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DECISION
Fair Work Act 2009
s.185—Enterprise agreement

Pulse Health
(AG2015/3961)

FORSTER PRIVATE HOSPITAL AND THE NSWNMA/ANMF
ENTERPRISE AGREEMENT 2015 - 2018
Health and welfare services
DEPUTY PRESIDENT BOOTH

SYDNEY, 11 AUGUST 2015

Application for approval of the Forster Private Hospital and the NSWNMA/ANMF Enterprise
Agreement 2015-2018.
[1]
An application has been made for approval of an enterprise agreement known as the
Forster Private Hospital and the NSWNMA/ANMF Enterprise Agreement 2015-2018
(the Agreement). The application was made pursuant to s.185 of the Fair Work Act 2009
(the Act). It has been made by Pulse Health Limited t/a Forster Private Hospital. The
agreement is a single-enterprise agreement.
[2]
An undertaking has been provided by Kathryn Cutler, Human Resources & Quality
Manager, Pulse Health Ltd. The written undertaking concerning Part 1, Schedule E; Part 2,
subclauses 3.4(b), 4.1, 6.5(a), 7.1(b); and Part 3, subclauses 7.4(e) and 7.4(f) will be taken to
be a term of the Agreement pursuant to s.191 of the Act. The Undertaking is attached to this
decision.
[3]
The New South Wales Nurses and Midwives’ Association & New South Wales
Branch of the Australia Nursing and Midwifery Federation, being bargaining representatives for
the Agreement, have given notice under s.183 of the Act that they want the Agreement to cover them.
In accordance with s.201(2) of the Act, I note that the Agreement covers the organisations.

[4]
I am satisfied that each of the requirements of ss.186, 187 and 188 of the Act as are
relevant to this application for approval have been met.
[5]
The Agreement is approved and, in accordance with s.54 of the Act, will operate from
18 August 2015. The nominal expiry date of the Agreement is 30 June 2018.
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Note - this agreement is to be read together with an undertaking given by the employer. The undertaking is
taken to be a term of the agreement. A copy of it can be found at the end of this agreement.
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(g)

‘NES’ means the National Employment Standards as amended from time to time.

(h)

‘night duty’ means any shift finishing between midnight and 8am.

(i)

‘non working day’ is a day that a permanent employee is not rostered to work.

(j)

‘ordinary hours’ means 76 hours per 2 week cycle for a full time employee and the contracted hours per 2 week cycle for a part time employee.

(k)

‘ordinary hourly rate of pay’ is the permanent employee ordinary hourly rate of pay for each classification as specified in the Wages and Classifications
Schedules to this Agreement.

(l)

‘union’ means the NSW Nurses and Midwives' Association & Australian Nursing Federation – New South Wales Branch A.B.N 63 398 164 405 of 50 O’Dea Ave,
Waterloo NSW 2017.

PART 2
2.1
(a)

General Employment Matters

Dispute Procedure
In the event of a dispute in relation to a matter about this Agreement, or in relation to the NES, the following Dispute Procedure will apply:
Step 1: At the first instance between the employee and the employee’s line manager.
Step 2: If the matter is not settled the employee may raise the matter with more senior levels of management as appropriate.
Step 3: If the matter is not settled the employee may raise the matter with the FPH Corporate Office also known as Pulse Health.
Step 4: If the matter still cannot be resolved the employee may refer the matter to FWC for conciliation and only after all reasonable attempts to settle the
matter by conciliation have failed, for arbitration. If arbitration is necessary FWC may exercise the procedural powers in relation to hearings, witnesses,
evidence and submissions, which are necessary to make the arbitration effective. The decision of the member of FWC will bind the parties, subject to either
party exercising a right of appeal against the decision to a Full Bench.

(b)

Until the dispute procedure is completed work as usual must continue in accordance with the status quo subject to applicable occupational health and safety
legislation, an employee must not unreasonably fail to comply with a direction by FPH to perform work. No party will be prejudiced by this continuance of
work.

(c)

Any party to a dispute may request that a person attend and represent them. This representative may be an official or delegate of the union.

(d)

The parties must co-operate to ensure these procedures are followed as quickly as reasonably practicable.

2.2
(a)

Individual Flexibility Arrangement
FPH and an employee may agree to make an Individual Flexibility Arrangement (IFA) to vary the effect of terms of this Enterprise Agreement if the IFA deals with
one or more of the following matters:
(i)
(ii)
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Arrangements about when work is performed;
Overtime rates;

(iii)
(iv)
(v)

Penalty rates;
Allowances;
Leave loading.

(b)

The IFA must meet the genuine needs of FPH and the employee in relation to one or more of the matters outlined in paragraph (a); and the arrangement must
be genuinely agreed to by FPH and the employee.

(c)

FPH will ensure that the clauses of the IFA:
(i)
(ii)
(iii)

(d)

Are about permitted matters under section 172 of the Act; and
Are not unlawful clauses under section 194 of the Act; and
Result in the employee being better off overall than the employee would be if no arrangement was made.

FPH will ensure that the IFA:
(i)
(ii)
(iii)
(iv)

Is in writing; and
Includes the name of FPH and the employee; and
Is signed by FPH and the employee and if the employee is under 18 years of age, signed by a parent or guardian of the employee; and
Includes details of:



The clauses of the Enterprise Agreement that will be varied by the IFA; and



How the arrangement will vary the effect of the clauses; and



How the employee will be better off overall in relation to the clauses and conditions of his or her employment as a result of the IFA; and



States the day on which the IFA commences.

(e)

FPH must give the employee a copy of the IFA within 14 days after it is agreed to.

(f)

FPH or the employee may terminate the IFA:
(i)
(ii)

(g)

2.3
(a)

By giving no less than 28 days written notice to the other party to the IFA; or
By both FPH and the employee agreeing in writing — at any time.

Where an employee informs FPH that they are to be represented by the union (or other representative) FPH will take all reasonable steps to facilitate the
representation.

Workplace Consultation
This clause applies if:
(i)
(ii)

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

(b)

FPH must notify the relevant employees of the decision to introduce the major change.

(c)

The relevant employees may appoint union or other representative for the purposes of the procedures in this clause.
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(d)

If:
(i)
(ii)

A relevant employee appoints, or relevant employees appoint, a representative for the purposes of consultation; and
The employee or employees advise FPH of the identity of the representative,

FPH must recognise the representative.
(e)

As soon as practicable after making its decision, FPH must:
(i)

Discuss with the relevant employees and their representative (if any):



The introduction of the change; and



The effect the change is likely to have on the employees; and



Measures FPH is taking to avert or mitigate the adverse effect of the change on the employees; and
(ii)
For the purposes of the discussion — provide, in writing, to the relevant employees and their representative (if any):



All relevant information about the change including the nature of the change proposed; and



Information about the expected effects of the change on the employees; and



Any other matters likely to affect the employees.

(f)

However, FPH is not required to disclose confidential or commercially sensitive information to the relevant employees or their representatives.

(g)

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

(h)

In this clause, a major change is ‘likely to have a significant effect on employees’ if it results in:
(i)
(ii)
(iii)
(iv)
(v)
(vi)
(vii)

(i)

The termination of the employment of employees; or
Major change to the composition, operation or size of FPH workforce or to the skills required of employees; or
The elimination or diminution of job opportunities (including opportunities for promotion or tenure); or
The alteration of hours of work; or
The need to retrain employees; or
The need to relocate employees to another workplace; or
The restructuring of jobs.

In this clause, ‘relevant employees’ means employees who may be affected by the major change.

Consultation about Changes to Rosters or Hours of Work
(j)

Where FPH proposes to change an employee’s regular roster or ordinary hours of work, FPH must consult with the employee or employees affected and their
representatives, if any, about the proposed change.

(k)

FPH must:
(i)
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Provide to the employee or employees affected and their representatives, if any, information about the proposed change (for example,
information about the nature of the change to the employee’s regular roster or ordinary hours of work and when that change is proposed
to commence);

(l)

(ii)

Invite the employee or employees affected and their representatives, if any, to give their views about the impact of the proposed change
(including any impact in relation to their family or caring responsibilities); and

(iii)

Give consideration to any views about the impact of the proposed change that are given by the employee or employees concerned
and/or their representatives.

The requirement to consult under this clause does not apply where an employee has irregular, sporadic or unpredictable working hours.

(m) These provisions are to be read in conjunction with other Agreement provisions concerning the scheduling of work and notice requirements.
2.4
(a)

Flexible Work Arrangements
An employee with at least 12 months continuous service who:
(i)
(ii)
(iii)
(iv)
(v)
(vi)

Is a parent or guardian, or has the responsibility for the care, of a child who is school age or younger;
Is a carer (as defined in the Carer Recognition Act 2010);
Has a disability;
Is 55 or older;
Is experiencing family or domestic violence; or
Is caring for or supporting an immediate family member or household member who requires care or support because of family or
domestic violence

May make a request in writing to FPH for a change in working arrangements. This could include changes to hours of work, patterns of work and changes in
location of work.
(b)

To be eligible an employee must have at least 12 months’ continuous service.

(c)

Requests from the employee need to be in writing. The only reason FPH will not agree to the request is on reasonable business grounds. FPH will provide a
response to any request within 21 days and if it is not in a position to agree to the request they will provide the employee with an explanation of why in their
response.

PART 3
3.1

Employment Categories

Employment Terms

(a)

Employees will be employed as a full time employee, part time employee or casual employee.

(b)

At the time of engagement, and any change to the nature of the engagement, FPH will inform an employee whether they are employed on a full-time, part-time
or casual basis. FPH may direct an employee to carry out such duties that are within the limits of the employee’s skill, competence and training,
consistent with the respective classification.
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3.2

Full Time Employees

The ordinary hours for full time employees are 76 hours for a 2 week cycle.
3.3

Part Time Employee

(a)

A part-time employee is an employee who is engaged to work less than 76 hours per 2 week cycle. A part time employee will have reasonably predictable hours
of work.

(b)

Before commencing part-time employment, FPH and the employee will agree in writing the guarantee minimum number of hours to be worked, which will apply
to those hours. The guaranteed minimum number of hours referred to may be varied by mutual agreement and recorded in writing.

(c)

A part-time employee will be paid a minimum of 3 hours pay for each engagement.

(d)

Unless otherwise stated, the terms of this Agreement will apply on a pro rata basis to part-time employees.

Annual Review of Part Time Hours
(e) Twelve months after their commencement, and in 12 month intervals from then on, a part time employee who is regularly working in excess of their contract hours
may apply to have their contract hours reviewed to reflect the minimum number of hours they are regularly working. FPH will only refuse a request on reasonable
business grounds. FPH will provide a written response within 14 days. In instances where FPH refuses the request the written response will include the reasons
for the refusal.
(f)
3.4

Where operationally possible and where the right skill mix exists, part time employees will receive preference to any additional hours that become available.

Casual Employees

(a)

Casual employees are employees engaged as such and paid on an hourly basis.

(b)

The hourly rate of pay for casual employees is specified according to their Classification in the Classification Schedule B for Nursing, with penalty rates for
casuals (including the 25% casual loading) set out in the Penalty Rate Table of this Agreement.

(c)

Casual employees will be paid a minimum of 3 hours each engagement.

(d)

Casual employees do not receive overtime payments except for a nurse casual employee, where the nurse works more than 10 hours on a shift they will be paid
overtime in accordance with clause 5.3(c). The casual loading will not apply to overtime payments.

(e)

Due to the casual loading, casual employees have no entitlement to the provisions contained in: annual leave and personal leave although a casual employee
will be provided the following in accordance with the NES:
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(i)

Unpaid carers leave where an employee needs to provide care or support to a member of the employee’s immediate family, or a
member of the employee’s household, who requires care or support because of a personal illness or injury or an unexpected
emergency; and

(ii)

Unpaid compassionate leave if a member of an employee’s immediate family or household contracts or develops a personal illness or
sustains an injury that poses a serious threat to their life, or passes away.

Casual Conversion
(f)

A casual employee who has been rostered on a regular and systematic basis over a period of 26 weeks has the right to request conversion to permanent
employment:
(i)

On a full-time basis where the employee has worked 38 hours per week or an average of 38 hours per week (excluding overtime)
throughout the period of casual employment; or

(ii)

On part time basis where the employee has worked a regular number of hours each 4 week cycle throughout the period of casual
employment. Such part time engagement would be on the basis of the same number of hours as previously worked, unless other
arrangements are agreed between FPH and the employee.

(g)

FPH will provide a written response within 14 days. In instances where FPH refuses the request the written response will include the reasons for the refusal.

(h)

Casual conversion will not apply where a casual employee has covered absences of a permanent employee that is expected to return to work.

Fixed Term Employee

3.5
(a)

FPH may engage full time employees and part time employees on a fixed term basis.

(b)

Prior to the commencement of fixed term employment, the employee will be advised in writing of:
(i)
(ii)
(iii)
(iv)

PART 4

Wages and Related Matters

Classifications

4.1
(a)

The exact date of commencement and expected completion of the temporary employment;
Whether they are a full time employee or a part time employee on a fixed term contract;
Their weekly or hourly rate of pay; and
Any other specific terms of appointment.

The Agreement classifications and classification descriptors for nursing employees are set out in Schedule D to this Agreement.

4.2

Allowances

The Agreement allowances and allowance descriptors are set out in Schedule C to this Agreement.
4.3

Wages

Nursing
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(a) The Wage Rates and any increases that will apply from approval by FWC of the Enterprise Agreement for nursing employees are set out in Schedule B to this
Enterprise Agreement.

Regrading of Classification

4.4
(a)

Where an employee believes the nature of the work they are undertaken changes, such that the majority of the work regularly performed is work of a type
normally associated with a higher classification and has been performed for a period of at least 12 months, the employee may apply to have their position
reclassified..

(b)

An application for re-grading by an employee must be made in writing.

(c)

The employer will respond to the request in writing within a reasonable timeframe, and where possible no longer than one month after receiving the written
request, indicating whether the application is approved or denied.

(d)

Simply performing more work at the same classification or different work at the same classification does not qualify for re-grading.

(e)

Indicative factors with a bearing on the decision may include whether the changes are for example but not limited to;
(i)
(ii)

4.5

involve the exercise of skills, responsibility and/or autonomy normally undertaken at a higher classification; and/or
are permanent or temporary

Higher Grade Payment

Nursing Employees
(a)

4.6

Where a nursing employee is appointed to work at a higher classification level, for a period of 3 days or more, the employee will be paid at the higher
classification level ordinary hourly rate of pay (plus penalties, loadings) whilst so appointed.

Wage Payments

(a)

Wages including loadings, penalties, overtime and allowances will be paid fortnightly.

(b)

Wages will be paid into the employee’s bank account by electronic funds transfer, without cost to the employee.

(c)

Payslips will be provided to employees in a timely manner following each wage payment.

4.7

Superannuation

(a)

Superannuation is dealt with by federal legislation including the Superannuation Guarantee (Administration) Act 1992, The Superannuation Guarantee
Charge Act 1992, the Superannuation Industry (Supervision) Act 1993, and the Superannuation (Resolution of Complaints) Act 1993 (together the
‘superannuation legislation’). The superannuation legislation, as varied from time to time, will govern the superannuation rights and obligations of the
Agreement.

(b)

The Default Fund, used where an employee fails to nominate a superannuation fund, will be Health Employees’ Superannuation Trust Australia (HESTA).
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(c)

An employee may salary sacrifice in accordance with the relevant legislation. To salary sacrifice the employee is required to complete the appropriate form
authorising FPH to make such deductions. Contributions payable by the FPH in relation to the Superannuation Guarantee Legislation will be calculated by
reference to the salary that would have applied to the employee under this Agreement in the absence of any salary sacrifice.

(d)

MySuper product has the meaning given by the Superannuation Industry (Supervision) Act 1993 (Cth) of clause 20.4 of the Nurses Award will form part of this
Agreement.

Hours of Work

PART 5

Permanent Employee Rostering and Working Hours Principles

5.1
(a)

The permanent employee roster establishes the starting and finishing times and days of work that permanent employees will be required to perform their
contracted hours in a 2 week cycle.

(b)

A copy of the rostered hours for permanent employees will be displayed in a prominent place.

(c)

The permanent employee 2 week roster will be posted a minimum of 7 days in advance of the roster period. Where an employee is entitled to time in lieu or a
rostered day off, the day off will be shown on the 2 week roster.

(d)

Change to a posted roster:
(i)

(ii)
(iii)
(e)

By FPH: a posted roster may be altered at any time by FPH to enable the hospital services to be carried on (eg where another employee is
absent from duty on account of unforeseen circumstances or illness or in an emergency). Where the alteration involves an employee working on a
day, which would otherwise have been such employee's day off, the day off in lieu thereof will be as mutually arranged. Prior to the date of the
changed shift, such change of roster will be notified verbally or in writing to the employee concerned and shown on the roster;
By FPH on short notice: FPH may change an employee’s roster at short notice, with the agreement of the employee, for any reasonable
ground including unexpected situations and unforseen fluctuations in patient dependency; or
By an employee: an employee may change their roster at short notice, with the agreement of FPH for any reasonable ground.

The FPH permanent employee’s working hours principles are:
(i)
(ii)
(iii)

(iv)
(v)

A full time employee will be rostered to work 76 hours each 2 week cycle;
A part time employee will be rostered to work their ordinary hours (and varied hours up to 76 hours where applicable and mutually agreed) each 2
week cycle;
No more than 10 hours work per shift or 11 hours work on a night duty shift. 12 hours may be worked per shift where it is mutually agreed with an
employee and the maximum span is 12.5 hours.

12 hours may be worked per shift where it is mutually agreed with an employee and the maximum span is 12.5 hours inclusive of the meal break. No
employee can be required to work shifts of 12 ordinary hours;
No more than 10 shifts per 2 week cycle or no more than 19 shifts per 4 weeks where operationally possible and mutually agreed;
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(vi)
(vii)
(viii)
(f)

No more than 7 consecutive days unless mutually agreed otherwise;
An employee will not work more than two quick shifts in any period of 7 days (ie an evening shift which is followed by a morning shift); and
A minimum of 4 full days off each 2 week cycle. Where possible days off will be consecutive and will not be preceded by an evening shift or night shift.

A permanent employee will receive a minimum break of 8 hours between the completion of one shift and the commencement of the next shift. Where an
employee has worked a double-shift of a minimum 7.6 hours each shift, a minimum break of 10 hours will apply. Where an employee does not receive the
required minimum break between shifts they will be paid overtime for any work performed until such time as they do receive the required minimum break.

Rostered Day Off
(g)

Instead of being rostered to work 76 hours per 2 week cycle (see clause 5.1(e)), a full time employee may be rostered so they work 80 hours per 2 week cycle
with the additional 4 hours per 2 week cycle to go towards rostered day off hours for the employee.

(h)

The employee’s rostered day off hours can be used in the following ways:
(i)
(ii)
(iii)
(iv)

So the employee can have a regularly rostered day off, including part days where mutually agreed, in every 2nd 2 week roster cycle (ie the employee
will be rostered to work 19 days per 4 weeks rather than 20 days) or;
Where the employee takes personal leave and has no accrued personal leave or;
At any time mutually agreed between the employee and FPH taking into consideration the operational requirements of the hospital; or
Where FPH reasonably require an employee to take accrued banked rostered day off hours where it is a part of a close-down of its operations.

(i)

An employee will not be able to have more than 38 rostered day off hours accrued. Where an employee exceeds 38 rostered day off hours accrued the hours in
excess of 38 hours will be paid to the employee at the employee’s ordinary hourly rate of pay.

(j)

On termination of employment an employee will be paid any accrued rostered day off hours at the employee’s ordinary hourly rate of pay.

Overtime

5.2
(a)

If a permanent employee performs work outside the working hours principles (clause 5.1(e) herein) they will be paid overtime.

(b)

FPH may require an employee to work reasonable overtime at the overtime rates. An employee may refuse to work overtime in circumstances where the working
of such overtime would result in the employee working hours which are unreasonable having regard to:
(i)
(ii)
(iii)
(iv)
(v)

(c)

Any risk to the employee's health and safety;
The employee's personal circumstances including any family responsibilities;
The needs of the workplace or enterprise;
The notice (if any) given by FPH of the overtime and by the employee of their intention to refuse it; and
Any other relevant matter.

Overtime will be paid and calculated at the following rates:
Monday to Saturday:

First 2 hours on a day at the rate of 150% of the employee’s ordinary
rate of pay and 200% thereafter for that shift

Sunday:

200% of the employee’s ordinary rate of pay
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Public Holiday - Nursing:
(d)

250% of the employee’s ordinary rate of pay

A full time employee required to work more than two hours overtime following on the completion of a rostered shift will be allowed a paid 20 minute meal break
and a further 20 minute paid meal break after each subsequent four hours of overtime. This will be counted as time worked. This clause will apply to a part time
employee where they are required to work overtime on the completion of a rostered shift where the overtime is in excess of the normal shift for a majority of the
full-time employees employed on that shift in the ward or section concerned.

Recalled to Work Overtime
(e)

Where an employee is recalled to work to perform overtime after leaving FPH premises, the employee will be paid for a minimum of 4 hours work.

(f)

An employee recalled to work overtime after leaving FPH premises, and who is required to work for more than four hours, will be allowed a paid 20 minute meal
break and a further 20 minute paid meal break after each subsequent four hour's overtime.

Banking of Hours
(g)

A full time or part time employee may, by agreement made daily, weekly or fortnightly with their Nurse Unit Manager or DON:
(i)
(ii)

work less than their daily, weekly or fortnightly rostered or contracted hours and work those hours at a later date; or
work more than their daily, weekly or fortnightly rostered or contracted hours and take time off in lieu of payment, or may set off the additional hours
worked against any owing under (a) above.

(h)

An employee who works less than their rostered or contracted hours shall be paid as if those hours had been worked during the relevant period, including
payment for any weekend or shift penalties that would otherwise have been due for the time not worked.

(i)

An employee who works more than their rostered or contracted hours shall not receive payment for any weekend or shift penalties that would otherwise have
been due for that extra time worked.

(j)

Time debited or credited under these arrangements shall all be at ordinary time, i.e. an hour for an hour.

(k)

An employee may not have more than 76 hours in credit or 16 hours in debit at any point in time.

(l)

Employees who have hours in debit must be given first option to work additional hours prior to the use of casual employees.

(m) The hospital must keep detailed records of all hours credited and debited to employees under these arrangements. Employees must have full access to these
records.
(n)

On termination of employment the employer must pay the employee for all hours in credit and may deduct from termination pay the value of any hours in debit.

(o)

Either party shall have the right to terminate an agreement under this clause with two weeks notice

5.3
(a)

Penalties
A nursing employee performing work on the following days and times will be paid the following percentage of the relevant classification ordinary hourly rate of
pay:
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Nursing Penalty Rate Table
Permanent Employee

Casual Employee*

Monday to Friday – commencing at or after 6.00am and before 10.00am

100%

125%

Monday to Friday Afternoon shift – commencing at 10am and before 1pm

110%

135%

Monday to Friday Afternoon shift – commencing at 1pm and before 4pm

112.5%

137.5%

Monday to Friday Night shift – commencing at 4pm and before 4am

115%

140%

Monday to Friday – commencing at 4am and before 6am

110%

135%

Saturday

150%

150%

Sunday

175%

175%

Public holiday

250%

250%

*The casual employee penalty includes the 25% penalty loading where it is applicable.
Note: a penalty will not apply on a penalty ie only one of the above listed penalties can apply at any one time. A penalty will not
apply where overtime is being paid.

5.4
(a)

Breaks
Paid rest break and unpaid meal break entitlements are:

Hours Worked

Breaks

More than 4 hours and up to 5 hours

Paid rest break of 10 minutes

More than 5 hours and less than 7.6 hours:

Paid rest break of 10 minutes; and
Unpaid meal break of 30 minutes to 60 minutes

7.6 hours and up to 10 hours:

Paid rest break of 2 x 10 minutes*; and
Unpaid meal break of 30 minutes to 60 minutes
*The 2 x 10 minute paid rest break may be joined.

12 hour shift

2 x 10 minute paid rest break or 1 x 20 minute paid rest break; and
2 x 30 minute unpaid meal break or 1 x 60 minute unpaid meal break

Overtime – at end of a shift

1 x 20 minutes paid rest break in the 1st 2 hours of overtime; and
A further 1 x 20 minutes paid rest break each subsequent 4 hours of overtime
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Overtime – where recalled to work

1 x 20 minutes paid rest break each 4 hours of overtime

(b)

Paid rest breaks are counted as time worked. Unpaid meal breaks are not counted as time worked.

(c)

If an employee is recalled to work during an unpaid meal break they will be paid overtime for the total period of the break.

PART 6
6.1

Leave

Personal Leave

(a)

A permanent employee will be entitled to 10 days personal leave per annum accruing progressively on ordinary hours in accordance with the NES. (This equates
to 76 hours for a full time employee and pro rata for a part time employee.)

(b)

An employee will be entitled to ceremonial leave in accordance with the NES.

(c)

Personal leave applies for sick leave and carers leave.

(d)

If an employee is taking personal leave they must contact their immediate manager prior to the commencement of the shift, where practicable to do so, and, as
far as possible, outline the the estimated duration of the absence.

(e)

Employees are not entitled to be paid for their accumulated personal leave on termination.

(f)

Authorised personal leave, whether paid or unpaid, does not break an employee’s continuity of service.

(g)

Personal leave absences will be paid at an equivalent amount per hour to the employee’s ordinary rate of pay.

(h)

A permanent employee may use accumulated personal leave when on workers compensation where his or her workers compensation payments are less
than his or her ordinary hourly pay of pay. In this case a personal leave entitlement may be used to make up the difference between the full ordinary hourly
rate of pay and the workers compensation hourly payment.

Sick Leave
(i)

Sick leave may be used when an employee is not well enough to work.

(j)

Where the employee is sick for 2 consecutive days or more, FPH requires evidence of the need for the leave via a medical certificate, dated at the time of
absence, if it is reasonably practicable to do so, otherwise a statutory declaration.

(k) Where FPH considers an employee has a pattern of absenteeism or extensive absenteeism in any year, FPH may require the employee to produce evidence of
the need for all personal leave via a medical certificate, dated at the time of absence, if it is reasonably practicable to do so, otherwise a statutory declaration.
Carers Leave
(l)

Carer’s leave may be used when an employee needs to provide care or support to a member of the employee’s immediate family, or a member of the
employee’s household, who requires care or support because of a personal illness or injury or an unexpected emergency.
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(m) Where the employee is taking carer’s leave, FPH may require evidence of the need for the leave via a medical certificate if it is reasonably practicable to do so,
otherwise a statutory declaration.
6.2

Compassionate Leave

(a)

Upon the death of an immediate family member or a member of the employee’s household, a permanent employee will be entitled to 2 days’ paid compassionate
leave.

(b)

If a member of an employee’s immediate family or household contracts or develops a personal illness or sustains an injury that poses a serious threat to their life
the employee will be entitled to 2 days’ paid compassionate leave.

(c)

The employee may be required to provide reasonable evidence of the requirement to take compassionate leave.

(d)

FPH will consider cases for additional compassionate leave or extensions to compassionate leave on a case-by-case basis.

6.3

Annual Leave and Leave Loading

(a)

Permanent full-time nursing employees will be entitled to paid annual leave per annum accruing progressively on ordinary hours of work, of 4 weeks. A nurse will
be entitled to an additional week of leave (ie 5 weeks leave per annum) where the nurse is regularly rostered over seven days of the week; and regularly works
on weekends.

(b)

In addition to the annual leave prescribed by sub-clause 6.3(a), employees who work their ordinary hours on Sundays and/or Public Holidays are entitled to
receive additional annual leave as follows:
Number of ordinary shifts worked on Sundays and/or
Public Holidays for annual leave purposes
4 – 10
11- 17
18-24
25 – 31
32 or more

Additional Annual leave
1 Day
2 Days
3 Days
4 Days
5 Days

(c)

The taking of annual leave will be by mutual agreement, within a period not exceeding twelve months from the date it accrues. FPH will not unreasonably refuse
any annual leave requests.

(d)

Annual leave payments will be made in the normal pay cycle as if the permanent employee had been working. On request an employee will be paid their annual
leave payments in advance.

(e)

An employee will request annual leave, in writing, where practicable with 4 weeks notice.

(f)

An employee may request, in writing, to cash out a particular portion of their annual leave. Annual leave will not be cashed out if it would result in the employee’s
remaining annual leave accruals being less than 4 weeks. Annual leave loading will be paid on any annual leave cashed out. Once annual leave is cashed out it
will no longer be available as annual leave.

(g)

Annual leave loading will be paid on annual leave at the rate of 17.5% or the penalties the employee would have received had they not gone on leave for the
period.
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(h)

A gazetted public holiday will not be counted as a day of annual leave.

(i)

Any accrued annual leave and annual leave loading entitlement will be paid upon termination of employment.

(j)

Authorised annual leave, whether paid or unpaid, does not break an employee’s continuity of service.

(k)

FPH may reasonably require an employee to take annual leave, by giving at least 4 weeks’ notice, where more than 8 weeks’ leave is accrued. In this instance
an employee may be required to take up to ¼ of their accrued annual leave.

Annual Shutdown
(l)

FPH may temporarily close part or the whole of a Hospital as part of an annual shutdown. The annual shutdown will generally be during the Christmas – New
Year period.

(m) FPH will give at least 2 months notice in writing of the annual shutdown period.
(n)

6.4

Employees will be required to access their accumulated annual leave, banked rostered days off or banked time-off-in-lieu during the shutdown period. Where an
employee does not have enough accruals FPH will see if it possible to temporarily assign the employee to another part of the Hospital, where this is not possible
the employee will be required to take leave without pay.

Public Holidays

(a)

FPH will recognise the public holidays that are proclaimed by the New South Wales Government to apply to the locality in accordance with the NES. The public
holidays currently proclaimed include: New Year’s Day; Australia Day; Good Friday; Easter Saturday; Easter Sunday, Easter Monday; Anzac Day;
Queen’s Birthday; Labour Day; Christmas Day; and Boxing Day.

(b)

In addition to the proclaimed public holidays, permanent employees will be entitled to an additional day off between Christmas and New Year within the
days Monday to Friday inclusive and not coinciding with a proclaimed public holiday.

Public Holiday Substitution
(c)

FPH will recognise substituted public holidays in accordance with the NES.

Public Holiday on Days Off
(d)

A full-time employee will receive a day’s ordinary pay for public holidays that occurs on a non working day except where the public holidays fall on
Saturday or Sunday with respect to Monday to Friday employees.

(e)

A part time employee will only be entitled to payment for those public holidays that fall on days they are normally rostered to work. Where a part-time
employee is rostered off on a public holiday they would ordinarily work they will be paid their ordinary rate of pay for that day.

6.5
(a)

Long service Leave
Employees covered by this Agreement will be entitled to long service leave on full pay, subject to, and in accordance with, the provisions of the NSW Long
Service Leave Act 1955 although long service leave payments for nursing employees will be as follows:
(i)
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After 10 years' continuous service, two months' long service leave;

(ii)
(iii)
(b)

6.6

After fifteen years' continuous service, an additional one month's long service leave; and
For each five years’ continuous service after 15 years continuous service, to an additional one and a half months long service leave.

FPH will recognise the prior unbroken service of an employee with owners of other hospitals owned by the Pulse Group within Australia for the purposes of long
service leave accruals (less any long service leave already taken by the employee).

Parental Leave

(a)

Parental leave will be provided to relevant employees in accordance with the National Employment Standards.

(b)

An employee with 12 months or more continuous service will be entitled to access unpaid parental leave. Unpaid parental leave will be 12 months although an
employee may request to extend their parental leave for a further period of up to 12 months.

(c)

Annual leave or long service leave owed to an employee can be taken as part of the employee’s approved parental leave.

(d)

A casual employee will be entitled to parental leave provided that:
(i)
(ii)

They are employed on a regular and systematic basis for an ongoing period of employment for at least 12 months immediately
preceding when the employee proposes to proceed on parental leave; and
Have but for the pregnancy or the decision to adopt, a reasonable expectation of ongoing employment.

(e)

A full time employee may request to return to work from the parental leave on a part time basis. FPH will give genuine consideration to each request in
accordance with its operational requirements.

(f)

An employee, returning to work after parental leave, will have due consideration given to their family responsibilities. This consideration will be given without
affecting the needs of other employees.

6.7

Community Leave

(a)

An employee who engages in an ‘eligible community service’ is entitled to be absent from employment to engage in the activity plus reasonable travel time
associated with the activity and reasonable rest time following the activity.

(b)

‘Eligible community service’ includes:

(i)
Voluntary emergency management activity*; or
(ii)
Any activity prescribed by the regulations to the Fair Work Act.
*This includes an activity that involves ‘dealing with an emergency or a natural disaster’; and the activity is voluntary; and the employee is a member of the
recognised management body; and the employee was requested to engage in the activity (or it was reasonable for them to assume a request would be made).
(c)

An employee must provide FPH notice of the leave as soon as practicable including notification of the expected period of the leave. FPH may require an
employee to provide them reasonable evidence they have been engaging in an eligible community service activity.
Ceremonial Leave

(d)

An employee who is legitimately required by Aboriginal and Torres Strait Islander tradition to be absent from work for Aboriginal ceremonial purposes will be
entitled up to ten working days unpaid leave in any one year, with the approval of the employer.
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Jury Service

6.8
(a)

Employees will not be paid for community service leave except for Jury Service where an employee will be paid.

(b)

For jury service:
(i)

FPH may require the employee to provide reasonable evidence the employee has taken all necessary steps to obtain any amount of jury service pay
to which the employee is entitled (even if it is nil).

(ii)

An employee is not entitled to be paid for jury service unless, where requested, the employee provides evidence. If the employee provides the
evidence the total amount payable is reduced by the total amount of jury service pay.
While on Jury Service, an employee will not be required to attend work until the completion of the jury service.

(iii)
(c)

A permanent employee on Jury Service will be paid, a make up rate up to their base rate of pay without loss of their base rate of pay upto 10 rostered days

PART 7
7.1
(a)

Conditions of Employment

Termination of Employment
FPH will provide the following notice of termination of employment to permanent employees:
Termination Notice table
Employees Continuous Service

Period of Notice

Not more than 1 year

1 week

1 and less than 3 years

2 weeks

3 and less than 5 years

3 weeks

5 years and over

4 weeks

(b)

Where a permanent employee terminates/resigns their employment, they are required to provide the same amount of notice as set out in the Termination Notice
Table.

(c)

Any employee who is guilty of serious misconduct may be instantly dismissed and will only be paid up to the time of dismissal.

(d)

An employee over 45 years of age is entitled to 1 extra week’s notice if the employee has completed at least 2 years of continuous service.

(e)

If an employee fails to give the required notice, FPH will have the right to withhold moneys due to the employee on the authority of the employee. The maximum
amount to be held is the employee's ordinary rate of pay for the period of notice.

(f)

Payment in lieu of notice will be paid at the employee's ordinary rate of pay if the appropriate notice period or part thereof is not given.

(g)

FPH will provide to the employee a written statement specifying the period of employment and the classification of, or the type of work performed by the
employee.
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7.2

Termination, Change and Redundancy

(a)

FPH will adhere to the Termination Change and Redundancy standards as set by the National Employment Standards.

(b)

Redundancy occurs if FPH decides it no longer wishes the job the employee has been doing to be done by anyone and this is not due to the ordinary and
customary turnover of labour.

(c)

The NES redundancy clauses apply to any permanent team member made redundant except as otherwise provided for in this clause.

(d)

The redundancy payment schedule for relevant employees is:
Period of continuous service

Less than 1 year

Redundancy Pay

Redundancy Pay

Under 45 Years of Age

45 Years of Age and Over

Nil

Nil

At least 1 year but less than 2 years

4 weeks’ pay

5 weeks’ pay

At least 2 years but less than 3 years

7 weeks’ pay

8.75 weeks’ pay

At least 3 years but less than 4 years

10 weeks’ pay

12.5 weeks’ pay

At least 4 years but less than 5 years

12 weeks’ pay

15 weeks’ pay

At least 5 years but less than 6 years

14 weeks’ pay

17.5 weeks’ pay

6 years and over

16 weeks’ pay

20 weeks’ pay

Employee leaving during notice period
(e)

An employee given notice of termination in circumstances of redundancy may terminate their employment during the period of notice. The employee is entitled to
receive the benefits and payments they would have received under this clause had they remained in employment until the expiry of the notice, but is not entitled
to payment instead of notice.

Time Off During the Notice Period
(f)

During the period of notice of termination given by the FPH, an employee will be allowed up to one day's time off without loss of pay during each week of
notice, to a maximum of 5 days off, for the purpose of seeking other employment.

(g)

If the employee has been allowed paid leave for more than one day during the notice period for the purpose of seeking other employment, the
employee will, at the request of FPH, be required to produce proof of attendance at an interview or the employee will not receive payment for the time
absent.

7.3

Staff Amenities

Employee Amenities
(a)

FPH will provide for the use of employees:
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(i)
(ii)
(b)
7.4

A suitable changing room and adequate washing and toilet facilities;
A locker fitted with lock and key or other suitable place for the safe keeping of clothing and personal effects of such employee;

FPH will provide employees with tea, coffee, milk and sugar for the employee’s consumption during meal and tea breaks.

Uniforms

(a)

FPH will provide suitable shirts for the life of this agreement. All other apparel that the employee may or may not have worn under the previous Enterprise
Agreement, the employer shall pay the employee the sum set out in Schedule C – Allowances, for uniforms in lieu of ie, pants, shoes, cardigan/ jacket,
stockings/socks..

(b)

Subject to subclauses 7.4(c) through to (e) inclusively, an employee to whom a new shirt(s) and any other item(s) issued as directed by policy from FPH an
employee, without good reason, fails to return the corresponding article last supplied shall not be entitled to have such article replaced without payment therefore
at a reasonable price

(c)

An employee, on leaving the service of an employer, shall return the shirt(s) or any other item(s) supplied by that employer which is still in use immediately prior
to leaving.

(d)

Where FPH requires any employee to wear items for Work Health and Safety or operational reasons, FPH will provide the items free of charge to the employee.

(e)

The allowance referred to subclause 7.4 are also payable during any period of paid leave.

7.5

Attendance of Fire Drills

(a)

Any employee required to work outside the ordinary hours of work in satisfaction of the requirements for compulsory fire safety practices (fire drill and evacuation
procedures) contained from time to time within the Private Health Facilities Act 2007, and the regulations made there under, shall be entitled to be paid the
"ordinary rate" for the actual time spent in attendance at such practices. In lieu of receiving payment, employees may with the agreement of the employer be
permitted to be free from duty for a period of time equivalent to the period spent in attendance at such meetings. Such time spent in attendance shall not be
viewed as overtime for the purposes of this Agreement.

(b)

Any employee required to attend any staff or management meetings in the capacity of employee representative shall, if such meetings are held outside the
ordinary hours of work, be entitled to receive payment at the "ordinary rate" for the actual time spent in attendance at such meetings. In lieu of receiving payment,
employees may with the agreement of the employer be permitted to be free from duty for a period of time equivalent to the period spent in attendance at such
meetings. Such time spent in attendance shall not be viewed as overtime for the purposes of this Agreement.

7.6
(a)

Union Representational Rights
A recognised union representative (up to a maximum of two delegates) will be released from the performance of normal duties for reasonable periods to:



Represent the employees in bargaining



Represent the interests of the employees to the employer



Undertake necessary preparation for bargaining or other meetings in which they will represent the employee‘s interests. This includes consulting with the
employees they represent;
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Meet the employer to represent employee interests



Address new employees about the benefits of union membership at the time they enter employment; and



Distribute official union publications at a time convenient to the workplace, including the employer.

(b)

While undertaking the activities listed in the preceding sub clause on a normal rostered day on duty, the recognised workplace representative will be regarded as
being on duty and will not be required to apply for leave. They will be paid ― ordinary time earnings‖ i.e the classification, superannuation and shift loading which
would otherwise be paid . The recognised union representative will not be entitled to overtime at the end of the roster cycle as a consequence of undertaking
these activities.

(c)

The employer will release union representatives to attend courses that are designed to provide skills relevant to the negotiation of enterprise agreements and or
the prompt resolution of disputes and grievances in the workplace and that are conducted by an approved training provider.

(d)

A recognised union representative wishing to attend such a course shall apply in writing, including the nature, content and duration of the course and where
possible provide at least 14 days notice of the course.

(e)

The employers approval of attendance at such course in work time shall be subject to the employer being able to make adequate staffing arrangements amongst
current employees for the period of the course.

(f)

Union representatives will be provided with reasonable access to telephone, internet, email, facsimile photocopying, notice boards and meeting facilities ( where
available) for the purpose of carrying out work as a recognised workplace representative including consulting with workplace colleagues and the union.

(g)

Union representatives will be released from duty to attend management or policy making bodies of relevant organisations registered under the Fair Work
(Registered Organisations) Act 2009. They will be regarded as being on duty will be paid ―ordinary time earnings‖ for the period of the absence from the
workplace but will not be entitled to overtime at the end of the roster cycle as a consequence of undertaking this activity. The Union will ensure that the employer
is provided with reasonable notice of an upcoming absence.

(h)

the Union will advise the employer of the people it recognises as workplace representatives on an annual basis.

PART 8
8.1

Nursing General Matters

Medical Examination of Nurses

(a)

On commencement of employment the employee will be notified of the availability of the following provisions which Forster Private will provide at the
request of the employee:

(b)

For protection against communicable diseases:
(i)
(ii)
(iii)

(c)

Where a nurse has not had a complete course of immunisation against diphtheria, tetanus, poliomyelitis, measles, mumps and
hepatitis, immunisation against those diseases;
Booster immunisation against tetanus at 10-year intervals;
A rubella antibody test and, where a nurse has a negative result, rubella immunisation.

For protection against radiation exposure, nurses required to work in close proximity to a source of ionising radiation will be provided with a film badge
or personal radiation dosimeter, and a record should be maintained of the radiation exposure measured by such film badge or dosimeter.
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8.2

Recognition of Service and Experience

(a)

The employer shall notify each nurse in writing of the requirements of this clause at the time of the nurse's commencement of employment. If the employer does
not so notify the nurse then the requirements of this clause shall not commence until the employer does so notify the nurse.

(b)

For the purpose of this clause 8.2, service or experience means 1976 hours of employment.

(c)

From the time of commencement of employment the nurse has three months in which to provide documentary evidence to their employer detailing any other
`service' or `experience'., not disclosed at the time of commencement. This evidence, in the absence of other documentary evidence may take the form of a
statutory declaration.

(d)

Until such time as the nurse furnishes any such documentation contemplated in 8.2(c) above the employer shall pay the nurse at the level for which documentary
evidence has been provided.

(e)

If within three months of commencing employment a nurse does provide documentary evidence of other previous service or experience not disclosed at the time
of commencement, the employer shall pay the nurse at the appropriate rate as and from the date of commencement that would have been paid from that date
had the additional evidence been provided at that time.

(f)

If a nurse provides documentary evidence of other previous service or experience not disclosed at the time of commencement after the said three months period,
the nurse shall be paid a rate appropriate for the previous service or experience then proved but only from the date of providing that evidence to the employer.

(g)

A nurse who is working as a nurse for more than one organisation shall notify each employer under this Agreement within one month of the end of each quarter
of their hours of service or experience, as appropriate, worked with those other employers in the last quarter.

(h)

A nurse who is entitled to progress to the next year of service or experience (by reason of hours worked with other employers) as and from a particular date must
provide documentary evidence of that entitlement within three months of that entitlement arising. If that proof is so provided the nurse shall be paid at the higher
rate as and from the particular date. If the documentary evidence is provided outside that three month period the nurse shall be paid at the higher rate only from
the date of proof.

8.3

Escort Duty

(a)

Periods during which an employee covered by this Agreement is engaged in nursing duties, that is, in attendance on a patient, shall be paid as working time
under this Agreement. Where applicable, overtime shall be payable.

(b)

All reasonable out-of-pocket expenses shall be reimbursed.

(c)

Rostered time shall be paid as such even though an employee may be travelling, in hotel/motel accommodation, or waiting for transport.

(d)

In respect of non-rostered time not spent in nursing duties:
(i)
(ii)

8.4
(a)

Periods in hotel/motel accommodation or waiting for transport shall not be counted as working time;
Periods in travelling shall count as working time.

Domestic Work
FPH may direct a nursing employee to carry out duties as are within the limits of the employee's skill, competence and training. Such duties may include
work, which is incidental or peripheral to the employee's main tasks provided that such duties are not designed to promote deskilling.
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(b)

FPH may direct a nursing employee to carry out duties and use such equipment as may be required provided that the employee has been properly
trained or has otherwise acquired the necessary skills in the use of such equipment. Any such direction issued by FPH will be consistent with the FPH's
responsibility to provide a safe and healthy working environment for employees and FPH’ s duty of care to patients.

(c)

Nurses will not be required to perform, as a matter of routine, the following duties: washing, sweeping, polishing and/or dusting of floors, walls or
windows of wards, corridors, annexes, bathrooms or verandas, nor any duties which are generally performed by classifications other than nursing
employees: but this provision will not preclude the employment of nurses, enrolled nurses and assistants-in-nursing on any of such duties in an
isolation block or where the performance of those duties involves disinfection. This does not preclude an enrolled nurse or an assistant-in-nursing from
being required to perform all or any of the specified duties:
(i)
(ii)

8.5

D uring the first 13 weeks of training or experience, as the case may be; or
When domestic employees are not available to perform them; provided that FPH has made all reasonable efforts to obtain domestic
employees.

Workload Management

(a)

The parties to this agreement acknowledge that employees and management have a responsibility to maintain a balanced workload and recognise the adverse
effects that excessive workloads may have on employee/s and the quality of patient care.

(b)

Workload management will be an on-going agenda item for Nurses quarterly staff meeting starting once this agreement comes into operation by approval from
Fair Work Commission.

(c)

To ensure that employee concerns involving excessive workloads are effectively dealt with by Management the following procedures should be applied:
(i)
(ii)
(iii)
(iv)

(d)

In the first instance, employee/s should discuss the issue with their immediate supervisor and, where appropriate, explore solutions.
If a solution cannot be identified and implemented, the matter should be referred to an appropriate senior manager for further
discussion. A part of this discussion shall be a reasonable timeframe to respond on the matters raised.
If a solution still cannot be identified and implemented, the matter should be referred to the Director of Nursing or another senior
manager with the Pulse Group for further discussion.
The outcome of the discussions at each level and any proposed solutions should be recorded in writing and fed back to the effected
employees.

If the issue is still unresolved, the employee/s may advance the matter through Clause 2.1 - Dispute Procedure.
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Schedule A - Signature Pages
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Schedule B - Wages Rates
Column 2 – 2%

Column 3 – 1.5%

Column 4 – 3%.

Column 5 – 3.5%

Rates of pay on the
first pay period on
or after 1 April 2015.

Rates of pay on the
first pay period on
or after 1 July 2015.

Rates of pay on the
first pay period, on
or after 1 July 2016.

Rates of pay on the
first pay period, on
or after 1 July 2017

18.80

19.18

19.46

20.05

20.75

2nd
year
experience

19.41

19.80

20.10

20.70

21.42

3rd
year
experience

20.02

20.42

20.73

21.35

22.10

Thereafter

20.63

21.04

21.36

22.00

22.77

1st year

23.09

23.55

23.91

24.62

25.48

2nd year

23.58

24.05

24.41

25.14

26.02

3rd year

24.10

24.58

24.95

25.70

26.60

4th year

24.61

25.10

25.48

26.24

27.16

Thereafter

25.12

25.62

26.01

26.79

27.72

Column 1

Classification

Current
Rates

Hourly

AIN
18 Years of
age and over

Enrolled Nurse

Enrolled
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Nurse

1st
year
experience

–

Medication

Column 1

Classification

Current
Rates

Hourly

Column 2 – 2%

Column 3 – 1.5%

Column 4 – 3%.

Column 5 – 3.5%

Rates of pay on the
first pay period on
or after 1 April 2015.

Rates of pay on the
first pay period on
or after 1 July 2015.

Rates of pay on the
first pay period, on
or after 1 July 2016.

Rates of pay on the
first pay period, on
or after 1 July 2017

Endorsement
1st year

23.54

24.01

24.37

25.10

25.98

2nd year

24.07

24.55

24.92

25.67

26.57

3rd year

24.57

25.06

25.44

26.20

27.12

4th year

25.11

25.61

26.00

26.78

27.71

Thereafter

25.63

26.14

26.53

27.33

28.29

20.91

21.22

21.86

Nurse undergoing pre-registration
training

20.50

Registered
Nurse

1st year

26.17

26.69

27.09

27.91

28.88

2nd year

27.60

28.15

28.57

29.43

30.46

3rd year

29.02

29.60

30.04

30.95

32.03

4th year

30.55

31.16

31.63

32.58

33.72

5th year

32.06

32.70

33.19

34.19

35.38

6th year

33.59

34.26

34.78

35.82

37.07

7th year

35.30

36.01

36.55

37.64

38.96

8th year

36.77

37.51

38.07

39.21

40.58
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Column 2 – 2%

Column 3 – 1.5%

Column 4 – 3%.

Column 5 – 3.5%

Rates of pay on the
first pay period on
or after 1 April 2015.

Rates of pay on the
first pay period on
or after 1 July 2015.

Rates of pay on the
first pay period, on
or after 1 July 2016.

Rates of pay on the
first pay period, on
or after 1 July 2017

38.27

39.04

39.62

40.81

42.24

38.27

39.04

39.62

40.81

42.24

1st year

42.46

43.31

43.96

45.28

46.86

2nd year

43.65

44.52

45.19

46.55

48.18

3rd year

44.73

45.62

46.31

47.70

49.37

4th year

47.06

48.00

48.72

50.18

51.94

47.06

48.00

48.72

50.18

51.94

LeveI I

46.13

47.05

47.76

49.19

50.91

Level II

48.32

49.29

50.03

51.53

53.33

Level III

49.62

50.61

51.37

52.91

54.76

Column 1

Classification

Current
Rates

Clinical
Specialist

Nurse

Clinical
Educator

Nurse

Hourly

Nurse/Midwifery Educator

Clinical
Nurse
Consultant
Nursing
Manager

Senior
Educator
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Unit

Nurse/Midwifery

Column 1

Classification

Current
Rates

Hourly

Column 2 – 2%

Column 3 – 1.5%

Column 4 – 3%.

Column 5 – 3.5%

Rates of pay on the
first pay period on
or after 1 April 2015.

Rates of pay on the
first pay period on
or after 1 July 2015.

Rates of pay on the
first pay period, on
or after 1 July 2016.

Rates of pay on the
first pay period, on
or after 1 July 2017

1st year

48.20

49.16

49.90

51.40

53.20

2nd year

49.19

50.17

50.93

52.45

54.29

3rd year

50.83

51.85

52.62

54.20

56.10

49.62

50.61

51.37

52.91

54.76

Less than 100 beds

48.32

49.29

50.03

51.53

53.33

100 beds, less than 200 beds

49.63

50.62

51.38

52.92

54.78

Less than 25 beds

49.80

50.80

51.56

53.10

54.96

25 beds, less than 50 beds

52.73

53.78

54.59

56.23

58.20

50 beds, less than 75 beds

53.88

54.96

55.78

57.46

59.47

75 beds, less than 100 beds

54.99

56.09

56.93

58.64

60.69

100 beds, less than 150 beds

56.58

57.71

58.58

60.33

62.45

150 beds, less than 200 beds

58.46

59.63

60.52

62.34

64.52

Assistant Director of Nursing – 100
beds & over
Deputy Director of Nursing

Director of Nursing
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Schedule C – Allowances
Column 1
Salary Related Allowances

Clause

Current
Rates

Hourly

Column 2 – 2%

Column 3 – 1.5%

Column 4 – 3%.

Column 5 – 3.5%

Rates of pay on
the first pay
period on or after
1 April 2015.

Rates of pay on
the first pay
period on or after
1 July 2015.

Rates of pay on
the first pay
period, on or
after 1 July 2016.

Rates of pay on
the first pay
period, on or
after 1 July 2017

In charge of hospital, evening
or night shift

$24.32 per shift

$24.81 per shift

$25.18 per shift

$25.93 per shift

$26.84 per shift

In charge of ward/unit in
absence of NUM

$24.32 per shift

$24.81 per shift

$25.18 per shift

$25.93 per shift

$26.84 per shift

In charge of ward/unit &
hospital

$49.47 per shift

$50.46 per shift

$51.22 per shift

$52.75 per shift

$54.60 per shift

On call

$21.86 per 24 hours
or part thereof

$22.30 per 24
hours or part
thereof

$22.63 per 24
hours or part
thereof

$23.31 per 24
hours or part
thereof

$24.13 per 24
hours or part
thereof

On call on rostered days off

$43.16 per 24 hours
or part thereof

$44.02 per 24
hours or part
thereof

$44.68 per 24
hours or part
thereof

$46.02 per 24
hours or part
thereof

$47.63 per 24
hours or part
thereof

On call during meal break

$12.14

$12.38

$12.57

$12.95

$13.40

Meal on overtime

$18.85 per meal

$19.23 per meal

$19.52 per meal

$20.10 per meal

$20.80 per meal

$10.28 per week

$10.43 per week

$10.75 per week

$11.12 per week

Uniforms in lieu of ie, pants,

shoes, cardigan/ jacket,
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N/A

Column 1
Salary Related Allowances

Clause

Current
Rates

Hourly

Column 2 – 2%

Column 3 – 1.5%

Column 4 – 3%.

Column 5 – 3.5%

Rates of pay on
the first pay
period on or after
1 April 2015.

Rates of pay on
the first pay
period on or after
1 July 2015.

Rates of pay on
the first pay
period, on or
after 1 July 2016.

Rates of pay on
the first pay
period, on or
after 1 July 2017

stockings/socks

Staff Amenities:
Breakfast

$3.84 per meal

$3.92 per meal

$3.98 per meal

$4.09 per meal

$4.24 per meal

Other meals

$6.98 per meal

$7.12 per meal

$7.23 per meal

$7.44 per meal

$7.70 per meal
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Schedule D - Nursing Classifications
D.1

Assistant in Nursing

Means a person, other than a registered nurse, or enrolled nurse, who is employed in nursing duties in a hospital.
An Assistant in Nursing with an appropriate Certificate III will be commenced at the AIN 2nd year level, or where the
employee’s years of service are higher, the incremental point relevant to their years of service.

D.2

Clinical Nurse Specialist

Clinical Nurse Specialist Grade 1
Means: a Registered Nurse who applies a high level of clinical nursing knowledge, experience and skills in providing
complex nursing care directed towards a specific area of practice, a defined population or defined service area, with
minimum direct supervision.
A Clinical Nurse Specialist Grade 1 will satisfy the following minimum criteria:
(i)

(ii)

Relevant post-registration qualifications and at least 12 months experience working in the relevant clinical
area of their post-registration qualification; or four years post- registration experience, including three years
experience in the relevant specialist field.
A Clinical Nurse Specialist Grade 1 is distinguished from an 8th Year Registered Nurse by being required to
satisfy the following criteria:



Actively contributes to the development of clinical practice in the ward/unit/service; b) acts as a resource
and mentor to others in relation to clinical practice; and
Actively contributes to their own professional development.

Clinical Nurse Specialist Grade 1 is a personal grading.
Clinical Nurse Specialist Grade 2
Means: a Registered Nurse appointed or promoted to a position classified as such with relevant post-registration
qualifications and at least 3 years experience working in the clinical area of their specified post-graduate qualification.
The Clinical Nurse Specialist Grade 2 classification encompasses the Clinical Nurse Specialist Grade 1 role criteria and
is distinguished from a Clinical Nurse Specialist Grade 1 by the following additional role characteristics:
(i)

Exercises extended autonomy of decision making;

(ii)

Exercises professional knowledge and judgement in providing complex care requiring advanced clinical
skills and undertakes one of the following roles:
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• Leadership in the development of nursing specialty clinical practice and service delivery in the
ward/unit/service;
• Specialist clinical practice across a small or medium sized health facility/sector/service; or o primary
case management of a complete episode of care;
• Case management of a continuum of specialty care involving both inpatient and community based
services; or
• An authorised extended role within the scope of Registered Nurse practice.

Incremental progression to the second year and thereafter rate will be upon completion of 12 months satisfactory fulltime service (or pro rata part time service).

D.3

Clinical Nurse Consultant

Means a registered nurse appointed as such to the position of, who has had at least five years post-basic registration
experience and who has in addition approved post-basic nursing qualifications relevant to the field in which they are
appointed or such other qualifications or experience deemed appropriate by FPH.
D.4

Director of Nursing Roles

The Director of Nursing roles at FPH are not covered by this Agreement.
Deputy Director of Nursing
Means a person who is a registered nurse who is appointed to the position of Deputy Director of Nursing.
Acting Director of Nursing
Means a person who is a registered nurse who is registered by FPH with the Health Administration Corporation of New
South Wales as the person in charge of the hospital on an acting basis.
D.5

Enrolled Nurse

Enrolled Nurse
Means a person enrolled by the Board as an Enrolled Nurse.
Enrolled Nurse without medication qualification
Means a person registered by the Board as an enrolled nurse with the notation “does not hold a Board approved
qualification in medicines administration”. Experience in relation to an enrolled nurse, or assistant in nursing means
experience before and/or after the commencement of this Agreement whether within New South Wales or elsewhere
and in the case of an enrolled nurse or assistant in nursing who was formerly a student nurse includes experience as
such student nurse.
For the purpose of determining the year of experience for part time or casual employment, a year of experience will be
1786 hours of employment.

D.6

Nurse Educators

Clinical Nurse Educator
Means a registered nurse with relevant post registration certificate qualifications or experience deemed appropriate by
FPH, who is required to implement and evaluate educational programmes at the ward/unit level. The Clinical Nurse
Educator will cater for the delivery of clinical nurse education in the ward/unit level only.
A nurse will achieve Clinical Nurse Educator status on a personal basis by being required by the Hospital to provide the
educational programs detailed above.
Nothing in this clause will affect the role carried out by the Clinical Nurse Specialist as a specialist resource and the
Clinical Nurse Consultant in the primary role of clinical consulting, researching etc.
Nurse Educator
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Means a registered nurse with a post registration certificate, who has relevant experience or other qualifications,
deemed appropriate by FPH who is appointed to a position of Nurse Educator.







A Nurse Educator will be responsible for the development, implementation and delivery of nursing
education programmes within a hospital or group of hospitals. Nurse education programmes will mean
courses conducted such as post registration certificates, continuing nurse education, new graduate
orientation, post registration enrolled nurses courses and where applicable general staff development
courses.
A person appointed to a position of Nurse Educator who holds relevant tertiary qualification in education
or tertiary postgraduate specialist clinical nursing qualifications will commence on the 3rd year rate of
the salary scale.
A person appointed as the sole nurse educator for the hospital will be paid at the 3rd year rate of the
salary scale.
Incremental progression for Nurse Educators' will be on completion of 12 months' satisfactory service
subject that progression will not be beyond the 3rd year rate unless the person possesses the
qualifications detailed in the two previous paragraphs. Persons appointed to the 3rd year rate by virtue
of paragraphs 3 and 4 above will progress to the 4th year rate after completion of 12 months'
satisfactory full time service.

Senior Nurse Educator
Means a registered Nurse with a post registration certificate or appropriate qualifications, who has, or is working towards
recognised tertiary qualifications in education or equivalent and has demonstrated experience and skills in the field of
education appointed to a position of Senior Nurse.
A Senior Nurse Educator will be responsible for one or more Nurse Educators in the planning, co-ordination, delivery,
and evaluation of educational programs such as post registration certificate courses, continuing nurse education, new
graduate orientation, post registration enrolled nurses courses and where applicable general staff development courses
either on a hospital or group of hospitals basis.
Incremental progression will be on completion of 12 months' satisfactory service.
D.7

Nursing Unit Manager

Means a registered nurse in charge of a ward or unit or group of wards or units in a hospital will include the definitions
herein.
Nursing Unit Manager Level 1
Whose responsibilities, in a hospital with less than 50 beds, include:
(i)

Co-ordination of Patient Services




Liaison with all health care disciplines for the provision of services to meet patient needs.
The orchestration of services to meet patient needs after discharge.
Monitoring catering and transport services.

(ii)
Unit Management
• Implementation of hospital policy.
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Dissemination of information to all personnel.
Ensuring environmental safety.
Monitoring the use and maintenance of equipment.
Monitoring the supply and use of stock and supplies.
Monitoring cleaning services.

(iii)

Nursing Staff Management





Direction, co-ordination and supervision of nursing activities.
Training, appraisal and counselling of nursing staff.
Rostering and/or allocation of nursing staff.
Development and/or implementation of new nursing practice according to patient need.

Nursing Unit Manager Level 2
Whose responsibilities in relation to patient services, ward or unit management and staff management are in excess of
those of a Nursing Unit Manager Level 1 in a hospital with 50 to 100 beds..
Nursing Unit Manager Level 3
Whose responsibilities in relation to patient services ward or unit management and staff are in excess of those of a
Nursing Unit Manager Level 2 in a hospital with more than 100 beds.
D.8

Registered Nurse

Means a person registered by the Board as a Registered Nurse.
D.9

Classifications Explanations

Service
For the purpose of Recognition of Service and Experience, means service before or after the commencement of this
Agreement in New South Wales or elsewhere as a registered nurse, provided that all service recognised prior to the
commencement of this Agreement will continue to be recognised.
(i)

To the foregoing will be added any actual periods on and from January 1971 during which a registered nurse
undertook a post-basic course whilst an employee of and rendering service in an institution or hospital and
such course is recognised by the Board or acceptable to the Health Administration Corporation of New
South Wales, or is one of the following certificate or diploma courses:











Associate Diploma in Community Health - College of Nursing, Australia; NSW College of Nursing
Associate Diploma in Nursing Administration - College of Nursing, Australia; NSW College of Nursing
Associate Diploma in Nursing Education - College of Nursing, Australia; NSW College of Nursing;
Newcastle College of Advanced Education
Certificate in Operating Theatre Management – NSW College of Nursing, Australia
Certificate in Operating Theatre Technique – NSW College of Nursing, Australia
Certificate in Coronary Care – NSW College of Nursing, Australia
Certificate in Orthopaedic Nursing – NSW College of Nursing, Australia
Certificate in Ward Management - NSW College of Nursing
Midwife Tutor Diploma – College if Nursing Australia or Central Midwives Board London
Occupational Health Nursing Certificate – NSW College of Nursing

(ii)
(iii)

Provided that no more than three such courses will count as service.
A reference to the New South Wales College of Nursing in this Agreement will be deemed to be a reference
also to the School of Nursing Studies, Cumberland College of Health Sciences.
Experience
In relation to an enrolled nurse, or assistant in nursing means experience before and/or after the commencement of this
Agreement whether within New South Wales or elsewhere and in the case of an enrolled nurse or assistant in nursing
who was formerly a student nurse includes experience as such student nurse.
Determining a Year of Experience or a Year of Service for Part Time Employees and Casual Employees
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For the purpose of determining the year of experience for part time or casual employment, a year of experience will be
1786 hours of employment. For the purpose of determining the year of service for part time or casual employment a year
of service will be 1786 hours of employment. Only paid leave will be counted as service.
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