution of grievances. They must ensure that:

. Managers adopt sound people management practidesh wontribute to the effective,
equitable and proper conduct of the organisatiod; a

. Officers are not disadvantaged or discriminatedragdior raising concerns.
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STAGE 1 - INFORMAL RESOLUTION

Outline of the Informal Process

Step  Process

1 The officer will discuss the matter with their Ma@ea in an effort to reach a resolution.
The officer should explain:

« what action or decision is the cause of their cammpj
« what specifically is their complaint;

« what is the impact of that decision or action; and

- what is the preferred outcome or result they ae&isg.

If the matter is about the behaviour or actionshef Manager and it is not appropriate to
discuss this with the Manager, go to step 2.

Outcome

If.... Then....

the matter is resolved to the officer’'s the matter is closed.
satisfaction,

the matter is not resolved to the go to step 2.
officer's satisfaction,

2 The officer discusses the matter with the next llesfemanagement.The next leve
manager should review the attempts to resolve thitemto date and, where necessary,
action or further action. This may include the w$ mediation, negotiation or a review
the decision, or action, which resulted in the claimp. The Next Level Manager may a
consider requesting a formal investigation.

Outcome

If.... Then....

the matter is resolved to the officer’'s the matter is closed.
satisfaction,

the matter is not resolved to the go to step 3.
officer's satisfaction,

Consider a range of options available to help kestihe issue including facilitation a
mediation.

The terms of the process are to be agreed by ttiepaoncerned.

Outcome

If.... Then....

the matter is resolved to the officer's the matter is closed.
satisfaction,

the matter is not resolved to the the officer may request a formal review
officer's satisfaction, of the matter.
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GUIDELINES FOR THE INFORMAL PROCESS
Workplace Communication

Officers should be aware of their right to raiseagrns, and the expectation that they will do so,
with their Manager or next level Manager as soothayg arise. Managers are expected to respond
promptly, and to initiate discussions within a weskreceiving an officer's request to resolve a

disagreement.

Discussion with a person other than the Manager

In some cases an officer may not feel comfortabising an issue with their Manager and may be
unsure how to resolve the issue. As part of tHermmal processes officers may refer to the
following people for guidance and advice:

. Business Unit Ombudsman (if applicable)

. Equity and Diversity Officers

. Personal Counsellors/Employee Assistance Progr&R)YE
. Representative

. Human Resources Staff

Assistance for Managers

In some instances a Manager may feel that theyotithvawe the necessary skills and experience to
handle the matter satisfactorily. In such casds dppropriate to seek the assistance of the next
level manager or HR Manager. The Employee AsgstaProgram (EAP) and most Personal
Counsellors also provide advice and support to gensain relation to their people management
responsibilities.

Referral to the Next-Level-Manager

The next level Manager is responsible for ensuting effectiveness of people management
practices within work areas under their managemdtis includes ensuring that supervisors and
team leaders are accountable for their decisiodsaations they make which impact on individuals
or the work team as a whole.

Why use Mediation/Facilitation?

Mediators/Facilitators are independent third partteained and skilled in assisting others to nesol
their problems through dialogue and negotiatioheyl'seek to bring the parties together, assist them
to hear each other, identify the causes of the lpmopbenable the parties to develop a shared
understanding of each other's needs, explore solutiptions and develop solutions that are
acceptable to all parties.

They are neutral and listen equally to both sidBisey do not ‘decide the case’, defend either party
or provide an answer. They are responsible forptmeess and this allows the participants to
concentrate on the issues.

The parties attending a facilitated session shdwdde the authority to negotiate and reach a
settlement.

Your local HR Manager or representative can adyise on who would be able to act as a
Mediator/Facilitator.
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Recording an Agreement

Where the disagreement is resolved by mutual agreerall parties involved should sign a record
of the agreed outcome. Each party should receiveps of the agreement as well as the original
being placed on the confidential file.

STAGE 2 - FORMAL RESOLUTION

Outline of formal process

Step

1

Process

Officer initiates the formal process by writingtte Senior Manager.

(Where a Senior Manager is the subject of the campbr has had involvement in the
complaint, the request should be forwarded dire¢ty another appropriate Senior
Manager).

The officer initiating the process will comply witthe process requirements of this
schedule and inform the Senior Manager how he/siseaktempted to resolve the matter
through informal avenues and/or why the matter otrire resolved through informal

processes (e.g. mediation, counselling etc).

Prior to proceeding to Step 2 of the formal proc#sthe Senior Manager has not been
informed by the initiating officer how the offickias attempted to resolve the matter and
why the matter should not be first considered tghoinformal avenues (e.g. mediation,

counselling etc) he/she will encourage the patbesttempt to resolve the matter using the
informal procedures detailed at Stage 1 of thev@nee Procedures.

The Senior Manager:
« appoints an Administrator; and

« appoints an Independent Investigator from the pah€lSIRO investigators.

The Independent Investigator undertakes a formalsitigation.

Note: Nothing in this process is intended to prévére grievance being resolved
informally by mediation or other appropriate meahsny time before the formal process
is completed.

The Independent Investigator prepares and submitspart to the Senior Manager

addressing each of the officer's areas of complamt makes recommendations where
appropriate. The Administrator provides a copytha appropriate parts of the report to
the parties to the grievance (see guidelines).

The Senior Manager:
- reviews the report and may request further inforomaf necessary;
» accepts or varies the recommendations; and

- advises the officer of any actions as a resulthef investigation. Generally this
should occur within one month of receipt of theapirom the Independent
Investigator, however in complex cases, a maximtithree months will apply.
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Outcome

If.... Then....

the matter is resolved to the officer’s the matter is closed.
satisfaction,

the matter is not resolved to the go to step 6.
officer's satisfaction,

6 The matter could be referred to the Chief Execuiwaeview where:

« the Senior Manager does not accept or varies tleenmmendation of the
Independent Investigator; or

« aparty to the grievance believes the investigatiaa procedurally flawed.

Matters will not be referred to the Chief Executivkere a period of 28 days has elapsed
since the date of the advice to the officer by@méef. The Chief Executive may consider
matters where circumstances beyond the officergrobrendered the officer incapable of
referring the matter to the Chief Executive wittiie 28 day timeframe.

The Chief Executive's decision is final and gerigrahould be communicated to the
parties within one month of receipt of a requestrigferral of the matter to the Chief
Executive. In complex cases, a maximum of threathmowill apply.

GUIDELINES FOR THE FORMAL PROCESS:
When is a formal process appropriate?

An officer may lodge a formal grievance with the@evant Senior Manager (or another Senior
Manager if the grievance relates to their relev@ahior Manager) where the grievance was not
resolved, or it is not appropriate to be resolN®dan informal process. Examples of matters which
may be appropriate for a formal investigation couhtlude those involving allegations of
harassment, discrimination and bullying.

What information is required in a request for a formal investigation?

The request must be in writing, comply with theqa®s requirements of this schedule and clearly
state the issue(s) to be resolved. The requesicsibe concise, detailing all the facts of the case
and providing relevant information in support oétblaims. It should clearly detail the impact on
them of the decision, action or lack of action.r&Cahould be taken not to include any personal
attacks on any individuals.

The officer will include a statement about the onte(s) sought. It is important that the officer
consider the outcomes they believe are appropaiadereasonable.

Response from Senior Manager to request for invesgfation

Within 14 days of the Senior Manager receiving attem formal request for investigation, the
officer will be advised of who has been nominatednivestigate the complaint and may have the
opportunity to object. The objection must be mederiting within 14 days of being notified as to
the identity of the Independent Investigator.
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Administration of the Formal Process

The Senior Manager should appoint an officer tathee Administrator to coordinate the process
fairly and promptly. The Administrator is normabiy officer within the Business Unit, however, it
is sometimes more appropriate for the Administr&doe someone outside the Business Unit. The
Administrator should have no direct connection with grievance and at all times should act, and
be seen to act, impartially.

Appointing the Independent Investigator

The Senior Manager (or a nominee of the Senior ianashould contact the Workplace Relations
Manager, Human Resources to advise of the existeheegrievance and to obtain a list of the
current Independent Investigators.

Early Resolution of the Matter

The Independent Investigator should always keepmind the possibility of suggesting an
appropriate solution that will be acceptable to @drties, and may result in the matter being
resolved. In these circumstances, the solutionthedagreement of the parties should be put in
writing and signed by the parties to avoid any sgent misunderstandings.

Withdrawing a Request for Formal Investigation

Where the officer does not wish to proceed witloanfl investigation, the request for a formal
investigation should be withdrawn in writing.

Conduct of the Investigation

The Independent Investigator will, wherever possibiterview all relevant officers. It is importan
particularly in cases where there is conflictingdence, that statements be made in writing and
signed by the officer concerned.

The Independent Investigator will record the sulisteof the interviews and the interviewee will be
given the opportunity to verify the record of intiew and make any comments on its contents.

Investigator's Report

The Independent Investigator will prepare a remortthe investigation and forward this to the
Senior Manager. The report will advise the Semitamager of the outcome of the investigation
including:

. The recommended outcome
. The reasons for the recommendation

The parties to the grievance will receive a copynaterial within the report that relates to them.
The provision of any information will be in accord® with thePrivacy Act 1988.The parties will
also be given an opportunity to comment in writimg the recommendations made in the report
which relate to them.

Response by Senior Manager to the Report

The Senior Manager may either:
@ Accept the recommendation and confirm the axtio

(i) Accept the recommendation and vary the action;

(i) Reject the recommendation and substitute\a aetion (giving the reasons).
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The Senior Manager will advise the officer in wrgiof any proposed actions to be taken as a result
of the investigation. A copy of this response Vi sent to the Independent Investigator. Where
appropriate the Senior Manager will also meet \liih officer and discuss the actions to be taken.
Where the Senior Manager proposes to vary or gubestihe Investigator’'s recommendations, the

officer will be advised of the intended action dvel given 14 days to make a submission to the
Senior Manager.

Decision of the Senior Manager may be replaced byather decision

Where the Senior Manager is the subject of thevgriee or has had involvement in the complaint
the matter will be referred to another Senior Mamadf the grievance relates to a decision of a
Senior Manager then the referred Senior Manager lads the power to make a decision in the
matter, including replacing the original decisidrttee Senior Manager.

Review by the Chief Executive
A matter may be referred to the Chief Executivedoeview where:

. The Senior Manager does not accept, or variesygbemmendation of the Independent
Investigator; or

. A party to the complaint believes the process eéstigating the matter was flawed.

The officer will be advised of the outcome of tieeiew in writing. The Chief Executive's decision
is final.

The officer may also consider using external ley&hues where appropriate.
Feedback after the Process is Finalised

The officer may request a meeting with the Indepandnvestigator to discuss the content of the
report and to give constructive feedback on thdartrof the report and the process used.

The Senior Manager (or a nominee of the Senior enaalso has an opportunity to provide
feedback to the Independent Investigator on thegg®and the content of the report.
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SCHEDULE 5 - DUTY AT SEA

1. Scope

Duty at sea applies to all officers while confin@tboard a vessel at sea for periods in excess of

24 hours.

2. Definitions

(@) “Annual salary” means the corresponding rate of lgd in Schedule 7 of this Agreement.

(b) A vessel is defined to be “at sea” from the timke#tves a wharf or anchorage at the start of
a voyage until it returns to a wharf or anchoraggn@ completion of that voyage.

(© “Normal fortnightly salary” means the officer's Anal Salary converted to a fortnightly
rate of pay, as specified by the formula in Clal@).
Normal fortnightly salary includes any allowancegedand payable to the officer and
deemed to be salary by this Agreement.
Daily payments made pursuant to subclause 3 ofdtiedule or any form of overtime
payment are not to be included as part of the @fic‘normal fortnightly salary”.

3. Duty at Sea Allowance

() Duty at Sea Allowance is payable in addition taéfrcer’'s normal fortnightly salary for all
periods of more than 24 hours and pro rata thdsr-a@pent on a vessel at sea. This
payment is made in recognition of an officer's dnement aboard the vessel and the
additional hours of work which may be required ofodficer.

(b) The daily payment for Duty at Sea shall be caledain accordance with the following
formula:

CSOF.4MAnﬁnuaISaIaryx121%>< 12
31&

4. Confinement Leave

(@ In addition to other entitlements an officer shalteive one days leave for every Sunday or
part thereof and/or public holiday or part thertiaf officer is confined on a vessel at sea.

(b) () Subject to subclause 4(b)(ii), Confinement Leavedits will be available for use by

the officer for a period of six months commencingtbhe date of conclusion of the
voyage (“the settlement period”). At the end of tkettlement period, any
Confinement Leave credits that have not been apfdiewill be paid to the officer in

accordance with the following formula:

CSOF.4M§1nFnuaISaIaryxlocp/o

x12

(i)  An officer may use Confinement Leave creditswritten application to CSIRO for a
period of Confinement Leave. CSIRO shall not usosably withhold approval.
Confinement Leave can only be taken in whole dAygrant of time off work shall be
debited against the officer's Confinement LeavealitreRecreation Leave shall only
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5.

be granted to an officer after their Confinemena\e credit balance is less than one
day unless a written application for a period offlwement Leave has been denied.

Principles for Duty at Sea

The parties agree that the following principles gumdctices shall apply to all CSIRO activities
involving Duty at Sea, and represent minimum steasisla

(@)

(b)

(©)

General

(i)

(ii)

(iii)

(iv)

(v)

(vi)

The parties to this Agreement shall agree uport afsguidelines for Chief Scientists,
Voyage Managers, participants, and observers atioal to research activity in the
marine environment. All officers undertaking a vggashall be provided with ready
access to copies of the agreed guidelines. Copiel Ise available on all CSIRO
vessels. The guidelines shall be revised by thigggaas necessary.

Officers requested to participate in a voyage Wwals than five working days notice
shall be entitled to decline participation. Howevagreement for an officer to
participate in a voyage at short notice shall rubreasonably withheld.

In the case of a change in the scheduled datetwinref an officer to their normal
residence, or in cases of un-anticipated domestc nand with the agreement of the
Voyage Manager, a telephone call shall be provate@SIRO expense, by the most
appropriate means available.

No officer will be required to work at sea for mahan 85 days in any financial year
except with the written consent of the officer cemzd.

While at sea, an officer may be required to workamy day inclusive of Saturday,
Sunday and Public holidays.

The Master of the vessel has the authority for aohddiscipline and safety of all
persons on board. In the first instance, howev8iRO personnel will be responsible
to the Voyage Manager for their duties and conduct.

Health And Safety

(i)

(ii)

The parties to this Agreement are committed to ackhowledge their respective
responsibilities ensuring that all work performédea is performed in a safe working
environment by developing and applying safe systefmeork.

All work at sea shall be conducted in accordand# wie Occupational Health and
Safety (Commonwealth Employment) 2891 and other applicable Commonwealth
legislation and Codes of Practice. In the abseheppropriate Commonwealth Codes
of Practice, CSIRO shall conform with applicablerstards of the States and
Territories or recognized and accepted industrgtpre.

Maximum Periods of Duty

No officer shall:

(i)

(ii)

be required to work in a single continuous ses$iwrmore than 5 hours without a
minimum break from duty of 30 minutes;

perform in excess of 30 hours total duty in anytitmrous 48 hour period;
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(iii) be directed to work more than 16 hours in any omtiis 24 hour period; or

(iv) be directed to work for more than 12 hours contiraly in any watch inclusive of
breaks.

CSIRO Enterprise Agreement 2011 — 2014 PAGE 97



SCHEDULE 6 — CLASSIFICATION LEVEL DESCRIPTORS

The following classification level descriptors appi relation to the CSIRO salary structure:
Level 1

Under regular supervision, performs duties reqgitimited skills, initiative or responsibility.
Level 2

Under general supervision, applies basic knowlealgd/or skills to straightforward routines and
procedures using readily available guidelines aluica.

Level 3

Under technical direction, applies knowledge aritlssto a range of procedures and/or techniques.
May be required to solve problems of limited comjile determine priorities within assigned tasks,
vary standardised procedures or techniques andt amamxhanges in work procedures or
technologies. Applies communication skills relevemthe work area.

Level 4

Under general direction, applies knowledge andsskil a specific task(s) involving the application
or adaptation of a variety of procedures and teqres requiring specialised knowledge. Identifies
and solves more complex problems, initiates antidows complex instructions or procedures.
Accountability for resources and the capacity tspoand to and assist in implementing change are
commonly features of this level. Applies well dey@td communication skills relevant to the work
area.

Level 5

Under limited direction, applies well developed Wwhedge and skills to one or more specific

projects or services, requiring the development addptation of a wider variety of specialised

procedures and techniques. Requires the abiligetelop, test and evaluate complex options and
issues. Planning, highly developed communicatiofsskapacity to initiate appropriate change and
accountability for resources are commonly featofahis level.

OR

Under limited direction about research project otiyes and general approach, undertakes
scientific or engineering research requiring orddjity, creativity and innovation and the applicatio
of scientific or engineering knowledge, expertisel akills in a limited area. Demonstrates basic
ability in research planning and execution anddapacity to think in terms of fundamentals and
create hypotheses.

Level 6

Within broad guidelines, manages one or more higlgyificant projects or services, or undertakes
work that has impact on the development of scientif technological knowledge, on industry or on
the community. This requires the application ofthigvels of disciplinary expertise or managerial
knowledge. Demonstrates broad insight and sigmifickills in areas of expertise. Ability to deal

with concepts requiring well developed deductivegleative and investigative skills that lead to
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outstanding work. Leadership, planning and negdotiatskills, accountability for resources,
initiation and management of change and well depedorepresentation skills are commonly
features of this level.

OR

Within broad guidelines on research project obyestj undertakes scientific or engineering research
requiring a considerable degree of originality atidty and innovation and the application of exper
scientific or engineering knowledge. Has demonstatbility in research planning and execution,
and the judgement and tenacity required to reasbareh goals. May provide leadership to staff
within the project, and may be responsible for ti@nagement of human, financial and material
resources.

QUALIFYING STATEMENT

In levels 3, 4, 5 and 6 of the above classificatidevel descriptors, “knowledge and skills"refers
to the appropriate level of professional, technicaladministrative or managerial knowledge
and skills as specified in the CSIRO’s Work Classi€ation Standards.

Level 7

Under broad guidance about objectives, managesyasignificant administrative program. This

requires a high degree of resource management esdkrship ability. Has extensive expert
knowledge, and considerable ability in planning axecuting projects and implementing results.
Typically provides expert administrative leaderstopcolleagues, with significant conceptual and
creative input. Plans at the subprogram level, amimy a range of related projects, to meet
objectives. Typically seeks, allocates and moniggrificant resources. Has a significant role in
negotiating complex, sensitive or contentious issue

OR

Under broad guidance about research project obgstiundertakes scientific or engineering
research requiring substantial originality, crei@ivand innovation and the application of expert
scientific or engineering knowledge. Has proven acity to identify research opportunities
consistent with Business Unit's objectives. Consabée ability in research planning, execution
and/or ability to implement research results. Tloeerdist's or engineer's research has had a
significant influence on their field of researchypically provides scientific or engineering
leadership to more junior colleagues. May plan pravide project leadership to meet objectives
and seek, allocate and monitor resources.

OR
Functions as a senior specialist.
Level 8

Under broad guidance about objectives, assisthanotverall strategic management of a Business
Unit or manages a major scientific, engineeringadministrative program. This requires a high

degree of resource management and leadershipyalbilits extensive expert knowledge of his/her
field, and outstanding ability in planning and exittg programs and implementing results.

Typically provides expert scientific, engineering administrative leadership to colleagues, with

significant conceptual and creative input.
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Plans at the program level, comprising a rangeetdited projects, to meet objectives. Seeks,
allocates and monitors substantial resources. Hasajr role in negotiating more complex,
sensitive or contentious issues.

OR

Under broad guidance about research program obgsctiundertakes outstanding scientific or
engineering research requiring a high degree girality, creativity and innovation. The sciensst'

or engineer's achievements represent a substatialncement in scientific knowledge or for
industry or for the community. Has extensive sdfenor engineering knowledge, and outstanding
ability in research planning, execution and/or iempénting research results. Typically has an
international reputation in a significant field efience or engineering or industrial applicatiod an
provides expert scientific or engineering leadqrshiresearch colleagues. May plan at the program
level, typically for multiple projects, to meet ebtives and seek, allocate and monitor resources.
May have a major role in negotiating complex, sresior contentious issues.

OR
Functions as a senior specialist.
Note: Special promotion criteria apply to advaneatwithin this level.
Level 9

Responsible for the management of a research dlivigir equivalent group. This requires
outstanding strategic and resource managemenigaddrship and communication ability, coupled
with sound understanding of the commercial apphcadf scientific and technological innovations.
Has extensive expert scientific, engineering or iathtrative knowledge, and outstanding ability in
planning, execution and implementing results, combi with significant entrepreneurial skill.
Provides pivotal leadership reflecting considerailkion matched by strategic planning skills,
achievement, drive and focus on outcomes. Seedksasts, monitors and is accountable for very
substantial human, financial and material resourCesries overall responsibility for negotiating
complex, sensitive and contentious issues.

OR

Has such eminence in a significant field of scienceengineering that appointment as a CSIRO
Fellow is warranted.

OR
Functions as a senior specialist.

Note: Special promotion criteria apply to advaneatwithin this level.
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SCHEDULE 7 — CSIRO SALARY SCALES

Level

Step

Prior to date of

Premium Step

First pay period after date of operation

~

operation (Clause 43) 3.5% Premium Step (Clause 43
1 1 $34,413 $35,617
2 $35,292 $36,527
3 $36,168 $37,434
4 $37,047 $38,344
5 $37,926 $39,253
Max $38,804 $41,520 $40,162 $42,973
2 1 $40,279 $41,689
2 $41,734 $43,195
3 $43,188 $44,700
4 $44,643 $46,206
5 $46,099 $47,712
6 $47,554 $49,218
7 $49,009 $50,724
8 $50,465 $52,231
Max $51,918 $55,552 $53,735 $57,496
3 1 $53,788 $55,671
2 $55,644 $57,592
3 $57,474 $59,486
4 $59,304 $61,380
5 $61,137 $65,417 $63,277 $67,706
3E| 6 $62,966 $65,170
7 $64,799 $67,067
8 $66,628 $68,960
Max $68,457 $73,249 $70,853 $75,813
4 1 $70,784 $73,261
2 $73,107 $75,666
3 $75,432 $78,072
4 $77,756 $80,477
Max $80,081 $85,687 $82,884 $88,686
5 1 $83,512 $86,435
2 $86,944 $89,987
Max $90,374 $96,700 $93,537 $100,085
6 1 $95,863 $99,218
2 $101,352 $104,899
3 $106,843 $110,583
Max | $112,333 $120,196 $116,265 $124,404
7 1 $115,401 $119,440
2 $118,472 $122,619
3 $121,540 $125,794
4 $124,607 $128,968
Max | $127,681 $136,619 $132,150 $141,401
8 1 $137,699 $142,518
2 $147,717 $158,057 $152,887 $163,589
3 $160,302 $171,523 $165,913 $177,527
Max | $172,884 $184,986 $178,935 $191,460
9 1 $180,504 $186,822
2 $188,122 $194,706
3 $195,739 $202,590
Max |  $203,356 $210,473
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CSIRO SALARY SCALE — 5 July 2012

First pay perioq

Premium Step

5 July 2012

Level| Step| after da_te of (Clause 43) : :
operation 3.5% Premium Step (Clause 43)

1 1 $35,617 $36,864
2 $36,527 $37,805
3 $37,434 $38,744
4 $38,344 $39,686
5 $39,253 $40,627

Max $40,162 $42,973 $41,568 $44,478
2 1 $41,689 $43,148
2 $43,195 $44,707
3 $44,700 $46,265
4 $46,206 $47,823
5 $47,712 $49,382
6 $49,218 $50,941
7 $50,724 $52,499
8 $52,231 $54,059

Max $53,735 $57,496 $55,616 $59,509
3 1 $55,671 $57,619
2 $57,592 $59,608
3 $59,486 $61,568
4 $61,380 $63,528

5 $63,277 $67,706 $65,492 $70,076
3E 6 $65,170 $67,451
7 $67,067 $69,414
8 $68,960 $71,374

Max $70,853 $75,813 $73,333 $78,466
4 1 $73,261 $75,825
2 $75,666 $78,314
3 $78,072 $80,805
4 $80,477 $83,294

Max $82,884 $88,686 $85,785 $91,790
5 1 $86,435 $89,460
2 $89,987 $93,137

Max $93,537 $100,085 $96,811 $103,588
6 1 $99,218 $102,691
2 $104,899 $108,570
3 $110,583 $114,453

Max $116,265 $124,404 $120,334 $128,757
7 1 $119,440 $123,620
2 $122,619 $126,911
3 $125,794 $130,197
4 $128,968 $133,482

Max $132,150 $141,401 $136,775 $146,349
8 1 $142,518 $147,506

2 $152,887 $163,589 $158,238 $169,315

3 $165,913 $177,527 $171,720 $183,740

Max $178,935 $191,460 $185,198 $198,162
9 1 $186,822 $193,361
2 $194,706 $201,521
3 $202,590 $209,681
Max $210,473 $217,840
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CSIRO SALARY SCALE — 4 July 2013

Level| Step| 5July2012|  FEmuT e 4 July 2013
3.5% Premium Step (Clause 43)
1 1 $36,864 $38,154
2 $37,805 $39,128
3 $38,744 $40,100
4 $39,686 $41,075
5 $40,627 $42,049
Max $41,568 $44,478 $43,023 $46,035
2 1 $43,148 $44,658
2 $44,707 $46,272
3 $46,265 $47,884
4 $47,823 $49,497
5 $49,382 $51,110
6 $50,941 $52,724
7 $52,499 $54,336
8 $54,059 $55,951
Max $55,616 $59,509 $57,563 $61,592
3 1 $57,619 $59,636
2 $59,608 $61,694
3 $61,568 $63,723
4 $63,528 $65,751
5 $65,492 $70,076 $67,784 $72,529
3E | 6 $67,451 $69,812
7 $69,414 $71,843
8 $71,374 $73,872
Max $73,333 $78,466 $75,900 $81,212
4 1 $75,825 $78,479
2 $78,314 $81,055
3 $80,805 $83,633
4 $83,294 $86,209
Max $85,785 $91,790 $88,787 $95,003
5 1 $89,460 $92,591
2 $93,137 $96,397
Max $96,811 $103,588 $100,199 $107,214
6 1 $102,691 $106,285
2 $108,570 $112,370
3 $114,453 $118,459
Max | $120,334 $128,757 $124,546 $133,263
7 1 $123,620 $127,947
2 $126,911 $131,353
3 $130,197 $134,754
4 $133,482 $138,154
Max | $136,775 $146,349 $141,562 $151,471
8 1 $147,506 $152,669
2 $158,238 $169,315 $163,776 $175,241
3 $171,720 $183,740 $177,730 $190,171
Max | $185,198 $198,162 $191,680 $205,098
9 1 $193,361 $200,129
2 $201,521 $208,574
3 $209,681 $217,020
Max | $217,840 $225,464
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Contact Us

Phone: 1300 363 400
+61 3 9545 2176

Email: enquiries@csiro.au

Web: www.csiro.au

Your CSIRO

Australia is founding its future on science and
innovation. Its national science agency, CSIRO,
is a powerhouse of ideas, technologies and
skills for building prosperity, growth, health and
sustainability. It serves governments, industries,

business and communities across the nation.
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