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Long Service Leave (Commonwealth Employees) Act 1976 
 Maternity Leave (Commonwealth Employees) Act 1973 
 Occupational Health and Safety (Commonwealth Employment) Act 1991 
 Privacy Act 1988 
 Public Employment (Consequential and Transition) Amendment Act 1999 
 Public Service Act 1999 
 Race Discrimination Act 1975 
 Sex Discrimination Act 1984 
 Superannuation Act 1976 
 Superannuation (Productivity Benefit) Act 1988 
 Superannuation Benefits (Supervisory Mechanisms) Act 1990 
 Superannuation Act 1990 
 Superannuation Guarantee (Administration) Act 1992 
 Superannuation Act 2005 
 Superannuation (Consequential Amendments) Act 2005 
 Safety Rehabilitation and Compensation Act 1988 
 Workplace Relations (Registered Organisations) Act 2009 

 
3.09. This Agreement states the terms and conditions of employment of the employees covered by 
 this Agreement other than terms and conditions applying under a relevant Commonwealth 
 law. 
 
3.10. The operation of this Agreement is supported by GBRMPA policies, procedures, and 
 guidelines. If there is any inconsistency between the policies, procedures and guidelines and 
 the terms of this Agreement, the express terms of this Agreement will prevail. 
 
3.11. Policies, procedures and guidelines which support the operation of this Agreement may be 
 made or varied from time to time following consultation with the parties to the Agreement 
 and will apply in the form they are in as at the time of any relevant action/decision. 
 
3.12. Issues regarding the content, application or interpretation of any policies, procedures or 
 guidelines which support the operation of this Agreement will be subject to the Review of 
 Actions or Procedures for Dealing with Disputes sections of this Agreement. 
 
DELEGATION 
3.13. The Chairman may, by instrument in writing, delegate any or all of his or her powers and 
 functions under this Agreement, except for this power of delegation. 
 
3.14. Where the Agreement implies that approval is necessary or specifies that payment will be 
 made or leave will be granted, but a head of power is not specified, the Agreement should be 
 read as meaning the approval of the Chairman will be obtained prior to the action occurring. 
 
NO EXTRA CLAIMS 
3.15. From the commencement of this Agreement, a party to the Agreement or an employee 
 whose employment is subject to the Agreement shall not pursue further claims for terms and 
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 conditions of employment that would have effect during the period of operation of this 
 Agreement, except where consistent with the terms of the Agreement. 
 
VARIATIONS TO AGREEMENT 
3.16. This Agreement may only be varied in accordance with the Fair Work Act 2009. 
 
FLEXIBILITY OF AGREEMENT 
3.17. An employer and employee covered by this Enterprise Agreement may agree to make an 
 individual flexibility arrangement to vary the effect of terms of the Agreement if: 
  
 3.17.1 The agreement deals with one (1) or more of the following matters. 

 Arrangements about when work is performed 
 Overtime rates 
 Penalty rates 
 Allowances 
 Leave loading 
 Supplementary salaries. 

 3.17.2. The arrangement is genuinely agreed to by the employer and employee without any 
  coercion or duress.   
 3.17.3. An employee may choose to be represented by a union or other person in discussions 
  on proposed Individual Flexibility Agreements. 
  
3.18. The employer must ensure that the terms of the individual flexibility arrangement: 
 
 3.18.1. Are about permitted matters under section 172 of the Fair Work Act 2009. 
 3.18.2. Are not unlawful terms under section 194 of the Fair Work Act 2009. 
 3.18.3. Result in the employee being better off overall than the employee would be if no  
  arrangement was made.  
  
3.19. The employer must ensure that the individual flexibility arrangement: 
 
 3.19.1. Is in writing.  
 3.19.2. Includes the name of the employer and employee. 
 3.19.3. Is signed by the employer and employee and if the employee is under 18 years of age, 
  signed by a parent or guardian of the employee. 
 3.19.4. Includes details of: 

 the terms of the Enterprise Agreement that will be varied by the arrangement 
 how the arrangement will vary the effect of the terms 
 how the employee will be better off overall in relation to the terms and conditions of 

his or her employment as a result of the arrangement. 
 3.19.5. States the day on which the arrangement commences. 
  
3.20. The employer must give the employee a copy of the individual flexibility arrangement within 
 14 days after it is agreed to. 
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3.21. The employer or employee may terminate the individual flexibility arrangement: 
 by giving no more than 28 days written notice to the other party to the arrangement 
 if the employer and employee agree in writing at any time. 

 
3.22. The GBRMPA shall provide reports to meetings of the Authority Consultative Group 
 (ACG) on the subjects covered by Individual Flexibility Agreements. 
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SECTION 4 - PERSONAL OBLIGATIONS 
 
PERSONAL CONTRIBUTIONS 
4.01. There is a requirement for GBRMPA employees to accept responsibility for ensuring that 
 they make positive contributions to the Australian Public Service, their Section and work 
 team, and support the objectives of the GBRMPA by:  
  
 4.01.1. Keeping themselves informed of the content and application of this Agreement 
 4.01.2. Keeping themselves informed of and complying with the GBRMPA's policies,  
  procedures, decisions/directives of the Chairman and his/her delegates 
 4.01.3. Support and act in accordance with the Australian Public Service Values and Code 
  of Conduct. 
 
CLARIFYING CONDITIONS OF SERVICE 
4.02. Where an employee is unclear about their conditions of service they should contact their   
 supervisor in the first instance. If, after reading the Agreement and consulting their manager, 
 the supervisor and/or employee are still uncertain regarding their conditions of service, they 
 should then seek advice from People Management.  
 
NOTIFICATION OF UNEXPECTED ABSENCES 
4.03. Where an employee is unexpectedly unable to attend work, the employee or the employee‟s 
 representative (where the employee is unable to) must contact the employee‟s supervisor 
 before 9.30am other than in exceptional circumstances. 
 
NOTIFICATION OF TERMINATION OF EMPLOYMENT (RESIGNATION) 
4.04. GBRMPA employees are required to give two (2) weeks notice of termination of 
 employment (resignation) to the GBRMPA in writing, unless otherwise agreed as mutually 
 beneficial by the Chairman (or delegate). Salary will be recovered for lesser periods of 
 notice. 
 
PERSONAL RECORD KEEPING 
4.05. GBRMPA employees are required to obtain/maintain and appropriately submit the following 
 documents: 
 
 4.05.1. Attendance records as per clauses 7.12 to 7.14. 
 4.05.2. Performance Agreements as per Section 13 of this Agreement. 
 4.05.3.  Supporting evidence for personal leave and compassionate leave (supporting 

 evidence must be forwarded via the supervisor at the time of leave application or as 
 soon as possible to People Management). 

 4.05.4. Supporting evidence for remote locality entitlements and reimbursement for work 
  related expenses claimed (supporting evidence must be forwarded to People  
  Management via the supervisor at the time of leave application). 
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WORK OUTSIDE THE GBRMPA 
4.06. GBRMPA employees, including those on leave without pay, must have the Chairman (or 

delegate) approval for outside work (work in addition to work with the GBRMPA). 
Generally GBRMPA employees should not seek outside work if: 
 The work would conflict or be perceived to conflict with their official duties 
 It is likely to affect their ability to perform their official duties. 

 
4.07. Applications for work outside the GBRMPA must be made in accordance with the 
 Policy and Procedures for Work Outside the GBRMPA. 
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SECTION 5 - WORKING ENVIRONMENT 
 
PRINCIPLE 
Safety, diversity, and freedom from bullying and harassment, are qualities central to a workplace 
that values and respects its employees.  
 
APS VALUES AND CODE OF CONDUCT 
5.01. The APS Values, together with the Code of Conduct underpins the way the GBRMPA 
 conducts relationships within the workplace and with governments, stakeholders and the 
 Australian community. They guide our behaviour and establish a high benchmark for the 
 professional and personal behaviour of all employees.   
 
FREEDOM OF ASSOCIATION 
5.02. The GBRMPA recognises that employees are free to choose to join or not join a union.  

Irrespective of that choice, employees will not be disadvantaged or discriminated against in 
respect of their employment under this Agreement. Employees who choose to be members of 
a union have the right to participate in union activities and have their industrial interests 
represented by that union, subject to the terms of this agreement and relevant industrial 
legislation. Participation in union activities during working hours needs to be balanced 
against operational requirements and subject to formal request. 

 
DISCRIMINATION FREE AND HARASSMENT FREE WORKPLACE 
This section is to be read in conjunction with the GBRMPA Harassment Free Workplace Policy and 
Procedures. 
 
5.03. Discrimination and workplace harassment is prohibited by the APS Code of Conduct 

contained in the Public Service Act 1999, the Fair Work Act 2009, as well as Commonwealth 
anti-discrimination laws.   

 
5.04. The GBRMPA is committed to providing a workplace environment that values people and is 
 free from discrimination and harassment.  
 
5.05. The GBRMPA will not tolerate any form of workplace harassment and will investigate any 
 formal allegations of harassment, as outlined in the GBRMPA Harassment Free Workplace 
 policy and procedure.  
 
5.06. The GBRMPA will establish a group of Workplace Harassment Contact Officers (WHCOs) 

whose role is to provide support and practical assistance to any employee who believes they 
are subject to workplace harassment. The GBRMPA will seek to establish a number of 
WHCOs consistent with the number of Designated Work Groups for Occupational Health & 
Safety purposes. 

 
WORKPLACE DIVERSITY 
5.07. The GBRMPA Policy and Procedures on Workplace Diversity provides the framework that 

ensures the GBRMPA recognises, values and utilises the background, skills and abilities of 
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all employees, and recognises and makes best use of the diversity of the Australian 
community. 

 
OCCUPATIONAL HEALTH AND SAFETY (OH&S) 
5.08. The GBRMPA is committed to continuously improving our occupational health and safety 

performance. The GBRMPA‟s Policy and Procedures on Occupational Health and Safety 
(OH&S) promote and enable cooperation between the employer and employees on OH&S 
matters. The GBRMPA‟s aim under the policy and procedures is to create and maintain a 
safe and healthy work environment and fulfil its responsibilities under the Occupational 
Health and Safety (Commonwealth Employment) Act 1991, which also includes the 
requirement to have an OH&S committee. 

 
 Healthy and Safe Work Environment 
 5.08.1. Where the immediate work environment, including bathroom and shower amenities,  
  does not temporarily meet applicable OH&S standards and/or legislation, the  
  GBRMPA will take steps to either immediately remediate the hazard in the work 
  area or find alternate work arrangement options. Where remedial action or alternate 
  work arrangement options are not available, employees will not be required to work 
  in conditions that do not meet the standards and/or legislation. 
 
 Employee Assistance Program 
 5.08.2. The GBRMPA will provide employees with a confidential and professional  
  Employee Assistance Program for short-term advice and information at no cost to 
  the employee as outlined in the GBRMPA‟s Employee Assistance Program  
  Policy and Procedures.  
 
 Healthy Lifestyle 
 5.08.3. In support of promoting healthy lifestyles to employees, the GBRMPA will  
  continue to encourage employees to acquire information and skills and take up  
  opportunities to participate in activities to sustain a positive and healthy lifestyle.  
 
 Management of ill or injured employees 
 5.08.4. Management of workers‟ compensation and rehabilitation will be in accordance  
  with the Safety, Rehabilitation and Compensation Act 1988. 
 
WHISTLEBLOWING 
5.09. Whistleblowing representations will be handled in accordance with the GBRMPA 
 Policy and Procedures to Deal with Whistleblowing Disclosures. 
   
BREACHES OF THE CODE OF CONDUCT 
5.10. Breaches of the Code of Conduct will be dealt with and managed under the established 
 GBRMPA procedures, which are in accordance with section 15 of the Public Service Act 
 1999. 
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SECTION 6 - WORKING TOGETHER 
 
PRINCIPLE 
The GBRMPA is committed to communicating and consulting with employees and, where they 
choose, their representatives, genuinely seeking their contribution to the decision making process 
and providing feedback on that contribution. 
 
CONSULTATION 
6.01. The parties to this Agreement will consult on workplace issues that arise. 
 
6.02. Consultation includes the sharing of information and providing a genuine opportunity for 
 employees and their representatives to put their views to the appropriate decision maker and 
 for those views to be properly considered and responded to before a decision is made. 
 
6.03. The GBRMPA is committed to consulting directly with employees about workplace matters 
 that affect them. The GBRMPA also recognises the right of individual employees to choose 
 representatives to act on their behalf in consultative processes. 
 

6.03.1. Employees or, where they choose, their representatives, may at any time raise issues 
 with their local managers and supervisors. If necessary the issues may be escalated 
 to a General Manager or the Chair where local resolution has not or cannot occur. 

 
6.04. The GBRMPA uses a range of means to communicate and consult with employees and their 
 representatives to enhance mutual understanding of workplace issues. 
 
 6.04.1. To facilitate communication and consultation the GBRMPA will, including through 
  GBRMPA‟s Performance and Development Scheme, encourage managers to meet 
  regularly with employees to discuss and consider workplace issues. 
 
AUTHORITY CONSULTATIVE GROUP 
Principle 
The Authority Consultative Group (ACG) consists of management and employee representatives 
that work in a partnership role to promote initiatives that result in a more productive and efficient 
workplace and to facilitate better relationships within the GBRMPA. 
 
The ACG will act as a forum for considering proposals for workplace change, including where 
possible excess staffing situations that may arise, as well as matters of ongoing interest relevant to 
the workplace. 
  
The objectives of the ACG are to: 

 Promote good workplace relations in the GBRMPA 
 Improve mutual understanding between management and employees 
 Provide a forum for consultation and open discussion between management and 

employee representatives aimed at resolving different points of view  
 Facilitate the mutual exchange of information. 
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ACG Meetings 
6.05. The Authority Consultative Group will meet formally four (4) times per year. Further 
 meetings may be convened on an as needs basis. 
  
6.06. Meetings shall be conducted as per the agreed procedures and protocols (refer ACG Policy 
 and Procedures). To ensure that meetings are conducted efficiently, GBRMPA will provide 
 appropriate facilities and resources to enable employee representatives to fulfil their 
 consultative and representative duties. All ACG members will have opportunities for 
 caucusing on the day prior to an ACG meeting. 
  
6.07. To facilitate effective communication with employees, members of the ACG will be given 
 reasonable time to participate in consultative forums and will have access to appropriate 
 facilities, including electronic mail and bulletin boards, to advise employees about issues 
 being considered by the ACG. Meeting items will include: 

 Resource planning including workplace change 
 Current resource management issues and developments 
 Development and/or review of policies and procedures which may impact on staff 

conditions 
 General issues with the implementation of this Agreement and/or policies and 

procedures 
 Discussion of new initiatives in the workplace. 

 
6.08. From time to time there may be a need to invite guests or expert advisors to ACG meetings. 
 Guests or expert advisors may attend ACG meetings subject to prior approval of both 
 management and employee representatives (a minimum notification period of one (1) 
 week). 
 
ACG Membership 
6.09. The Authority Consultative Group (ACG) consists of three (3) management representatives 
 and five (5) employee representatives. Membership of the ACG will be for three (3) years.  
 
 6.09.1. Management representatives consist of: 

 GBRMPA Chairman  
 General Manager – Corporate Services 
 Director – People Management. 

   
 6.09.2. Employee representatives will number five (5) in total: 

 One (1) from a regional office 
 One (1) from Reef HQ 
 Two (2) from the Townsville office 
 One (1) elected by GBRMPA CPSU members 

 
 Plus One (1) CPSU official is entitled to attend the formal ACG Meetings. 
 
 6.09.3. In the event of a management or employee representative not being available to  
  attend a formal ACG meeting, the secretariat will be required to be informed to  
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  ensure that all other representatives are informed of their absence (minimum one (1) 
  week notification period). 

 Management and employee representatives may not appoint proxies to 
attend meetings in their absences.  

 
6.10. A nomination for the role of an employee representative is voluntary. Elections for employee 
 representatives must be by secret ballot and will be jointly coordinated by the employee 
 representatives and People Management. An ACG staff representative may resign without 
 serving the full term of office. 
 
6.11. If during the term of the Agreement employee representative vacancies occur, these will be 
 filled by further secret ballots as soon as reasonably practicable. There should be a minimum 
 time period for the call for nominations of two (2) weeks, and a minimum time period of two 
 (2) weeks for voting. 
 
6.12. Where an agenda item would appear to constitute a conflict of interest for an ACG member, 
 the conflict of interest should be declared and discussed as a group, in the absence of the 
 ACG member who has declared the conflict. 
 
6.13. The ACG may form subcommittees and working parties. 
 
6.14. Corporate Services will be responsible for the provision of secretariat and minute duties. 
 
WORKPLACE DELEGATES AND ACG EMPLOYEE REPRESENTATIVES 
6.15. The roles of workplace delegates and employee representatives are to be respected and 
 facilitated. 
 
6.16. The GBRMPA and workplace delegates must deal with each other in good faith. 
 
6.17. The rights of union workplace delegates and recognised representatives include but are not 
 limited to: 

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

 recognition by the GBRMPA that endorsed workplace delegates speak on behalf of 
their members in the workplace 

 the right to participate in collective bargaining on behalf of those who they represent, 
as per the Fair Work Act 2009 
the right to reasonable paid time to provide information to and seek feedback from 
employees in the workplace 

 reasonable paid time off to represent union members in the GBRMPA at relevant 
union forums 

 reasonable access to GBRMPA facilities for the purpose of carrying out work as a 
delegate and consulting with workplace colleagues and the union, subject to the 
GBRMPA policies and protocols 

 reasonable paid time during normal working hours to consult with colleagues in the 
workplace 
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 reasonable access to appropriate training in workplace relations matters including 
training provided by a union 

 the right to consultation, and access to relevant information about the workplace and 
the GBRMPA 

 the right to reasonable paid time to represent the interests of members to the employer 
and industrial tribunals. 

 
6.18. The GBRMPA will seek to facilitate official union communication with employees by 
 means that may include: 

 the use of email as a means of communicating with employees and other means of 
information sharing, including written materials, electronic billboards and access to 
websites 

 group or individual meetings between employees and their representatives. 
 
6.19. In exercising their rights, workplace delegates and unions will consider operational issues, 
 departmental policies and guidelines and the likely effect on the efficient operation of the
 GBRMPA and the provision of services by the Commonwealth. 
 
6.20. Following the introduction of any new workplace relations legislation, the parties agree to 
 review the rights of workplace delegates. 
 
REPRESENTATION 
6.21. In any matter arising under this Agreement, an employee may have a representative to assist 
 or represent them, and all relevant persons will deal with any such representative in good 
 faith. To avoid doubt, this assistance includes acting as an advocate in relation to the 
 employee‟s entitlements and rights. 
 
6.22. Employees who perform a role as an employee representative will be provided with 
 reasonable access to work time and appropriate training in workplace relations matters and 
 support as agreed to perform their function and the employer agrees that the representative 
 will not suffer any employment related detriment as a result of performing the representative 
 function. 
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SECTION 7 - WORKING FLEXIBLY 
 
PRINCIPLE  
GBRMPA recognises and is committed to providing flexibility in working arrangements that allow 
the agency to be responsive and to assist employees to balance their personal and work 
commitments.  
 
7.01. This section of the Agreement contains standard working arrangements and flexible working 
 arrangement options. The flexible working arrangement options provide capacity to:  arrangement options. The flexible working arrangement options provide capacity to: 

 Enhance organisational flexibility to meet operational requirements   
 and deliver client service 

 Enhance employee ability to balance personal and work needs. 
 
7.02. Flexible working arrangements will only be approved where operational requirements can be 
 met or where there is a legislative requirement. Other important considerations will be the 
 personal needs of the employee and the impact on other members within their section. 
 
HOURS OF WORK 
Ordinary Hours of Work 
7.03. The ordinary hours of work for full time employees are 37 hours 30 minutes per week  
 (7 hours 30 minutes per day). The usual days of work will be Monday to Friday inclusive 

excepting for the areas of Reef HQ, Field Management and Regional Engagement and 
Planning (REP). 

 
7.04. Subject to the provisions of clause 7.03, the span of hours during which employees may 

work their ordinary hours of work is between 7.00am to 7.00pm. 
 
7.05. It is a minimum requirement that employees have an eight (8) hour break between the 
 cessation of work on one day and commencement of duty on the following working day. 
 From time to time extraordinary operational requirements may not allow a minimum of an 
 eight (8) hour break. 
  
7.06. Employees must be consulted if the minimum eight (8) hour break cannot be provided and 
 sufficient time allowed for the employee to make arrangements to accommodate the work 
 schedule. 
 
Core Hours of Work 
7.07. All employees must attend for work during the core hours unless they have the prior 
 approval of their supervisor to be absent on flex or other leave. Core hours for full-time 
 employees are 9.30am – 12.00pm and 2.00pm – 4.00pm. 
 
7.08. For part-time employees, hours of work are those agreed in their part-time work agreement 
 or designated for the position. 
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Meal Break 
7.09. Employees must take a minimum meal break of 30 minutes after working continuously for a 
 five (5) hour period. 
 
Office Hours 
7.10. The GBRMPA offices (other than Reef HQ) will be open to provide services to clients, 
 both internal and external, between 8:30am and 5.00pm Monday to Friday excepting for 
 REP offices that may be closed due to operational reasons. (See also clauses 7.11 and 12.93). 
 
Office Closure between Christmas and New Year 
7.11. The GBRMPA‟s offices (other than Reef HQ) will be closed between Christmas Day and 

New Year's Day inclusive. 
 
Recording Attendance 
7.12. Employees are required to record each day, their actual time of arrival, departure, and any 
 breaks taken. 
 
7.13. APS 1-6 employees are only required to record their attendance on a single attendance 

record, as required and approved by People Management. Executive Level employees are to 
keep a minimum of diary notes recording their attendance. 

 
7.14. APS 1-6 employees must submit an approved attendance record to People Management, via 
 their supervisor for approval, within one week of the end date of the record except in 
 exceptional circumstances. 
 
Unauthorised Absence 
7.15. Where an employee is absent from duty without approval, all pay and other benefits 
 provided under this Agreement will cease to be available until the employee resumes duty or 
 is granted leave. Unauthorised absence does not count as service for any purpose. 
 
FLEXTIME 
7.16. Flextime is a system of flexible working hour arrangements that enables employees and 
 managers to vary working hours, patterns and arrangements to provide maximum 
 organisational flexibility with benefit to employees, clients and the GBRMPA. 
 
Access to Flextime 
7.17. APS 1-6 employees (and their equivalents) are eligible to accrue flextime for duty performed 
 in excess of their ordinary hours of work (over the settlement period), but which does not 
 attract overtime. 
 
7.18. Employees who work on a shift roster or fixed daily hours will not have access to flextime. 
 
7.19. Flextime provisions are only available to the GBRMPA employees. Temporary agency 

contractors do not have access to flextime. 
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Flextime Bandwidth 
7.20. The span of hours (flextime bandwidth) during which employees may work their ordinary 
 hours of work is 7.00am to 7.00pm (see clause 7.04). 
 
7.21. Where an employee specifically requests to work outside the flextime bandwidth for a 
 limited period, they may do so with the agreement of their manager. Any such arrangement 
 must be subject to review within a two (2) week period. 
 
7.22. Time worked outside the bandwidth for approved business travel or functions will be 

recorded as flextime (on an hour-for-hour basis). 
 
Settlement Period 
7.23. Employees working flextime are subject to a four (4) week settlement period (150 hours of 
 work), commencing on a Thursday payday and finishing on a Wednesday. 
 
Maximum Flex Credit 
7.24. A flex credit of 37 hours 30 minutes is the intended maximum an employee may carry over 
 from one settlement period to the next. 
 
7.25. In situations where work pressures have meant an employee is approaching or has reached a 
 flex credit of 37 hours 30 minutes at the end of the settlement period, the employee and the 
 supervisor will meet to discuss and plan for the employee to take sufficient flex leave to 
 reduce their flex credit over the next settlement period. 
 
7.26. A flex credit carryover above 37 hours 30 minutes can only be approved by a General 
 Manager and must be accompanied by an agreement on how the supervisor and employee 
 will reduce the flex credit to 37 hours 30 minutes or below over the next settlement period. 
 
Flex Leave 
7.27. Subject to operational requirements, accrued flex leave may be taken during a settlement 
 period with the approval of the supervisor.  
 
 Note, in general accrued flex leave that is taken should not accrue a flex debit. Special 
 circumstances may arise where flex will need to be taken resulting in a flex debit. 
 Employees will need to seek approval from their supervisor to accrue a flex debit. 
 
7.28. Flex leave may be taken in conjunction with all forms of other leave except for personal 
 leave (for the purposes of personal illness/injury) or to break a period of long service leave 
 (refer to clauses 12.32). 
 
7.29 When an employee is ceasing employment with the GBRMPA, any flex credit that is not 
 used before leaving the GBRMPA will be forfeited. 
 
Maximum Flex Debit 
7.30. A flex debit of 10 hours is the maximum any employee may carry over from one settlement 
 period to the next. 
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7.31. In circumstances where an employee‟s flex debit exceeds the maximum at the end of the 
 settlement period: 
  
 7.31.1. The employee will endeavour to reduce the debit to the maximum allowable (or 
  lower) over the next settlement period. 
 7.31.2. Should this not occur, the amount by which the maximum flex debit is   
  exceeded shall be treated as other leave (without pay) and an appropriate  
  deduction made from the employee‟s pay or from annual leave. 
 
7.32. When an employee is ceasing employment with the GBRMPA, they must either work off 
 their debit, or the equivalent salary amount will be debited from the last pay they receive 
 from the GBRMPA. 
 
REVERSION TO NON-FLEXIBLE HOURS  
7.33. Employees may be reverted to non-flexible (i.e. fixed) hours where: 
 
 7.33.1 There have been instances of unauthorised absences 
 7.33.2. There is evidence of misuse of flexible working arrangements. 
 
7.34. Reversion to fixed hours should not be used for a first or minor occurrence. 
 
7.35. Where reversion to fixed hours is being considered, the supervisor must discuss the 
 proposed action with the affected employee prior to making their decision. Where requested 
 to do so by the employee, a supervisor shall provide a written explanation of their reasons for 
 requiring the employee to revert to fixed hours. 
 
7.36. Access to flexible working arrangements may be restored where a supervisor is satisfied that 
 an employee‟s attendance is satisfactory. 
 
7.37. Where an employee has been reverted to fixed hours, they will work the prescribed hours of 
 work, ie. 7 hours and 30 minutes per day, from 8.30am to 12.30pm and 1.30pm to 5.00pm. 
 
FLEXIBLE WORKING ARRANGEMENTS FOR EXECUTIVE LEVEL (AND 
EQUIVALENT) EMPLOYEES 
7.38. GBRMPA recognises the focus on the achievement of outcomes for Executive Level 
 employees. The achievement of organisational outcomes may involve considerable work 
 effort, variable work hours and on occasions working hours over and above normal working 
 hours. It is important that these efforts and contributions are recognised by the GBRMPA. 
 
7.39. Executive Level employees are able to work flexible hours. This means that variations in 
 attendance times and short-term absences including full days may be agreed without the need 
 for a leave application. 
 
7.40.  The arrangements in relation to flexible hours will be designed and agreed by the manager 
 and Executive Level employee taking account of the need to balance the achievement of 
 organisational outcomes and individual's personal commitments. 



26 
 

7.41.  Executive Level employees and their manager are required to work together to manage 
 workloads and working hours. Where an Executive Level employee is required to routinely 
 work outside of ordinary hours due to the nature of their work (examples include some field 
 and regional engagement staff) the manager and employee are to agree on working hours 
 that facilitate the delivery of outputs without excessive hours being the norm. The  agreement 
 on working hours should be negotiated well in advance of expected routine workloads and as 
 soon as possible when unscheduled additional tasks are identified.   
 
7.42.  Where an Executive Level employee, during the usual bandwidth (7.00am to 7.00pm),  
 undertakes significant additional productive effort which involves working in excess of 
 ordinary hours for sustained periods, the manager and employee are required to agree to 
 arrangements for reasonable time off to recognise the additional effort. Reasonable time off 
 for Executive Level employees in these circumstances is not on an hour for hour basis, but 
 these arrangements are intended to provide Executive Level employees with fair and 
 reasonable access to time off.  
 
7.43.  Reasonable time off for employees in situations described in clause 7.41 should be limited 
 to a total of five (5) full days in any leave year unless there are exceptional circumstances.  
 In these circumstances where reasonable time off would exceed five (5) days in a year, they 
 will trigger referral to a General Manager for approval. 
 
7.44. Where Executive Level employees are required to work on either weekends/public holidays 
 or outside of bandwidth hours, managers should consider time-off on an hour for hour basis.  
 On occasions when time-off is not granted on an hour for hour basis, employees must be 
 provided reasons for the refusal decision in writing and their rights of review. 
 
7.45.  GBRMPA does not endorse working arrangements that require Executive Level employees 
 to work excessive hours over significant periods. Where situations in relation to excessive 
 hours do arise, the manager and individual will work together to address the circumstances 
 leading to excessive working hours. Where situations cannot be resolved locally, People 
 Management will provide assistance to achieve appropriate working arrangements and 
 facilitate resolution of the issue. If there is no satisfactory resolution the matter may be 
 pursued via the review and dispute resolution processes detailed in the Agreement. 
 
7.46.  Executive Level employees should not commence work on any day without having at least 
 eight hours plus reasonable travelling time minimum break from the previous day‟s work, 
 without specific approval from their General Manager. 
   
SHIFT WORK AND FIXED DAILY HOURS 
7.47. Staff employed on fixed daily hours or a shift roster, are not covered by Flextime.  
 
7.48. Where for operational reasons, the GBRMPA considers that employees in a work area 
 should work fixed daily hours or shift work, the hours of work will be determined at the 
 work place (including any arrangements for working additional hours towards an accrued 
 day off), after consultation with affected employees. 
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7.49. Where an employee employed on fixed daily hours or a shift roster basis is required to work 
 additional hours, they will receive payment for additional hours at single time, except where 
 overtime rates apply.  An employee may elect to take time off in lieu of additional hours 
 worked, at the appropriate rate, subject to operational requirements and the approval of their 
 manager.  
 
7.50. Shift penalties are outlined in clause 11.51. Shift penalties will not be taken into account in 
 the computation of overtime or in the calculation of any allowance based on salary. 
 
PART-TIME WORK AND JOB SHARING 
7.51. The GBRMPA recognises the value of part-time workers and the needs/preferences of some 
 employees to be able to work part-time. All employees have the right to seek access to part-
 time work. The GBRMPA encourages and will facilitate the use of part-time and job sharing 
 arrangements where operationally feasible. 
 
7.52. Managers should consider part-time and job sharing arrangements to address: 
 
 7.52.1. Operational requirements (as part of their normal team structure). 
 7.52.2. General attraction and retention of employees with caring responsibilities (special 
  consideration should be given to employees with children under five (5) years of 
  age or elderly parents who require care). 
 7.52.3. General attraction and retention of employees approaching retirement. 
 
7.53. The People Management section is available to assist both managers and employees wanting 
 to discuss possible part-time and job sharing work arrangements. 
 
Part-time Work 
7.54. A part-time employee is one whose ordinary hours of work are between three (3) hours and 
 37 hours per week (i.e. between 12 and 148 hours over a four (4) week period (the settlement 
 period)). Ordinary hours of work for part-time employees will be continuous and no less than 
 two (2) hours per day on any day worked by the employee. An unpaid meal break will not be 
 regarded as breaking the continuity of hours of work. 
 
Job Sharing 
7.55. Part-time work can be used for job sharing arrangements (tandem employment) where both 
 employees are at the same classification. 
 
7.56. Where the use of job sharing arrangements would result in greater operational efficiency, the 
 Chairman (or delegate) may seek for two (2) part-time employees at the same classification 
 level with similar duties and compatible patterns of work, to enter into a job sharing 
 arrangement, taking into account the need for the duties to be performed on a continuing 
 basis.  At least four (4) weeks notice must be given to the employees. 
 
Employee Request to Work Part-time 
7.57. All full-time employees may request in writing to work on a regular part-time basis, 
 either for a finite period or on an ongoing basis. 
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7.58. The Chairman (or delegate) may agree to a request for regular part-time work, subject to 
 operational requirements. Consideration of operational requirements will include an 
 assessment of the effect of the proposal on individual workloads and the team as a whole. 
 The Chairman (or delegate) will advise the employee in writing of the outcome of their 
 request within three (3) weeks of its lodgement. Where approved, the part-time work 
 arrangements shall be set out in a Part-Time Work Agreement (see clauses 7.59. to 7.61.).    
 
 7.58.1. An employee returning directly from parental or maternity leave will have access to 
  regular part-time work, for a period of up to 12 months, upon application unless there 
  is a clearly unmanageable impact on operational requirements. 
 7.58.2. An employee who is a parent, or has responsibility for the care of a child may  
  request a change in working arrangements to assist the employee to care for the  
  child if the child is under school age.  
 
Manager Initiated Part-time Work 
7.59. A manager may initiate the introduction of part-time employment. A full-time employee 
 will not be required to convert to part-time, or a part-time employee to extend their part-time 
 hours without their agreement. 
 
Part-Time Work Agreement 
7.60. Part-time work arrangements will be set out in a Part-Time Work Agreement specifying the 
 employee‟s part-time hours, agreed pattern of weekly hours, core hours (if applicable), any 
 specific arrangements that are necessary to facilitate part-time work, the duration of the 
 agreement and any date/s of formal review (if required). 
 
7.61. Part-time hours included in a Part-time Work Agreement must be within the bandwidth 
 hours specified in this Agreement and any single period of attendance may not be less than 
 two (2) hours. 
 
7.62. All Part-Time Work Agreements, and/or variations to Part-Time Work Agreements must be 
 forwarded to People Management immediately after the Chairman (or delegate) approves 
 them. 
 
Remuneration 
7.63. Remuneration and other conditions will be calculated on a pro-rata basis, apart from 
 allowances of a reimbursement nature, where a part-time employee will receive the same 
 amount as a full-time employee. 
 
Variations to Work Patterns/Work Hours 
7.64. Where a manager requires a part-time employee, excluding an irregular and intermittent 
 (casual) employee, to change their pattern of work due to operational requirements, at least 
 four (4) weeks notice must be given to the employee. The pattern of work can also be 
 discussed and changed at the time of a formal review under the Part-Time Work Agreement.  
 
7.65. With the agreement of their manager, a part-time employee may vary the hours worked/or 
 the pattern of work. 
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7.66. Any variation to agreed hours of work or agreed pattern of work must be forwarded to 
 People Management immediately after they are approved by the Chairman (or delegate). 
 
Access to Flextime 
7.67. A part-time employee (APS Levels 1-6) may access Flextime, under the same arrangements 
 as full-time employees, with the approval of their supervisor. 
 
Reverting to Full-Time Hours 
7.68. An employee with an agreement to work regular part-time hours for a finite period: 
   
 7.68.1. Will revert to full-time hours at the end of the Part-Time Work Agreement. 
 7.68.2. May revert to full-time hours at any time with the agreement of their manager,  
  subject to operational requirements. 
 
7.69. An employee with an agreement to work regular part-time hours on an ongoing basis or 
 employed in an ongoing part-time position may only revert to full-time hours where a  
 full-time position, for which they are suitable, is available at the employee‟s classification 
 level. 
 
HOME BASED WORK 
Irregular (short-term) Home Based Work 
7.70. With the approval from their manager, an ongoing employee may work from home for one 
 (1) or two (2) days (on an irregular basis) over an agreed period of time in the interests of 
 providing a work environment conducive to achieving work objectives. When considering a 
 proposal for irregular home based work a manager must take into account the impact on the 
 section, the suitability of work to be performed, security, and occupational health and 
 safety requirements. Home based work cannot be used as a substitute for personal  leave. 
 
Regular and/or Longer Term Temporary Home Based Work 
7.71. The Chairman (or delegate) may approve home based work for ongoing employees on either 

a regular or temporary basis (more than two (2) days) over an agreed period of time in 
accordance with the GBRMPA Policy and Procedures for Home Based Work. 

 
7.72. A home based work agreement may only be varied or terminated by the employee with the 
 agreement of the Chairman (or delegate). 
 
7.73. A home based work agreement can be varied or terminated by the Chairman (or delegate) at 
 any time where it is considered that: 
 7.73.1. The arrangement is having an adverse impact on the operational requirements of 
  the employee‟s work area. 
 7.73.2. The arrangement is considered to be inefficient and/or ineffective. 
 7.73.3. The employee is failing to comply with certain requirements. 
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SECTION 8 - REVIEWS OF ACTIONS 
 
This section is to be read in conjunction with the GBRMPA Policy and Procedures on Reviews of 
Actions.  
 
PRINCIPLE  
The APS has, as part of its employment conditions, a central principle that employees are entitled to 
seek reasons for the basis and rationale of administrative decisions that have a direct effect on the 
employee. A review of actions usually relates to something affecting an individual employee. 
Administrative reality generally confines the seeking of reasons to major aspects of employment 
rather than minor or inconsequential issues.   
 
APPLICATION OF THE REVIEW OF ACTIONS 
8.01. The parties to this Agreement agree that, as far as possible, the following mechanism will be 

used to resolve complaints within the GBRMPA, including applications for Review of 
Action made under the review provisions (section 33) of the Public Services Act 1999.  
Where a right of review is exercised, and does not fail for want of jurisdiction, the employee 
will have no right of review with respect to that matter under the clauses on Procedures for 
Dealing with Disputes (Section 9) of this Agreement.  

 
Representation during a review of actions within GBRMPA 
8.02. An employee may be accompanied by a person of their choice during any part of the 

proceedings, to support and assist them. 
 
Internal Review 
8.03.    In accordance with section 33 of the Public Service Act 1999 and Part 5 of the Public Service 

Regulations 1999, an employee is entitled to request an internal review of certain 
decisions/actions that relate to their employment.    

 
Primary Review 
8.04. Where a formal request for review of actions is sought an application must be made in 
 writing to the Chairman (or delegate). The application must state why the review is sought 
 and, if a particular outcome is sought, what is that outcome.  The Chairman (or delegate) 
 will consider whether the primary review is one which should be undertaken within 
 GBRMPA or referred to the Merit Protection Commissioner (MPC) in accordance with 
 Regulation 5.25 of the Public Service Regulations 1999.  In some circumstances an 
 employee may apply directly to the Merit Protection Commissioner for review of the action.  
 
8.05.  If the Chairman (or delegate) is satisfied that primary review should be undertaken within 

 GBRMPA, the Chairman (or delegate) will: 
 appoint a Review Officer to 

o inquire into the matter 
o if appropriate, seek to resolve the matter by conciliation or mediation 
o where conciliation or mediation is not successful or appropriate, prepare a 

written report which includes the findings and recommendation(s) for the 
Chairman (or delegate). 
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 provide the employee with a copy of the report 
 provide the employee with an opportunity to respond to the report 
 determine the outcome of the matter having regard to the content of the report and 

any submission made by the employee in response to the report.   
 
8.06. GBRMPA will be guided by the following principles in handling any matters referred to in 

clause 8.03 above: 
 the case will be dealt with as expeditiously as possible 
 the employee will be required to specify the outcome(s) sought 
 the employee who makes the complaint has the right to a fair hearing (i.e. proper 

 consideration of the complaint by an unbiased person) 
 where the employee criticises another GBRMPA employee on a matter relevant to 

 the complaint, that other GBRMPA employee will be given an opportunity to 
 comment if the criticism could result in an adverse finding against that other 
 employee 

 the standard of proof to apply will be the balance of probabilities 
 full investigation of alleged incidents, statements and events will only be conducted 

 if preliminary consideration shows this may achieve some tangible and equitable 
 outcome 

 confidentiality and privacy will be appropriately observed, noting that information 
 on relevant files may be subject to applications for disclosure under the Freedom of 
 Information Act 1982. 

  
Secondary review 
 8.07. Where, after a primary review has been completed in GBRMPA, an employee wishes to 
 pursue the matter further, the employee may apply, through the Chairman (or delegate) to 
 the Merit Protection Commissioner (MPC) for independent external review of the action.  
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SECTION 9 - PROCEDURES FOR DEALING WITH DISPUTES 
 
This section is to be read in conjunction with the GBRMPA Policy and Procedures on Dealing with 
Disputes.  
 
PRINCIPLE 
As is the case with reviews of actions, there must be genuine attempts made at the workplace level 
to resolve the matter before it becomes a formal dispute. 
 
APPLICATION OF THE PROCEDURES FOR DEALING WITH DISPUTES 
9.01. This process will apply to disputes arising from matters covered in this Agreement, including 
 all policies and procedures and/or guidelines referred to in this Agreement, application of the 
 National Employment Standards, and/or disputes in  relation to Occupational Health and 
 Safety matters. 
 
9.02. An employee who is a party to the dispute may appoint a representative for the purposes of 
 the procedures in clauses 9.03 and 9.04 relating to efforts to resolve the dispute at the 
 workplace level. 
 
9.03. In the first instance disputes should be resolved at the lowest level possible by the parties to 
 the dispute, such as immediate supervisor. Where the dispute is not resolved at the lowest 
 level or if it is not appropriate for the dispute to be resolved there, one or more parties to the 
 dispute may escalate the matter to the relevant Manager, Director, People Management or 
 General Manager (SES) for resolution. All parties to the dispute will commence action 
 regarding the matter within two (2) weeks of it being raised, and will respond to all parties to 
 the dispute within two (2) weeks of actions. 
 
9.04. Where escalation to the relevant Director, People Management or General Manager (SES)
 fails to resolve the matter, or if it is not appropriate for the dispute to be resolved there, one 
 or more of the parties to the dispute may escalate the matter to the Chairman. 
  
9.05. Where the matter remains unresolved the parties to the dispute may agree to refer the 
 dispute to an independent mediator for resolution. Reasonable costs incurred for mediation 
 services will be borne by the GBRMPA.  
 
9.06. If discussions at the workplace level do not resolve the dispute, and the parties to the 
 dispute do not wish to engage an independent mediator, or the dispute is not resolved by 
 mediation, a party to the dispute may refer the matter to Fair Work Australia (FWA). 
 
 It is recommended that staff refer to Chapter 5 of the Fair Work Act 2009 to view the powers 
 and procedures of the FWA, in particular the right of employee representation subject to the 
 representation requirements of the Fair Work Act 2009. 
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9.07. Fair Work Australia may deal with the dispute in two (2) stages: 
  
 9.07.1. FWA will first attempt to resolve the dispute as it considers appropriate, including by 
  mediation, conciliation, expressing an opinion or making a recommendation. 
  
 9.07.2. If FWA is unable to resolve the dispute at the first stage, FWA may then: 

 arbitrate the dispute 
 make a determination that is binding on the parties. 

9.08. If Fair Work Australia arbitrates the dispute, it may also use the powers that are available  to 
 it under the Fair Work Act 2009.  
  
 A decision that Fair Work Australia makes when arbitrating a dispute is a decision for the 
 purpose of Div 3 of Part 5.1 of the Act. Therefore, an appeal may be made against the 
 decision. 
 
9.09. While the parties are trying to resolve the dispute using the procedures in this term: 
 
 9.09.1. An employee must continue to perform his or her work as he or she would normally 
  unless he or she has a reasonable concern about an imminent risk to his or  her health 
  or safety. 
 9.09.2. An employee must comply with a direction given by the employer to perform  
  other available work at the same workplace, or at another workplace, unless: 

 The work is not safe 
 Applicable occupational health and safety legislation would not permit the 

work to be performed 
 The work is not appropriate for the employee to perform 
 There are other reasonable grounds for the employee to refuse to comply with 

the direction. 

9.10. The parties to the dispute agree to be bound by a decision made by Fair Work Australia in 
 accordance with this term. 
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SECTION 10 - RECRUITMENT AND SELECTION 
 
PRINCIPLE  
The GBRMPA recruitment and selection practices reflect the APS Values, in particular, the essential 
components of fairness, equity, transparency and the merit principle (i.e. an assessment of a person's 
ability to do the job, avoiding patronage and favouritism and unjustified discrimination).  

 Decision makers will act without patronage, favouritism, bias or unlawful 
discrimination 

 The selection process will have close regard for the principles of workplace diversity 
and natural justice 

  All employment decisions are transparent 
 Positions will be classified in accordance with the GBRMPA Work Level Standards 
 Duties and selection criteria for individual positions will be shown on individual 

Position Descriptions. The standard and maximum number of duties is five (5). The 
standard and maximum number of selection criteria is five (5). Position Descriptions 
can be supplemented by the inclusion of a job environment statement that reflects the 
operating environment and typical daily situations that the occupant of the position 
would encounter 

 The usual basis for engagement is as an ongoing employee. Non-ongoing employees 
can be engaged for a specified term or specified task only where a business case is 
presented to justify non-ongoing employment or where budget availability is for a 
fixed or finite period.  

 
APS RECRUITMENT POLICY 
10.01. Australian Public Service (APS) recruitment policy is stated in section 22 of the Public 
 Service Act 1999: 
 
 10.01.1. The Chairman may engage persons as employees for the purposes of the Agency.  
 
 10.01.2. The engagement of an APS employee must be:  

 As an ongoing APS employee 
 For a specified term or for the duration of a specified task (non-ongoing) 
 For duties that are irregular or intermittent (casual). 

 
10.02. The engagement of an APS employee may be made subject to conditions notified to the 
 employee, including conditions dealing with any of the following matters:  

 Probation 
 Citizenship 
 Formal qualifications 
 Security and character clearances 
 Health clearances. 

 
10.03. Recruitment and selection will be conducted in accordance with APS recruitment policy and 
 the GBRMPA Recruitment and Selection Policy and Procedures.   
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10.04. Employees may apply for review of promotion decision in accordance with the Public 
 Service Regulations 1999. 
 
WORK LEVEL STANDARDS 
10.05. The Work Level Standards must be used in accordance with the guidance provided in the 
 GBRMPA Recruitment and Selection Policy and Procedures when: 

 Establishing new positions 
 Reviewing existing positions 
 Reclassifying existing positions (to a higher or lower level classification) 
 Restructuring or designing the structure of a new work area 
 Establishing duty statements and selection criteria during the recruitment process 
 Applying non-position based Higher Duties Allowance (HDA) 
 Investigating the establishment of a broadband. 

 
CLASSIFICATION STRUCTURE 
10.06. The GBRMPA classification structure, including the classifications as broadbanded in 
 clauses 10.10 and 10.23, applies throughout the duration of this Agreement. 
 
10.07. Each classification level has a salary range and a number of salary points attached to it (as 
 outlined in Section 17). 
 
10.08. All the GBRMPA positions will be classified in accordance with the: 

 Public Service Classification Rules 2000 
 GBRMPA Work Level Standards 
 GBRMPA Recruitment Policy and Procedures. 

 
BROADBANDING 
This section is to be read in conjunction with the GBRMPA Recruitment Policy & Procedures.  
 
10.09. Broadbanding of positions is to be kept to a minimum and only used where the GBRMPA 
 Work Level Standards indicate that a position cannot easily be classified at one APS level. 
 The Chairman (or delegate) shall determine whether a broadband applies on advice from 
 People Management. 
 
10.10. Positions may be broadbanded across two APS classification levels as follows: 

 APS Level 1/APS Level 2 (locally designated GBRMPA Broadband 1) 
 APS Level 3/APS Level 4 (locally designated GBRMPA Broadband 2) 
 APS Level 5/APS Level 6 (locally designated GBRMPA Broadband 3) 

 
Progression past the work barrier within the GBRMPA Broadbands 1, 2 and 3 
10.11. Employees assigned the duties of a position designated GBRMPA Broadband 1, 2 or 3 may 
 progress past the work barrier where a supervisor or manager formally provides written 
 evidence of the following: 

 Work is available at the level beyond the work barrier. 
 Funds are available within the designated work area. 
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 The employee has demonstrated the knowledge, skills, abilities and attributes 
 required to undertake the work at the next work level barrier. 

 The employee has had their performance assessed as effective through the annual 
 performance management and development program. 

 
10.12. When an employee is progressing through a broadbanded work barrier the performance pay 
 point of the lower level is not applicable. 
 
PROBATION 
10.13. All ongoing and non-ongoing employees who are new to the APS with contracts that exceed 
 three (3) months will undertake a probation period. The period of probation will be three (3) 
 months (or as amended by legislation). The purpose of probation is to allow employees who 
 are new to the APS to familiarise themselves with the administrative and bureaucratic 
 processes of the APS and to allow both the employee and the GBRMPA to make an 
 assessment as to the employee's suitability for a career within the APS.  
 
10.14. Section 22 of the Public Service Act 1999 provides for the engagement of employees on 
 probation. Probation is conducted as per the GBRMPA‟s Probation Policy and Procedures. 
 
RELOCATION ASSISTANCE 
10.15. As the head office of GBRMPA is located in Townsville Queensland, it is recognised that a 
 by-product of merit-based recruitment selection will, from time to time, require successful 
 applicants to relocate interstate to Queensland. The purpose of relocation assistance is to 
 defray the cost to the successful applicant of removal of furniture, motor vehicles, household 
 goods and pets. 
 
10.16. The extent of relocation assistance will be determined in accordance with the GBRMPA 
 Relocation Assistance Policy and Procedures. 
 
MOVEMENT OF EMPLOYEES WITHIN THE GBRMPA 
10.17. From time to time, GBRMPA will be required to establish project teams and task forces. 
 Such arrangements recognise that GBRMPA employees will be asked to undertake work 
 directed at achieving the GBRMPA‟s corporate objectives and priorities, in addition to being 
 engaged to perform a particular function or activity.  
 
10.18. While GBRMPA reserves the right to reassign employees at level on an ongoing or 
 temporary basis at any time to meet corporate objectives and priorities, the following 
 principles are endorsed: 
 
 10.18.1. Employees will be consulted about any proposed lateral movement. 
 10.18.2. Where an employee moves to another work area, necessary training and  
  development (generally on-the-job) will be provided. 
 
10.19. Ongoing movements to a higher level and temporary reassignment of duties to a higher level 
 for periods of six (6) months or longer must be advertised internally as part of a merit 
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 selection process. A series of short-term higher duties arrangements must not be used to 
 circumvent the requirement to advertise.    
 
10.20. Where an employee has been recommended for temporary reassignment of duties to a higher 
 level (i.e. increased remuneration, enhanced learning opportunity) the standard arrangement 
 is that they will be released to undertake the higher duties. 
 
WORK EXPERIENCE/INTERNSHIPS 
This section is to be read in conjunction with the GBRMPA Policy and Procedures on Work 
Experience.  
 
10.21. Work experience and internships can be undertaken in the GBRMPA if liability and 
 insurance cover is provided by the institutional/educational body.  
 
10.22. All applications for work experience and internship must be lodged with People   
 Management. 
 
GBRMPA GRADUATE    
10.23 Graduate positions will be classified at broadband APS Level 3/APS Level 4 (locally 
 designated GBRMPA Graduate). 
 
10.24 The eligibility requirement for GBRMPA Graduate positions will be, at a minimum, a 
 tertiary degree obtained within three (3) years of the position(s) being advertised in the fields 
 of natural resource management, environmental sciences, social sciences and/or corporate 
 administration.  
 
10.25. Employees assigned the duties of a position designated GBRMPA Graduate will progress 
 past the work barrier where: 

 The employee has completed set learning and development activities, and
 demonstrated application in the workplace 

 The employee has the knowledge, skills, abilities and attributes required to  
 undertake the work at that level 

 The employee has not received a pay increment within the last 12 months. 
 
10.26. This will be determined through assessment of:  

 The employee‟s record of learning and development 
 Formal performance assessments completed with placement managers 
 A written application. 
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SECTION 11 - REMUNERATION AND ALLOWANCES 
 
PRINCIPLE 
The GBRMPA is a workplace in which the underlying principles for remuneration, conditions of 
service and opportunities apply: 

 Equal pay for equal work is achieved within the organisation 
 Opportunities for employment, advancement, training and career enhancement are available 

for all staff. 
 

PAYMENT OF SALARY 
11.01. Employees will have their fortnightly salary paid by electronic funds transfer into a financial 
 institution account of their choice, subject to the limitations of the pay system. The 
 fortnightly rate of pay will be ascertained by applying the following formula: 

 Fortnightly pay  =  Annual Salary  x  12/313 
 
11.02. There will be scope for deductions to be made at an employee‟s request prior to his or her 
 fortnightly salary being transferred into his or her nominated account. 
 
11.03. People Management may approve the pre-payment of salary for accrued leave entitlements 
 for an approved period of leave (other than personal leave for medical purposes) or in special 
 circumstances where the extent of the advance is covered by accrued entitlements. 
 
RATE OF SALARY 
11.04. Annual salary rates are set out in Section 17 of this Agreement. 
 
11.05. A non-ongoing employee employed on an irregular or intermittent basis (ie. casual), shall be 
 paid a 20% loading in lieu of public holidays and all paid leave entitlements except Long 
 Service Leave, which is covered by the provisions of the Long Service Leave 
 (Commonwealth Employees) Act 1976. 
 
11.06. Non-ongoing APS Level 1 employees employed on an irregular or intermittent basis (i.e. 
 casual) currently receive a flat rate of $25.34 per hour.  This rate will increase by 4% on the 
 date of the commencement of the Agreement and on 1 July 2010 as follows: 
 

Date of Effect Rate 
The date of the commencement of 
the agreement 

$26.35 

1 July 2010 (0.95% increase) $26.60 
 
Minimum call out payment for non-ongoing employees employed on an irregular or intermittent 
basis 
11.07. Where a non-ongoing employee employed on an irregular or intermittent basis is called out 
 to work, the minimum payment for time worked will be two hours. 
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11.08. Junior rates of pay will apply to the minimum pay point of GBRMPA Level 1 as follows: 
 

AGE RATE OF PAY 
Under 18 years 60% of the equivalent adult rate of pay 
At 18 years 70% of the equivalent adult rate of pay 
At 19 years 81% of the equivalent adult rate of pay 
At 20 years 91% of the equivalent adult rate of pay 

 
New Apprenticeships including Traineeships 
11.09. This clause applies to employees undertaking a new apprenticeship, including traineeship, 
 which is approved under the Fair Work Act 2009.  Notwithstanding anything to the contrary 
 in this Agreement, the pay rate applying to an employee undertaking such an apprenticeship 
 shall be calculated in accordance with the Fair Work Act 2009 (the benchmark rate is the pay 
 rate which would apply to the employee under this Agreement for the work being performed 
 by the employee, if the employee was not undertaking the traineeship). 
 
SALARY INCREASES 
11.10. In recognition of the ongoing commitment demonstrated by employees to continuous 

improvement in organisational and individual productivity, including measures agreed to and 
implemented fully in this Agreement, salary rates and allowances for all levels up to and 
including APS Executive Level 2 (and equivalent) will increase by: 

 4% on the date of the commencement of the agreement 
 0.95% on 1 July 2010.  

 
 All allowances in this Agreement have been adjusted accordingly to reflect the above 
 increases. 
 
SALARY LEVEL ON COMMENCEMENT 
11.11. Where an employee commences work with the GBRMPA, other than an employee 
 commencing in a designated GBRMPA Graduate position, salary will be payable at the 
 minimum point of the salary range applicable to the classification of the job unless under the 
 following exceptional circumstances: 
  
 11.11.1. At the time of employee commencement, the Chairman (or delegate) may  
  authorise payment of salary above the minimum point in that salary range, having 
  regard to the experience (including at or above that level), qualifications and skills 
  of the employee, the employee‟s likely contribution to the job at that level, and  
  operational considerations.   
 11.11.2. The Chairman (or delegate) may ask the employee for documentary proof in the 
  form of pay records from their current employer, previous performance   
  management assessments, and associated remuneration outcomes or other  
  evidence to support a claim for payment of salary above the minimum point in a 
  salary range. 
 
11.12. Where an employee commences work with the GBRMPA in a designated GBRMPA 
 Graduate position, salary will be payable at the GBRMPA Graduate 3.1. The Chairman (or 
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 delegate) may authorise payment of salary at the GBRMPA Graduate 3.2 having regard to 
 experience (including at or above that level), qualifications and skills of the employee, the 
 employee's likely contribution to the job at that level, and operational considerations. 
 
SALARY ON PROMOTION 
11.13. Where an employee is promoted within GBRMPA, salary will be payable at the minimum 
 point in the salary range unless the employee has obtained a temporary performance 
 increment at that classification level (at clause 11.32.2). 
 
SALARY ON REASSIGNMENT OF DUTIES AT LEVEL 
11.14. Where an employee is reassigned duties at level within the GBRMPA there will be no 
 adjustment to salary payable. 
 
SALARY MAINTENANCE 
11.15. A person transferring to the GBRMPA whose salary in their previous APS agency (current 
 equivalent APS classification salary) exceeds the current maximum of the relevant 
 classification level in this Agreement, will be maintained on their current salary until such 
 time as their salary (at that classification level) is absorbed by the GBRMPA‟s salary 
 increases. 
 
SALARY ON REDUCTION 
11.16. Where an employee elects to move to a lower classification (for reasons other than 
 misconduct or under-performance), salary will be payable at the top point (not performance 
 point) in the salary range of the lower classification. 
 
PAYMENT ON DEATH 
11.17. Where an employee dies, or the Chairman (or delegate) has directed that an employee will be 
 presumed to have died on a particular date, payment may be made to the dependants or 
 partner, or the legal personal representative, or executor of the will of the former employee 
 of an amount to which the employee would have been entitled on resignation or retirement. 
 
SALARY PROGRESSION 
11.18. Advancement through salary points, other than the performance salary point, will occur as 
 outlined in clauses 11.19 to 11.24. 
 
11.19. Ongoing employees will be eligible to advance one salary point on 1 July each year, subject 
 to achieving an effective performance rating and being substantively at a particular pay point 
 for a minimum period of 12 months. 
 
11.20. Non-ongoing employees on a contract or a series of contracts that result in a period of 
 continuous service longer than 12 months, and have achieved an effective performance 
 rating, will be eligible to advance one salary point on the anniversary of the commencement 
 of their contract.  
 
11.21. Ongoing employees engaged or promoted during the performance management cycle will be 
 eligible to advance one salary point on 1 July each year, subject to being substantively at a 
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 particular pay point for a minimum period of six (6) months, or in exceptional 
 circumstances, and subject to their performance being rated as effective, eligible for one (1) 
 salary point advancement when engaged or promoted between 1 January and 31 May in the 
 performance cycle. 
 
11.22. Salary progression shall not occur past the work barrier other than in circumstances 
 described in clauses 10.11 and 10.25. 
 
11.23. An eligible employee will only be advanced after having their overall performance 
 assessed as effective under the GBRMPA‟s Performance and Development Scheme (see 
 Section 13) for the previous 12 month cycle. Where an employee‟s performance is 
 assessed as „not effective‟, salary advancement will not take place. 
 
11.24. Where an employee‟s performance is assessed as „marginal‟ under the GBRMPA‟s 

 Performance and Development Scheme, they will remain on their current pay point until 
 such time as their performance is assessed as „effective‟ under the GBRMPA‟s Performance 
 and Development Scheme. A performance review will be conducted at three (3) months. 
 
Progression to a Performance Salary Point 
11.25. Each classification level, with the exclusion of the designated GBRMPA Graduate 
 classification, has at least one performance salary point. Broadbands also have one 
 performance salary point being at the upper limit of the classification.  
 
11.26. The performance salary point will count as salary for all purposes.  
 
11.27. An employee will be eligible to progress to the performance salary point where the employee 
 has been at the top of the previous salary point for a minimum period of 12 months. 
 
11.28. An eligible employee will only be advanced after having his or her overall performance 
 assessed as effective under the GBRMPA Performance and Development Scheme (see 
 Section 13) for the previous 12 month cycle. If the employee‟s performance is assessed as 
 „not effective‟ or „marginal‟, salary advancement will not take place.   
 
11.29. The performance salary will be paid for the period 1 July to 30 June with renewal being 
 dependent on an 'effective' performance rating for the performance cycle covering that 
 period. 
 
LOADING FOR TEMPORARY REASSIGNMENT OF DUTIES AT A HIGHER 
CLASSIFICATION LEVEL (I.E. HIGHER DUTIES ALLOWANCE) 
11.30. An employee will be paid a temporary reassignment loading where the employee is required 
 to temporarily perform the duties of a position at a higher classification level for a 
 continuous period of five (5) or more working days.  Payment will be made for the whole 
 period from the first day. 
 
11.31. The level of the loading will be based on the level and scope of work to be performed and 
 the employee‟s capacity to effectively undertake the higher level work.  



42 
 

11.32. The loading will be the difference between the employee‟s substantive salary point and the 
 first salary point of the relevant position‟s classification level. The exceptions being: 
 
 11.32.1. where an employee is performing partial duties the loading will be at a salary  
  point between the employee‟s substantive salary point and the first salary point of 
  the partial duties classification level. Recommendations for partial higher duties 
  must identify the duties not to be undertaken. 
 11.32.2. where an employee has been on continuous higher duties at that level and salary 
  point, in the relevant position, for a minimum period of 12 months and the  
  employee has received an 'effective' performance rating under the GBRMPA  
  Performance and Development Scheme (see Section 13), the loading, as  
  determined by the Chairman (or delegate), may be advanced to the next salary  
  point.   
 
Payment during Leave and Public Holidays 
11.33. An employee who is receiving a temporary assignment of duties loading, and is granted paid 
 leave or observes a public holiday, will continue to receive the loading during that absence, 
 however, the loading will not be paid beyond the period of the temporary assignment. 
 
Recognition for Superannuation Purposes 
11.34. The loading will not be recognised for any other purpose other than superannuation. 
 
SALARY FOR TEMPORARY REASSIGNMENT OF DUTIES AT A LOWER 
CLASSIFICATION LEVEL 
11.35. Where an employee requests, in writing, to temporarily perform work at a lower 
 classification level, salary will be payable at the top point (not performance point) in the 
 salary range of the lower classification. 
 
OVERTIME – TIME OFF IN LIEU 
11.36. Flextime will generally be used to meet operational requirements within the span of hours 
 specified in clauses 7.03 to 7.06. However, it is recognised that operational requirements 
 will on occasions require the GBRMPA to request an employee(s) to work outside the span 
 of hours or in excess of ten hours on any one day. 
 
11.37. Overtime is to be worked at the prior written approval of the relevant manager, or where 
 circumstances do not permit prior direction, subsequently approved by the relevant manager.  
 Overtime is payable for work performed by employees, other than Executive Level Officers, 
 outside the span of hours, on a public holiday, or in excess of ten hours on any one (1) day.  
 For part-time employees, other than Executive Level Officers, overtime is payable for work 
 performed which is not continuous with the employee‟s agreed or specified hours of work 
 and/or beyond the total hours of work over the settlement period specified in the employee‟s 
 part-time work agreement or designated for the job. 
 
11.38. Management will not routinely request employees to be rostered for overtime that will result 
 in more than 12 straight working days. 
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Time off in lieu (TOIL) - Recompense for Overtime  
11.39. Time Off in Lieu (TOIL) is the standard form of recompense for overtime. However, 
 managers will authorise the payment of overtime in circumstances where it is unlikely that 
 an employee will be able, or has been unable, to take TOIL within two (2) months of the 
 overtime having been worked or where the employee incurs costs as a result of having to 
 work overtime. 
 
11.40. Overtime will be payable, and TOIL calculated at: 
 
 11.40.1. Time and one half for the first three (3) hours each day and double time thereafter 
  from Monday to Saturday. 
 11.40.2. Double time on Sunday. 
 11.40.3. Double time and a half for public holidays, or time and a half additional to the  
  single time employees already being paid for the public holiday for duty within 
  ordinary hours. 
 
11.41. Where a period of overtime is not continuous with ordinary duty, the minimum period of 
 TOIL or payment for such work will be two (2) hours at the relevant overtime rate. 
 
Meal Allowance 
11.42. A Meal Allowance is payable, in accordance with the GBRMPA Business Travel Policy and 

Procedures, where an employee works more than two (2) hours continuous overtime duty on 
a weekday or four (4) hours continuous overtime duty on a weekend or public holiday. 
Where an employee works nine hours continuous overtime, an additional Meal Allowance 
will be payable. 

 
Rest Break 
11.43. Where an employee works overtime he or she will be entitled to an eight (8) hour break plus 
 reasonable travelling time before recommencing work without incurring any loss of pay.  
 Where this break is not possible due to operational requirements, the employee will be paid 
 double time for the next period of work. 
 
ALLOWANCES 
Bonus Payment 
11.44. On July 1 2010 all staff will receive a one-off lump sum bonus payment of 2% of  their 
 salary rate at 1 July 2010. Staff employed on a part-time or irregular or intermittent 
 basis at 1 July 2010 will receive a pro-rata one-off lump sum bonus payment. 
 
Restriction Allowance 
11.45. An employee may be required to be contactable and available to work outside their ordinary 
 hours of work agreed with their supervisor. To be eligible for restriction allowance 
 employees must be required to be immediately contactable, have some restrictions placed on 
 their mobility, such as distance from work, and be ready and available for work. 
 
11.46. Restriction Allowance will be paid to employees, below the Executive Level, for each hour 
 they are required to be on restriction duty at a flat rate of 8.5%. 
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11.47. An employee cannot be paid Restriction Allowance, Emergency Duty or overtime for the 
 same period. Where an employee who has been restricted is recalled to work, he or she will 
 be paid overtime. The minimum payment for overtime purposes will be two hours. 
 
11.48. Restriction Allowance may be paid to Executive Level employees, in exceptional 

circumstances approved by the Chairman, where the employee is required to be rostered for 
a minimum continuous period of 7 calendar days. Where the Chairman approves payment of 
Restriction Allowance to an Executive Level employee it shall be paid at a flat rate of $15.60 
per day from the date of commencement of the Agreement and $15.75 per day from 1 July 
2010. 

 
On-call Shipping Incidents Response Coordinators Allowance 
This section is to be read in conjunction with the GBRMPA Policy and Procedures for the On-call 
Shipping Incidents Response Coordinators. 
 
11.49. On-call Shipping Incident Response Coordinators are paid an allowance of $218.40 per 

fortnight from the date of commencement of the Agreement and $220.50 per fortnight from 
1 July 2010, payable in arrears on a monthly on call report approved by the Director 
responsible for staff involved in the roster.   

 
Emergency Duty 
11.50. Where an employee, below the Executive Level, is called into work to meet an emergency 
 outside their ordinary hours of work agreed with their supervisor, they will be paid for the 
 period of work and any time necessarily spent travelling to and from the work site at the rate 
 of double time. The minimum payment for such work will be two hours at double time. 
 
Shift Penalties  
11.51. Shift penalties will be available to employees rostered to perform ordinary duty outside the 
 period 7.00am to 7.00pm, Monday to Friday, and/or on Saturdays, Sundays or Public 
 Holidays for an ongoing or fixed period. Shift penalties will be payable at the following 
 rates: 

 50% for ordinary duty performed on a Saturday. 
 100% for ordinary duty performed on a Sunday. 
 150% for ordinary duty performed on a Public Holiday. 

 
Dive Allowance 
11.52. An employee who performs underwater diving duties or performs the duties of Dive 

Coordinator for a day or part of a day is entitled to be paid, for each day or part of a day, an 
allowance at the rate of $21.95 from the date of commencement of the Agreement and 
$22.15 from 1 July 2010.  

 
First Aid Officer Allowance 
11.53. Where an employee, other than a non-ongoing employee employed on an irregular or 
 intermittent basis, possesses appropriate qualifications and is formally appointed to 
 undertake the responsibilities of First Aid Officer, and they are not receiving an allowance 
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 associated with a formal appointment as either an Emergency Response Officer or 
 Occupational Health and Safety Representative, the employee will be paid an allowance of 
 $15.95 per fortnight from the date of commencement of the Agreement and $16.10 per 
 fortnight from 1 July 2010. 
 
Emergency Response Officer Allowance 
11.54. Where an employee, other than a non-ongoing employee employed on an irregular or 

intermittent basis, is formally appointed to undertake the responsibilities of Emergency 
Response Officer, and they are not receiving an allowance associated with a formal 
appointment as either a First Aid Officer or Occupational Health and Safety Representative, 
the employee will be paid an allowance of $15.95 per fortnight from the date of 
commencement of the Agreement and $16.10 per fortnight from 1 July 2010. 

 
Chief Emergency Response Officer Allowance 
11.55. Where an employee, other than a non-ongoing employee employed on an irregular or 

intermittent basis, is formally appointed to undertake the responsibilities of Chief Emergency 
Response Officer, and they are not receiving an allowance associated with a formal 
appointment as either a First Aid Officer or Occupational Health and Safety Representative, 
the employee will be paid an allowance of $20.70 per fortnight from the date of 
commencement of the Agreement and $20.91 per fortnight from 1 July 2010. 

 
Occupational Health and Safety Representative Allowance 
11.56. Where an employee, other than a non-ongoing employee employed on an irregular or 

intermittent basis, is formally appointed to undertake the responsibilities of Occupational 
Health and Safety Representative, and they are not receiving an allowance associated with a 
formal appointment as either a First Aid Officer or Emergency Response Officer, the 
employee will be paid an allowance of $15.95 per fortnight from the date of commencement 
of the Agreement and $16.10 per fortnight from 1 July 2010.  

 
Business Travel Allowances 
11.57. Travel for business purposes, and associated allowances payable, shall be in accordance with 

the GBRMPA Business Travel Policy and Procedures. The allowance for overnight 
accommodation staying with friends and family will be $50 per night. 

 
Note:  The allowances specified in the GBRMPA Business Travel Policy and Procedures are 
not subject to the annual increases in the life of this Agreement. 

 
SUPERANNUATION CHOICE 
11.58. Employees with a relevant interest in the Commonwealth Superannuation Scheme (CSS) and 
 Public Sector Superannuation Scheme (PSS) are not eligible for superannuation choice.   
 
11.59. Where choice is offered, the Public Sector Superannuation Accumulation Plan (PSSap) will 
 be the default fund for employees. The GBRMPA may choose to limit superannuation 
 choice to funds that allow employee and/or employer contributions to be paid through 
 electronic funds transfer. 
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11.60. Where an employee chooses a fund other than the PSSap, the GBRMPA will maintain the 
 percentage of employer contributions at the rate paid to the PSSap. 
 
11.61. The GBRMPA will guarantee superannuation payments of 15.4% for employees in the 
 default fund of the Public Sector Superannuation Accumulation Plan (PSSap). 
 
11.62. Superannuation will continue to be paid for employees 70 years of age or older. 
 
SALARY PACKAGING 
11.63. Ongoing employees or non-ongoing employees with contracts of greater than two years may 

choose to sacrifice part or all of their salary in exchange for non-cash benefits. All additional 
costs incurred as a result of any salary packaging arrangement, including any fringe benefits 
tax and administrative transaction costs, will be met by the employee on a salary sacrifice 
basis. 

 
11.64. The GBRMPA will provide educational material to employees regarding salary packaging.   
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SECTION 12 - LEAVE  
 
AUTHORITY TO GRANT LEAVE 
12.01. The Chairman (or delegate) may grant an employee leave in accordance with the following 
 provisions: 
 
ANNUAL LEAVE 
Principle 
The purpose of annual leave is to enable all employees to undergo a period of rest and recreation. It 
is generally expected that employees will have access to their annual leave in the year that it is 
accrued. 
 
Accrual of Annual Leave 
12.02. The GBRMPA employee will accrue 26 working days paid annual leave per annum credited 
 on a pro rata basis from date of engagement.  
 
12.03. Annual leave will accumulate, however, an employee‟s annual leave credits must be no 
 greater than 50 days at 30 September each year. 
 
Use of Annual Leave 
12.04. Employees may access their annual leave as they accrue. Granting of annual leave will be 
 subject to operational requirements. 
 
12.05. Where a public holiday occurs during a period of approved annual leave the public holiday 
 will not be deducted from the employee‟s annual leave credits. 
 
12.06. Annual leave counts as service for all purposes. 
 
12.07. Consistent with the purpose of annual leave, employees will be encouraged to utilise their 
 annual leave entitlement in a manner which avoids their credit exceeding 50 days. 
 
12.08. Where an employee who will otherwise have a leave credit in excess of 50 days on 30 
 September in any year applies to use part or all of that leave the Chairman (or delegate) will 
 either: 
 
 12.08.1. Approve the leave. 
 12.08.2. If the employee cannot be released on the dates requested due to operational  
  requirements, negotiate alternative dates for the leave with the employee. The  
  alternative dates must be on or before 1 October in that year. 
 
Additional Annual Leave for Shift Workers 
12.09. A shift worker will accrue an additional five (5) days paid annual leave per annum credited 
 on a pro-rata basis from the time they commence shift work. 
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Instructions for employees with an annual leave credit greater than 50 days  
12.10. As at 30 September each year an employee with an annual leave credit greater than 50 days 

will be instructed by their director to take annual leave from 1 October for the period 
necessary to reduce their annual leave credit to 50 days or below, but only if the requirement 
is reasonable. 

 
12.11. An employee is eligible to cash out annual leave if:  
 
 12.11.1. The employee has taken a minimum of two (2) weeks annual leave in the previous 
  12 months. 
 12.11.2. The employee gives the GBRMPA a written election to cash out the amount of  
  annual leave prior to the 1 October. 
 
12.12. An employee is not eligible to cash out leave if this would result in the employee's 
 remaining accrued paid annual leave being less than four (4) weeks. 
 
12.13. An employee shall receive pay in lieu of the amount of annual leave at a rate that is no less 
 than the employee‟s basic periodic rate of pay at the time that the election was made. 
 
12.14. Where an employee‟s annual leave credit will remain in excess of 50 days on 30 September 
 post an election to cash out annual leave, the employee will be instructed to be on annual 
 leave from 1 October for the period necessary to reduce their annual leave credit to 50 days. 
 
12.15. Where an employee has been on compensation leave and has commenced a graduated return 
 to work program, he or she will not be instructed to be on leave until three (3) months after 
 returning to his or her pre-injury hours of work. 
 
Reimbursement of Expenses – Cancellation of Annual Leave or Recall to Duty 
12.16. Where an employee‟s leave is cancelled without reasonable notice or an employee is recalled 
 to work from leave. The employee will be reimbursed travel costs and incidental expenses 
 not otherwise recoverable under any insurance or from any other source. The employee must 
 submit a formal request for any reimbursement. 
 
12.17. Reasonable costs which could be reimbursed include: 

 Economy airfares 
 That part of accommodation costs and any other non-refundable costs unable to be 

 used by the employee 
 Deposits on accommodation or travel, or advance fares which are not refundable 

 either by the booking agency or through prior insurance cover 
 Fares or motor vehicle allowance where the cost would not have otherwise been 

 incurred 
 For family members, only those additional costs directly resulting from recall to 

 duty 
 Other unavoidable costs arising from the recall to duty. 
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Payment in Lieu of Retirement, Resignation, Termination of Employment or Death 
12.18. Where an employee ceases employment with the APS, the employee is to receive payment in 
 lieu of unused annual leave credits. Payment will be calculated using the employee‟s final 
 rate of salary, including allowances that would have been included in the employee‟s pay 
 during a period of annual leave. 
 
12.19. Where an employee dies or is presumed to have died on a particular date, the Chairman (or 
 delegate) may authorise the payment of an amount in lieu of unused annual leave credits in 
 accordance with clause 11.17. 
 
COMPASSIONATE LEAVE (BEREAVEMENT LEAVE) 
12.20. An employee is entitled to a period of three (3) days of compassionate leave, for each 
 permissible occasion, if a member of the employee‟s immediate family or a member of the 
 employee‟s household: 

 Contracts a personal illness that poses a serious threat to his or her life 
 Sustains a personal injury that poses a serious threat to his or her life 
 Dies. 

 
12.21. The employee may be required to provide medical evidence, or a copy of a death certificate 
 or funeral notice, as appropriate. 
 
12.22. An employee who is entitled to a period of compassionate leave under clause 12.20. is 
 entitled to take the compassionate leave as: 

 A single, unbroken period of three (3) days 
 Three (3) separate periods of one (1) day each 
 Any separate periods to which the employee and his or her supervisor agree. 

 
COMPENSATION/ACCIDENT LEAVE 
12.23. Compensation leave is covered by the Safety Rehabilitation and Compensation Act 1988. 
 
CHRISTMAS/NEW YEAR LEAVE 
12.24. Employees will be provided with paid time off for two working days between Christmas Day 
 and New Year‟s Day (see clause 7.11).   
 
12.25. Reef HQ employees required to work on these two (2) days will be provided with two (2) 
 days of time off in lieu at a time convenient to each employee and agreed with their 
 manager. 
 
DEFENCE RESERVE LEAVE 
12.26. Leave will be granted to an employee, who is a member of the Defence Reserve, to 
 undertake Defence Force training and/or service. 
 
12.27. The period of Defence Reserve leave available shall be 20 working days per year with pay 
 which may accumulate and be taken over a two year period. An additional two (2) weeks 
 leave with pay will be available for the purposes of attending recruit/initial employment 
 training. 
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12.28. The Chairman (or delegate) may grant additional leave, with or without pay, for Defence 
 Force requirements, including deployment. 
 
12.29. All leave granted for Defence Reserve purposes will count as service for all purposes. 
 
12.30. Employees who are members of the Defence Reserve may also apply for annual leave, long 
 service leave or flex leave for Defence Reserve purposes. 
 
LONG SERVICE LEAVE 
12.31. The entitlement to long service leave is provided for under the Long Service Leave 
 (Commonwealth Employees) Act 1976. 
 
12.32. Periods of long service leave cannot be broken with annual leave, purchased leave or flex 
 leave. However, an employee can take annual leave or purchased leave before or after long 
 service leave. 
 
12.33. Except where an employee is on parental leave, an employee does not have an unqualified 
 right to access long service leave at any particular time and the Chairman (or delegate) will 
 consider applications against operational requirements. 
 
12.34. To provide for more flexible access to long service leave, leave may be granted for a 
 minimum period of seven (7) calendar days (one calendar week). 
 
MATERNITY LEAVE 
12.35. Only eligible employees will be entitled to receive the paid maternity leave entitlement under 
 the Maternity Leave (Commonwealth Employees) Act 1973.   
 
12.36. Only eligible employees will be entitled to take the legislated 12 weeks paid maternity 
 leave, plus an additional two (2) weeks GBRMPA approved maternity leave, totalling a 14 
 week period of absence at full pay.   
 
Half Pay Option 
12.37. In order to provide for more flexible administration of Maternity Leave, an employee may 
 elect to take an additional 14 weeks on Maternity Leave without pay, and spread their 
 payment for the 14 week period of required absence over the total period of absence of 28 
 weeks, at a rate of half normal salary. 
 
12.38. Any additional leave without pay totalling 30 days or more taken in addition to the 
 legislated 12 weeks paid maternity leave, plus an additional two (2) weeks GBRMPA 
 approved maternity leave, will not count as service for any other purpose other than to 
 determine an employee‟s entitlement to a later period of parental leave or as described by 
 the regulations under the Fair Work Act 2009. 
 
12.39. Employees have a right to seek additional maternity leave without pay for a period of up to 
 one (1) year. If granted, this year would count towards the total of five (5) years parental 
 leave referred to in clause 12.43. 
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12.40. These clauses also provide for leave relevant to adoption/fostered/warded situations but only 
 as unpaid leave. 
 
SUPPORTING PARTNER LEAVE 
12.41. An employee is entitled to 10 working days paid leave within four (4) weeks of a birth event 
 involving the employee's partner.   
 
PARENTAL LEAVE  
12.42. The entitlement to parental leave (maternity leave, paternity leave, pre-adoption, and 
 adoption leave) is provided for under the Fair Work Act 2009. 
 
12.43. Employees have the right to seek parental leave for a period up to five (5) years. Parental 
 leave is without pay. Parental leave without pay does not break an employee's continuity of 
 service. However, parental leave without pay totalling 30 days or more will not count as 
 service for any other purpose other than to determine an employee‟s entitlement to a later 
 period of parental leave or as described by the regulations under the Fair Work Act 2009. 
 
PERSONAL LEAVE 
Principle 
Personal leave is a provision that differs from other forms of leave such as annual or long service 
leave. It is an unfunded liability whose underlying philosophy is to assist employees when they fall 
ill or have caring responsibilities.   
 
As such, it is not an entitlement to be annually exhausted as there is no link to improvements in 
organisational productivity or performance.   
 
Accrual of Personal Leave 
12.44. 12 days full-pay personal leave and 10 days half-pay personal leave will be credited on the 
 date of an ongoing employee‟s engagement to the APS and thereafter will accrue on a 
 pro-rata basis. 
 
12.45. Non-ongoing employees will accrue 12 days full pay personal leave per annum and 10 
 days half pay personal leave per annum on a prorata basis from date of engagement. 
 
12.46. An employee receiving workers‟ compensation for more than 45 weeks will accrue personal 
 leave on an hours actually worked basis (for both full-pay and half-pay personal leave). 
 
12.47. Unused personal leave will accumulate, but cannot be paid out on separation. 
 
12.48. Approved personal leave with or without pay counts as service for all purposes. 
 
12.49. The Chairman (or delegate) may grant ongoing employees additional personal leave without 
 pay where paid leave is exhausted. 
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Use of Personal Leave   
12.50. Employees must advise their supervisor as soon as possible of an absence, or their intention 
 to be absent, and wherever possible the anticipated length of absence and the reason for 
 absence. 
 
12.51. Paid personal leave is available for the purposes of: 
 
 12.51.1. Personal illness or injury. 
 12.51.2. Caring purposes as outlined in Clauses 12.54. and 12.55. 
 12.51.3. Addressing personal needs that can not be dealt with outside ordinary working  
  hours and can not be addressed through access to flextime as outlined in clause  
  7.27.   
 
12.52. Personal leave at half-pay can only be accessed in circumstances where an employee has 
 exhausted their accrued full-pay personal leave credits. 
 
12.53. The Chairman (or delegate) may allow an employee who has worked in the APS for at least 
 five (5) years and has exhausted all of their full-pay personal leave credits, to convert, or 
 use, their half-pay personal leave credits to full-pay personal leave credits. 

 
Use of Personal Leave for Caring Purposes 
12.54.  Up to 10 days paid personal leave may be taken by an employee in an accrual year to 

provide care or support to a member of the employee‟s immediate family, a member of the 
employee‟s household, or an eligible employee (see clause 12.55) because of: 

 
            12.54.1.    A personal illness, or injury, of the member or eligible employee. 
            12.54.2.    An unexpected emergency affecting the member or eligible employee. 
            12.54.3     Actions in relation to the estate of a deceased member or eligible employee. 
 
12.55. An eligible employee for caring purposes is one who meets the following criteria: 

 Does not have an alternative carer available to undertake caring duties at the time of 
their absence 

 Provides a written notification to People Management that identifies the individual 
work colleague (one only at any particular time) who will undertake caring duties 
either any time before or within one week following the staff absence 

 Is a GBRMPA employee. 
 

12.56. An employee who is asked to provide the caring duties for a GBRMPA work colleague:  
 May choose to either accept or decline the request without providing a reason 
 Must complete a personal leave request application and if approved, have the carer's 

leave debited from their accrued personal leave totals 
 Must meet the other requirements for carer's leave in clause 12.54. 

 
12.57. Where an employee has exhausted their paid personal leave for carer‟s purposes, or does not 
 have access to paid personal leave (irregular or intermittent employees), the employee will 
 be entitled to two (2) days unpaid carer‟s leave for each occasion (on production of 
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 supporting evidence) when a member of the employee‟s immediate family, or a member of 
 the employee‟s household, who requires care or support during such a period because of: 
 
 12.57.1. Personal illness, or injury, of the member. 
 12.57.2. An unexpected emergency affecting the member. 
 
Carer’s Room 
12.58. The GBRMPA will provide a carer‟s room within its offices to provide flexibility for 
 employees in such circumstances. Use of the carer‟s room will be in accordance with the 
 GBRMPA Policy and Procedures for Use of the Carer‟s Room. 
 
Use of Personal Leave to Address Personal Needs (Emergency Leave) 
12.59. Up to an additional two (2) days paid personal leave may be granted by the Chairman (or 
 delegate) per accrual year to address personal needs that cannot be dealt with outside 
 ordinary hours and cannot be addressed through access to flextime. These matters are limited 
 to: 

 Essential travel associated with compassionate leave 
 Attending to urgent health or legal appointments 
 Attending urgent household matters 
 Repairing and moving house. 

 
Production of Supporting Evidence 
12.60. An employee may take up to 10 days paid personal leave per accrual year without providing 
 supporting evidence. However, no more than three (3) consecutive days of paid personal 
 leave may be taken without the employee providing supporting evidence. 
 
12.61. Supporting evidence for personal illness or injury, whether related to the employee or for 
 carer‟s purposes, will be a medical certificate or statutory declaration. 
 
12.62. Supporting evidence for carer‟s leave due to an unexpected emergency may be either actual 
 documentary evidence or statutory declaration. 
 
12.63. Personal leave granted for personal needs is personal leave without supporting evidence. 
 
12.64. Personal leave without pay may only be granted by the Chairman (or delegate) where 
 relevant supporting evidence is provided. 
 
Access to Personal Leave on Public Holidays, Annual Leave, Purchased Leave, Long Service 
Leave and Maternity Leave 
12.65. Personal leave will not be debited where an employee is medically unfit on a public holiday 
 which the employee would otherwise have observed. 
 
12.66. If an employee is ill for one (1) day or longer while on annual leave, purchased leave or long 
 service leave, and obtains a medical certificate, those days covered by the medical 
 certificate will be recredited to the employee‟s annual leave, purchased leave or long service 
 leave. 
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12.67. An employee is unable to access paid personal leave while on paid maternity leave under the 
 Maternity Leave (Commonwealth Employees) Act 1973 and while on the additional two (2) 
 weeks GBRMPA approved maternity leave. 
 
Maximum Continuous Period of Personal Leave for Personal Illness 
12.68. The maximum continuous period of personal leave will be 78 weeks of which no more than 
 52 weeks may be paid personal leave.   
 
12.69. Personal leave beyond 78 weeks will be treated as if the employee has been granted 
 additional personal leave without pay, subject to the production of satisfactory medical 
 evidence. A period of leave taken under this clause does not count as service for any 
 purpose, except Long Service Leave. 
 
12.70. An employee will not, without the employee's consent, be retired on invalidity grounds 
 before the employee‟s full-pay personal leave credits have been exhausted, subject to 
 clauses 12.68 and 12.69. 
 
War Service Personal Leave 
12.71. Employees who are war veterans will accrue two (2) separate credits of paid war service 
 personal leave: 
 
 12.71.1. Special Credit: nine (9) weeks war service personal leave is credited on first  
  commencement with APS following eligible military service. 
 12.71.2 Annual Credit: three (3) weeks annual credit on commencement and again  
  following each 12 months of service. Unused credits accumulate, subject  
  to a maximum credit balance of nine (9) weeks. This credit cannot be accessed  
  until the special credit has expired.  
 
12.72. The Chairman (or delegate) may only grant war service sick leave when an employee is unfit 
 for duty due to a war-caused medical condition. The employee should present a statement 
 from the Department of Veterans' Affairs stating what condition(s) has been accepted as 
 being war caused. 
 
12.73. In applying for War Service Personal Leave the employee must present a medical certificate 
 stating the nature of the medical condition, or stating it was a war-caused condition. 
 
12.74. Where an employee‟s war service personal leave credits have expired, the employee may 
 apply for personal leave. 
 
12.75. Employees who rejoin the APS and who have been credited with war service personal leave 
 in respect of an earlier period of APS employment will be credited with the following: 
 
 12.75.1. Any special credit that remained unused as at the final day of the prior APS  
  employment may be carried forward. 
 12.75.2. Any annual credit held on the final day of previous APS employment. The next 
  annual credit will accrue when the employee‟s period of service since   
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  recommencement and the employee‟s period of service between 1 November  
  before cessation and the date of cessation from the APS equals 12 months.  
  Thereafter, further annual credits will accrue after each 12 months of   
  service. 
 
SABBATICAL LEAVE (Deferred Salary Scheme) 
Refer to clauses 16.12 to 16.39 in Section 16 – Other Benefits. 
 
PURCHASED LEAVE (Employee Funded Leave) 
12.76. The Purchased Leave Scheme enables employees to sacrifice salary to purchase up to four 
 (4) weeks (150 hours) additional leave per year with salary payments averaged over the 
 whole year to ensure that a standard pay rate is received each fortnight. This 12 month 
 period is known as the Purchased Leave Period and corresponds with either the calendar 
 year or financial year.  Granting of purchased leave is subject to operational requirements 
 and approval from the Chairman (or delegate). 
 
Eligibility for Purchased Leave 
12.77. All GBRMPA employees (excluding non-ongoing employees employed for less than 12 
 months) are eligible to apply for purchased leave. 
 
Application for Purchased Leave 
12.78. Employees may apply to purchase up to four (4) weeks (150 hours) additional leave each 
 year. The leave must be purchased in whole weeks only based on the employee's normal 
 hours of work.  
 
12.79. Applications for purchased leave will not be approved retrospectively. An application for 
 purchased leave must be submitted to the employee‟s supervisor by the end of April for the 
 following financial year or end of November for the following calendar year, on which the 
 employee: 

Nominates the number of weeks being requested and the proposed dates the leave 
will be taken 
Provides a brief description of the reason for the request eg. family needs or extended 
travel. 

 
12.80. The employee‟s supervisor will make a recommendation for approval/non-approval, 
 considering operational requirements, to the director. The director will advise the 
 employee of their decision and forward the decision to People Management. Where 
 approved, the employee will be provided with a formal confirmation of purchased leave. 
 
Calculation and Payment of Salary Deductions 
12.81. In order to “pay” for the “purchased leave” the employee will have an amount deducted 
 from their gross salary each fortnight for a period of 52 weeks. The fortnightly deduction is 
 calculated using the following formula: 

Gross fortnightly salary X number of hours purchased leave / 1950 hours 
(equivalent to 52 weeks) 

  



56 
 

 Remote locality allowance is included in the deduction as it is considered to be part of 
 salary. 
 
12.82. The first deduction will be made on the first payday after the commencement date of the 
 Purchased Leave period. Adjustments to deductions resulting from any change in the 
 employee‟s gross fortnightly salary will be made at the end of the Purchased Leave period 
 unless otherwise formally requested by the employee. 
 
Access to Purchased Leave 
12.83. If approved, employees will have immediate access to their purchased leave from the 
 commencement date of the Purchased Leave period. However, approval to access 
 purchased leave is subject to operational requirements and each period requires the 
 approval of the Chairman (or delegate). 
 
12.84. Purchased leave must be taken within the 52 week Purchased Leave Period. Salary for 
 unused purchased leave will be refunded at the end of the Purchased Leave Period. 
 
Effect of Purchased Leave on Other Conditions of Service 
12.85. With the exception of compensation payments, purchased leave arrangements have no 
 affect on an employee‟s conditions of service. However, where additional leave without 
 pay is taken, resulting in more than 30 calendar days leave without pay, the leave does not 
 count as service for any purpose. 
 
Effect of Purchased Leave on Separation from the GBRMPA 
12.86. Employees on the Purchased Leave Scheme who have accessed, but not fully paid for, their 
 purchased leave when they cease employment with the GBRMPA, will be treated as having 
 been “overpaid” on leaving the GBRMPA, and any monies owing will be deducted from 
 their final monies. Where employees are moved or promoted to another APS agency, the 
 receiving agency will be requested to continue recovery of monies. 
 
12.87. Employees on the Purchased Leave Scheme who have purchased part of their proposed 
 purchased leave, but have not accessed the leave for which they have paid, will be 
 reimbursed for the amount for which they have paid, but not taken, when they leave the 
 GBRMPA. 
 
PORTABILITY OF ACCRUED ANNUAL LEAVE AND PERSONAL LEAVE 
12.88. All existing accrued annual leave and personal leave credits of current GBRMPA 
 employees will be recognised. 
 
12.89. Where an employee joins the GBRMPA on or after the lodgement date from an employer 
 staffed under the Public Service Act 1999, the Parliamentary Service Act 1999 or from the 
 ACT Government Service, accrued annual leave and personal/carers leave (however 
 described) will be transferred, provided there is no break in continuity of service. 
 
12.90. Where an employee has previously been employed in the APS, or in government's service as 
 defined in s10 of the Long Service Leave (Commonwealth Employees) Act 1976, or a service 
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 referred to in s11 (2) of the Act, they may at the discretion of the Chairman (or delegate) 
 have that period of previous employment recognised as service for personal leave purposes 
 provided that any break in employment between employers is no more than 2 months. 
 
Resignation due to the Marriage Bar 
12.91. An employee who was deemed to have resigned due to the Marriage Bar and has since 
 rejoined the APS, may have their personal leave credits at the time of resignation added to 
 their current credits without application of the two (2) months continuity rule. 
 
Entitlement to Accrued Credits 
12.92. The entitlement to these accrued credits of leave, and any future entitlements to annual   
 leave and personal leave, will be those prevailing in the GBRMPA. 
 
PUBLIC HOLIDAYS 
12.93. Employees will observe the following holidays each year and will be paid, subject to leave 
 without pay or long service leave arrangements, as if that day were not a public holiday: 

 New Year‟s Day (or substitute) 
 Australia Day (or substitute) 
 Good Friday and the following Saturday and Monday 
 Anzac Day (25 April or substitute) 
 Where Anzac Day falls on a Sunday, the following Monday will be observed by 

employees as a public holiday. Note, in 2011 the Anzac Day public holiday will 
fall on a Tuesday.

 The relevant Queen‟s Birthday observance day 
 The relevant Labour Day or equivalent 
 Christmas Day (or substitute) 
 Boxing Day (or substitute) 
 The show day holiday applicable to the location of the GBRMPA office 
 Where New Year‟s Day or Australia Day fall on a Saturday or Sunday, the 

following Monday will be observed by employees as a public holiday 
 Where Christmas Day falls on a Saturday or Sunday, 27 December will be 

observed by employees as a public holiday 
 Where Boxing Day falls on a Saturday or Sunday, 28 December will be observed 

by employees as a public holiday 
 Where the Chairman and affected employees agree, another day may be 

substituted for any holiday. 

ADDITIONAL PUBLIC SERVICE DAY 
12.94. The GBRMPA will observe the public service additional day (which is to be observed on 
 the next normal working day after the Boxing Day holiday). 
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OTHER LEAVE WITH OR WITHOUT PAY 
12.95. Other leave may be granted by the Chairman (or delegate):    

 For the period requested or for another period 
 With or without pay 
 Subject to conditions.   

 
12.96. Where other leave is refused the Chairman (or delegate) will advise the employee in writing 
 of the reason for the decision. 
 
Other Leave With Pay 
12.97. Other leave with pay will be granted by the Chairman (or delegate), having regard to 
 operational requirements of the GBRMPA, for: 

 Emergency purposes ie. inability to attend work due to a genuine local emergency 
situation 

 Attending National Aboriginal and Islander Day Observance Committee (NAIDOC) 
ceremonies – there is a limit of three (3) days for this item and proof of eligibility is 
required 

 Disaster situations (where an employee‟s home or contents have been destroyed or 
significantly damaged by a disaster – limit of four (4) days) 

 Members of emergency service organisations to assist during emergencies (eg. 
cyclones, floods etc – limit of four (4) days) 

 Returned soldiers for medical purposes (subject to presentation of satisfactory 
evidence) 

 Attending Jury Service. 
 
Other Leave Without Pay 
12.98. The Chairman (or delegate) may grant other leave without pay as outlined the GBRMPA 
 Policy and Procedures for Leave Without Pay.  
 
12.99. Leave without pay totalling 30 or more calendar days does not count as service for any 
 purpose. 
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SECTION 13 - PERFORMANCE CULTURE 
 
PRINCIPLE 
The GBRMPA is committed to further developing a performance culture that promotes excellence, 
is respected by both managers and employees, and recognises and rewards employees for their 
contribution towards the achievement of the GBRMPA‟s objectives. 
 
STRATEGIC MANAGEMENT 
13.01. Agency performance will be planned and managed strategically through the Corporate Plan.  
 The Corporate Plan will contain a vision statement and operate on a three year rolling 
 planning cycle with objectives, strategies and performance indicators which will be reviewed 
 on an annual basis. The Corporate Plan will drive the development of Annual Operating 
 Plans for all sections and associated annual budgets, which will flow to employee 
 performance and development agreements as part of the Performance and Development 
 Scheme (PDS). 
 
PERFORMANCE AND DEVELOPMENT SCHEME (PDS) 
This section is to be read in conjunction with the GBRMPA Performance and Development Scheme 
Policy and Procedures. 
 
Application of the GBRMPA Performance and Development Scheme 
13.02. The GBRMPA PDS is linked to the Annual Operating Plan.  
 
13.03. The Scheme provides a formal mechanism through which the GBRMPA ensures that 
 managers are providing employees with formal guidance about their work objectives and 
 priorities, and the performance standards expected of them; with regular, well structured 
 feedback regarding their performance; and with timely opportunities to assess and plan to 
 meet current and strategic learning and development needs. In addition, the Scheme 
 provides a formal link between performance outcomes and remuneration outcomes, and 
 measures to address underperformance.  
 
13.04. All ongoing employees, and non-ongoing employees with contracts longer than 6 months, 
 are required to participate in the GBRMPA PDS. The only exceptions are ongoing 
 employees engaged within 3 months of the end of the performance  cycle. Performance 
 planning and assessment for these employees will be undertaken as part of their probation 
 (see clauses 10.13 and 10.14). 
 
LEARNING AND DEVELOPMENT 
Principle 
The GBRMPA is committed to the principle of life long learning and recognises the importance of 
supporting the development of our employees to achieve their personal goals as well as the agency‟s 
vision. Individuals are encouraged to take responsibility for their ongoing development in 
consultation with their manager, who will provide guidance and reasonable support. 
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13.05. The GBRMPA will commit to learning and development by: 
  
 13.05.1. Identifying organisational competency needs, identifying competency gaps, and 
  putting in place a Strategic Organisational Learning and Development Plan to  
  address organisational competency gaps; and 
 13.05.2. Establish individual Learning and Development Agreements, as part of the  
  GBRMPA‟s Performance and Development Scheme, that identify individual  
  learning and development requirements for performance development within the 
  parameters of the Strategic Learning and Development Plan (corporate   
  competency requirements) and succession management planning. 
 
Approval to Attend Learning and Development Activities 
13.06. Employees require formal approval to attend learning and development activities.   
 Employees must submit a Learning and Development Proposal for all proposed learning and 
 development activities with the exception of: 

 On-the-job training/coaching/mentoring 
 Induction which is compulsory for all new employees 
 Work placements/rotations which require applications 
 Formal study assistance which requires an application under the GBRMPA‟s Study 

Assistance Policy and Procedures (see clause 13.08). 
 
13.07. The Chairman (or delegate) may approve learning and development activities where: 

 they address a strategic corporate requirement which is relevant to the employee's 
current duties and/or career development within the GBRMPA; 

 it is specified in the employee‟s Learning and Development Agreement; and 
 the proposal is considered a priority in terms of organisational wide proposals. 

 
Study Assistance  
13.08. The Chairman (or delegate) may approve study assistance, as outlined in the GBRMPA 
 Study Assistance Policy and Procedures, in the form of paid or unpaid leave and/or 
 reimbursement of fees for eligible employees undertaking a course of study that is conducted 
 or arranged by Australian universities, TAFE colleges, or any other approved institutions.  
 
PROFESSIONAL MEMBERSHIP FOR DEVELOPMENT 
13.09. A Director may approve the payment of one (1) annual professional membership for an 
 ongoing employee where that membership provides for professional standing and 
 development directly related to the employee's position. 
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SECTION 14 - REDEPLOYMENT AND REDUNDANCY  
 
PRINCIPLES 

 These provisions are designed to facilitate effective career transition for potentially excess 
and excess employees while addressing the organisational requirements of the GBRMPA. 

 These provisions recognise the need for financial security and supportive career counselling 
while employees seek new work. 

 The GBRMPA will as far as practicable, avoid involuntary terminations and will throughout 
the process take all reasonable steps to redeploy a potentially excess or excess employee to a 
suitable vacancy at an equal classification within the GBRMPA in accordance with 
GBRMPA Redeployment Principles. 

 
APPLICATION OF THIS SECTION 
14.01. The following provisions apply to all employees covered by this Agreement excluding: 
 
 14.01.1. An employee serving a probationary period. 
 14.01.2. A non-ongoing employee.
 
Definitions 
14.02. The following definitions apply: 
 
Potentially excess 
employee 

An employee will be considered potentially excess where there is a 
possibility or probability they will be subject to the organisational factors as 
defined below for an excess employee.   

Notification Where GBRMPA is aware that an employee is likely to become excess, the 
employee is advised accordingly. 

Consultation Period Is a period of four (4) weeks commencing from the date the Director or 
General Manager commences discussions with the employee regarding their 
potentially excess status. 

Excess employee An employee will be considered excess where: 
 The GBRMPA declares an employee excess after the four (4) week 

consultation period, or earlier if the employee consents 
 The employee is part of a class of employees that is larger in size than is 

necessary for the efficient and economical working of the GBRMPA 
 The services of an employee cannot be effectively used because of 

technological or other changes in the work methods of the GBRMPA, or 
structural or other changes in the nature, extent or organisation of the 
functions of the GBRMPA 

 The duties usually performed by the employee are to be performed in a 
different locality, the employee is not willing to perform the duties at the 
other locality and the Chairman has determined that these provisions will 
apply to that employee. 

Consideration 
Period 

Is a period of four (4) weeks commencing from the date the Chairman (or 
delegate) declares an employee to be excess and makes that excess employee 
a formal offer of voluntary termination. 
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Salary Includes: 
 The employee's salary on the date of termination 
 Temporary performance loading where the employee has received the 

loading for a continuous period of at least 12 months immediately 
preceding the date on which the employee is given a formal offer of a 
voluntary termination 

 Allowances in the nature of salary which are paid during periods of 
Annual Leave and on a regular basis, excluding allowances which are a 
reimbursement for expenses incurred, or a payment for disabilities 
associated with the performance of duty. 

Retention Period  Six (6) months where an employee has 10 years of APS service 
 Three (3) months for other employees. 

 
The retention period commences the day after the expiry of the consultation 
and consideration periods in cases where an offer of voluntary termination 
has been offered and rejected, and where the GBRMPA proceeds with 
involuntary termination. 

 
Consultation Process  
14.03 When the Chairman (or delegate) is aware that an employee is likely to become potentially 
 excess or excess, the Chairman (or delegate) will notify the employee, in writing, of the 
 situation at the earliest practicable time, and will invite the employee to discuss their 
 situation. The nature of discussions will depend upon whether the employee is likely to 
 become potentially excess or excess, as this will guide the discussion in terms of proposed 
 action. The employee will be entitled to bring a support person to the discussions.  

 
Redeployment Process for Potentially Excess Employees 
14.04 Depending upon the particular circumstances, a potentially excess employee will usually 
 have a period of time for the GBRMPA Redeployment Principles to be applied and action 
 taken to transfer the employee, at level, to an alternative position within the GBRMPA. 
 Priority consideration for vacancies at level is provided to potentially excess employees. 
 Where the employee nominates a representative they wish to be involved in this matter, the 
 Chairman (or delegate) will hold discussions with the employee and their representative.  
 
Career Transition Assistance 
14.05.  At the time the employee is identified as potentially excess, they will be offered assistance 

and support which will include: 
 Advice on the redeployment and redundancy processes 
 A point of contact for individual queries  
 The ability to request calculations of their redundancy pay out figure 
 Assistance with identifying redeployment opportunities, including referral to the 

APSC Career Transition Support Centre or another approved provider of 
redeployment services 

 Training and re-skilling assistance as per GBRMPA redeployment principles 
 Access to the Employee Assistance Program for free personal counselling. 
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Transition from Potentially Excess to Excess 
14.06. Following the application of the GBRMPA Redeployment Principles (i.e. action taken to 
 transfer the employee, at level, to an alternative position within the GBRMPA together with 
 referral to the APSC Career Transition Support Centre) the GBRMPA will continually 
 monitor the progress of redeployment action and the likelihood of the employee being placed 
 at level. The period of time allowed for this is variable depending upon job vacancies and 
 the skills and qualifications of the employee.  
 
14.07. Where, following the application of the Redeployment Principles, the GBRMPA believes 
 that the possibility of a suitable vacancy at level is unlikely, the potentially excess employee 
 may be declared excess.  
 
14.08. In some circumstances, the organisational factors as defined in clause 14.02 (excess 
 employee) will be immediate and may not allow the employee to be regarded as potentially 
 excess, and therefore eligible for internal redeployment. In such cases, the employee will be 
 immediately declared as excess. 
 
Excess Employee(s) - Consultation Period 
14.09.  Where an excess employee situation is identified the Chairman (or delegate) will: 
 
 14.09.1. Advise in writing, the employee(s) directly affected and their representatives of the 
  situation, the reasons and scope. 
 14.09.2. Outline the reasons why redeployment is not viable and discuss the process for 

voluntary termination. 
 14.09.3. Hold discussions with the employee(s) and their representatives. 
 14.09.4. Declare the employee as excess and offer the affected employee(s) voluntary 

termination. 
 

14.10. Where 15 or more employees are likely to become excess the Chairman (or delegate) will 
 comply with the provisions of sections 530 and 531 of the Fair Work Act 2009. 
 
Voluntary Termination Offer 
14.11.  The offer must state when the Chairman (or delegate) proposes to issue the termination 

notice if the offer is accepted. 
14.12. The offer should include the following information to assist the employee in their 
 considerations: 
 
 14.12.1. Amount payable as termination pay, pay in lieu of notice, and accrued annual and 
  long service leave credits. 
 14.12.2. Contact details for superannuation contribution information providers.  
 14.12.3. Taxation rules applicable to the various payments. 
 14.12.4. The availability of financial assistance, on a reimbursement basis, towards  
  obtaining independent financial advice up to the value of $500. 
 
14.13. Only one offer of voluntary termination will be made to an employee. 
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Excess Employee(s) - Consideration Period 
14.14. The employee(s) will have four (4) weeks in which to consider the offer of voluntary 
 termination. 
 
14.15. An employee who has received an offer of voluntary termination must advise the Chairman 

(or delegate), in writing, before the end of the consideration period whether the employee 
wishes to accept or reject the offer of voluntary termination. 

 
14.16. If the employee does not accept the formal offer of voluntary termination and indicates their 
 preference for continued employment within the APS or elsewhere, the employee will be 
 taken to have a preference to be considered for involuntary termination, and their retention 
 period will commence in accordance with clauses 14.29. to 14.32. 
 
Early voluntary termination option 
14.17. Should the employee request an earlier termination date that falls within the discussion and 

consideration period, the employee will be entitled to receive payment for the unexpired 
portion of the discussion and consideration period.  

 
14.18. An offer of voluntary termination to an employee who is not fit for work and not at work 

may be made to an employee who is excess in accordance with the excess employee 
circumstances outlined in clause 14.02, only where the Chairman (or delegate), having 
regard to the Commonwealth‟s potential liability, decides it is appropriate. 

 
Voluntary Termination Process 
14.19.  If an employee accepts an offer of voluntary termination, and the Chairman (or delegate) 

agrees to the termination, the Chairman (or delegate) will issue a “notice of termination” 
under section 29 of the Public Service Act 1999. 

 
14.20.  The period of notice will be four (4) weeks, or five (5) weeks for an employee over 45 years 

of age with at least five years of continuous, current APS service at the time of the offer. 
 
14.21. Where an employee elects to terminate their employment before the expiration of the notice 

period, payment in lieu for the unexpired portion of the notice period will be made. 
 
14.22.  Notice of termination will not be given before the end of the discussion and consideration 
 period without the agreement of the employee. 
 
Severance Pay 
14.23.  As per clause 14.09.4 an employee who is offered and accepts voluntary termination and 
 whose employment is terminated under section 29 of the Public Service Act 1999 on the 
 grounds that they are excess to requirements will be entitled to the following severance pay: 

 Two (2) weeks salary for each completed continuous year of service, and a pro-rata 
payment for each completed continuous month of service since the last completed 
year of service, to a maximum of 48 weeks salary. Note, the severance pay an excess 
employee will receive as calculated under the Agreement is subject to any minimum 
entitlement the employee has under the National Employment Standards (NES). 
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14.24.  Severance pay is calculated on a pro-rata basis for any period of service when the employee 
worked part time. 

 
Service for Severance Pay Purposes 
14.25.  Service for severance pay purposes means: 
 
 14.25.1. Service in the GBRMPA. 
 14.25.2. Government service as defined in section 10 of the Long Service Leave   
  (Commonwealth Employees) Act 1976. 
 14.25.3. Service with a Commonwealth body (other than service with a Joint   
  Commonwealth - State body corporate in which the Commonwealth does not have 
  a controlling interest) which is recognised for Long Service Leave purposes. 
 14.25.4. Service with the Australian Defence Forces. 
 14.25.5. APS service immediately preceding deemed resignation under repealed section 49 
  of the Public Service Act 1922, if the service has not previously been recognised 
  for severance pay purposes. 
 14.25.6. Service in another organisation where an employee was transferred from that  
  organisation with a transfer of function; or an employee engaged by that  
  organisation on work within a function is appointed as a result of the transfer of 
  that function to the APS and such service is recognised for Long Service Leave 
  purposes. 
 
14.26.  For earlier periods of service to count, there must be no breaks between the periods of 
 service, except where: 
 
 14.26.1. The break in service is less than one month and occurs where an offer of  
  employment with the new employer was made and accepted by the employee  
  before ceasing employment with the preceding employer. 
 14.26.2. The earlier period of service was with the APS and ceased because the employee 
  was deemed to have resigned from the APS on marriage under the repealed section 
  49 of the Public Service Act 1922. 
 
Service Not to Count for Severance Pay Purposes 
14.27.  Periods of service that will not count as service for redundancy pay purposes are periods of 

service that ceased by way of: 
 
 14.27.1. Termination under section 29 of the Public Service Act 1999. 
 14.27.2. Prior to the commencement of the Public Service Act 1999, by way of redundancy; 
  forfeiture of office, retirement on the grounds of invalidity, inefficiency or loss of 
  qualifications; dismissal or termination of probationary appointment for reasons of 
  unsatisfactory service. 
 14.27.3. Voluntary retirement at or above the minimum retiring age applicable to the  
  employee. 
 14.27.4. Payment of a redundancy benefit or a similar payment or an employer-financed 

 retirement benefit. 
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14.28.  Absences from duty which do not count as service for Long Service Leave purposes will not 
 count for severance pay purposes. 
 
Retention Period 
14.29.  Should an employee not accept the formal offer of voluntary termination, the employee will 
 be formally advised that the GBRMPA has commenced involuntary termination proceedings 
 and their retention period commences on the day after the expiry of the discussion and 
 consideration period.  
 
14.30.  The intention of the retention period is to enable excess employees to be reassigned within 
 the APS or to find other suitable employment. Consistent with this intention, during the 
 retention period: 
 
 14.30.1. The GBRMPA will continue to provide and resource reasonable career transition 
  services and support, and take reasonable steps to move an excess employee to a 
  suitable vacancy via the APSC Career Support Transition Centre. 
 14.30.2. Employees will take reasonable steps to secure permanent re-assignment or  
  placement. 
 
14.31.  The retention period is: 
 
 14.31.1. Six (6) months where an employee has 10 years APS service  
 14.31.2. Three (3) months for other employees. 
 
 The above retention periods will be reduced by an amount equivalent to any NES 
 redundancy payment the employee would be entitled to on termination of employment. 
 
14.32.  Where the Chairman (or delegate) determines there is insufficient productive work available 

to an excess employee during the retention period, the Chairman may, with the agreement of 
the employee, terminate his or her employment under section 29 of the Public Service Act 
1999 and pay an appropriate amount if prescribed under the NES. Employees who are 
terminated in accordance with this clause are not entitled to severance pay as per clause 
14.23.  

 
Support during Retention Period 
14.33.  The following provisions will apply to employees during their retention period: 
  
 14.33.1. In respect of payments for outplacement services or training opportunities that  
  would be expected to enhance employment prospects, employees at the APS1-6 
  levels can access up to $3,000 and employees at the EL1 level and above can  
  access up to $5,000. 

 Employees may, on request, seek to use the above assistance to meet  
  reasonable travel costs and incidental expenses incurred while seeking  
  alternative employment. 
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Reduction in Classification 
14.34. If a suitable vacancy does not exist at the same level within  GBRMPA or where the 
 Chairman (or delegate) proposes to reduce an excess employee‟s classification as a means of 
 securing alternative employment, the employee will be given four (4) weeks notice. If 
 reduction occurs after the offer of voluntary termination and before the end of the retention 
 period the employee will receive payments to maintain the employee‟s salary level for the 
 balance of the retention period. 

 
Leave during the Retention Period 
14.35.  Retention periods will only be extended by certified leave for personal illness or injury or 

mandatory Maternity Leave, where the Chairman (or delegate) is satisfied that an employee 
is substantially incapacitated and unfit for work. The retention period will not be extended 
for other absences except where the Chairman (or delegate) is satisfied that exceptional 
circumstances exist. The period will not be extended on these grounds beyond an additional 
eight weeks. 

 
Involuntary Termination 
14.36.  If an excess employee is unsuccessful in obtaining permanent reassignment at the end of the 

retention period, his or her employment will be terminated under section 29 of the Public 
Service Act 1999. 

 
14.37.  Where an excess employee‟s employment is to be terminated the employee will be given 4 

weeks notice of termination (or 5 weeks for an employee over 45 years of age with at least 
five years of continuous, current APS service). This period of notice will be served, as far as 
practicable, concurrently with the retention period. 

 
14.38.  Where an employee elects to terminate their employment before the expiration of the notice 
 period, payment in lieu for the unexpired notice period will be made. 
 
14.39.  In deciding whether to terminate an excess employee, the Chairman (or delegate) will 
 take account of any re-assignment process that may be in progress. 
 
14.40.  An excess employee may consent to involuntary termination during the retention period.  
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SECTION 15 - TERMINATION OF EMPLOYMENT 
 
15.01. The Chairman (or delegate) has the power to terminate an employee‟s employment under 
 section 29 of the Public Service Act 1999. Termination of employment will be in 
 accordance with the Fair Work Act 2009. 
 
 Note:  Termination decisions may not occur without the relevant documentation being 
 examined and approved by the Director – Legal Services. 
 
15.02. The procedures cited in Procedures Regarding Termination of Employment (see Appendix 1) 
 must be followed when termination decisions are being considered. 
 
15.03. Further guidance may be found in: 

 The GBRMPA‟s Policy and Procedures for Termination of Employment 
 The GBRMPA‟s Policy and Procedures for Improving Poor Performance 
 The GBRMPA‟s Policy and Procedures for Managing Breaches of the APS Code of 

Conduct. 
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SECTION 16 - OTHER BENEFITS 

REMOTE LOCALITY BENEFITS 
Principle 
Remote Locality Benefits are to recognise the climatic conditions and the lack of access to services 
in remote localities due to the geographical isolation. 
 
Dependant Remote Locality Allowance 
16.01. Ongoing employees with dependants, working outside a capital city, will receive a 
 Dependant Remote Locality Allowance of $1,900 per annum where their partner is not an 
 APS employee claiming a dependant remote locality allowance (or similar). 

 
Note:  This allowance is not subject to the annual increases in the life of this Agreement. 

 
Emergency or Compassionate Fares 
16.02. Where a close relative of an ongoing employee, working outside a capital city, dies or is 
 critically ill (where there is a well founded expectation of imminent death on medical 
 advice), and the employee or his/her spouse travels to visit the critically ill person or attend 
 the funeral, the Chairman (or delegate) may authorise the reimbursement of the cost of an 
 one (1) economy airfare in respect to travel within Australia. Reimbursement will not occur 
 where there has been previous reimbursement of an airfare in relation to the matter. 

 
16.03. The Chairman (or delegate) will not authorise reimbursement unless the employee submits a 
 death certificate, a funeral notice or a statement from a registered medical practitioner who 
 has been treating the close relative, stating the close relative is, or for the period in the 
 statement was, critically ill. 
 
Reimbursement of Transport Costs for Specialist Medical Treatment 
16.04. Where an ongoing employee working outside a capital city, or a dependant of the employee 
 who resides with the employee, is required to travel for specialist medical treatment, the 
 Chairman (or delegate) will authorise the reimbursement of the cost of reasonable return 
 transport for the person requiring specialist medical treatment.  
 
16.05. Where circumstances prevent the person receiving the treatment from returning home on the 
 same day, the Chairman (or delegate) will authorise the reimbursement of reasonable costs 
 incurred for accommodation. 
 
16.06. The Chairman (or delegate) will only authorise reimbursement where the employee submits 
 a statement from a registered medical practitioner stating the nature of the medical problem 
 and certifying that the travel for specialist medical treatment was necessary. Any assistance 
 provided by the GBRMPA will take into account any assistance provided by private health 
 care, the public health care system and/or community schemes. 
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LOSS OR DAMAGE TO CLOTHING OR PERSONAL EFFECTS 
16.07. Where loss or damage occurs to clothing or personal effects in the course of an employee‟s 
 work, other than due to negligence on the behalf of the employee, the Chairman (or delegate) 
 may provide assistance in terms of replacement cost taking into account: 
 
 16.07.1. The age of the item. 
 16.07.2. Any other assistance available through insurance. 
 
16.08. The employee will be required to provide a signed declaration for consideration. 
 
EXTRA DEPENDANT CARE COSTS 
16.09. In recognition of dependent care responsibilities, the Chairman (or delegate) may, subject to 
 the presentation of receipts, authorise reimbursement of reasonable expenses arising from 
 additional dependent care arrangements which are necessary because: 
 
 16.09.1. The employee is required to travel for business purposes; or 
 16.09.2. The employee is required by the General Manager to attend a meeting outside the 
  band of hours. 
 
16.10. Reimbursement must be approved in writing by the Chairman (or delegate) prior to business 
 travel or meeting attendance.   

 
MATURE AGE WORKERS' BENEFITS 
Financial Advice Assistance 
16.11. Employees over 50 years will be eligible for payment up to the value of $500 towards 
 obtaining independent financial advice. 
 
Sabbatical Leave (Deferred Salary Scheme) 
Principle 
Sabbatical leave provides the GBRMPA employees with flexible working arrangements that provide 
the opportunity to undertake up to 12 months leave for a broad range of activities, including 
professional development, travel and transition to retirement. Policy and Procedures will be 
developed during the life of the Agreement. 
 
16.12. Staff may apply to have their salary payments deferred in accordance with the provisions of 
 this clause.  
 
Eligibility 
16.13. Full time and part-time on-going staff employed by the GBRMPA for a minimum of two (2) 
 years of continuous service and are over the age of 45 years are eligible to apply. 
 
16.14. The approval of participation in the Sabbatical Leave arrangements will be at the sole 
 discretion of the Chairman (or delegate). 
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Period of Leave 
16.15. The period of leave will be for 12 months, from 1 February to 31 January of the 
 subsequent year. 
 
16.16. Participants will not be able to return to GBRMPA during the 12 month leave period. 
 
16.17. Should alternative employment be sought during the year of leave, the employee is required 
 to advise the GBRMPA as soon as is practicable. 
 
16.18. The year of leave (the fifth year) will be considered as leave without pay and will not be 
 taken into account in calculating the period of service for any purpose nor for calculating 
 long service leave. However, absence on leave will not break continuity of service. 
 
16.19. A participant may defer the taking of leave under this clause by agreement with the 
 GBRMPA. The payment of salary arrangements shall continue unless there is agreement to 
 suspend contributions, see clauses 16.25. to 16.27. 
 
Payment of Salary 
16.20. The sabbatical leave is funded by the staff member who defers the payment of salary by 
 reducing his or her normal annual wage or salary by 20% and taking the sabbatical leave in 
 the fifth year. The staff member continues to work the normal agreed hours. 
 
16.21. During the four-year accrual period, participants in the scheme receive 80% of their normal 
 fortnightly salary and will thus be taxed at this reduced rate of pay. Normal salary is defined 
 as an employee‟s normal fortnightly salary plus any associated allowances. 
 
16.22. In the fifth year, when leave is taken, the participants will receive the money contributed 
 over the four-year period. This amount will be paid fortnightly. 
 
16.23. The participant will be taxed only on the amount actually received, in this case 
 approximately 80% of the normal salary (including allowances). Prior to entering into this 
 arrangement, prospective participants are strongly encouraged to discuss taxation 
 implications and other related issues with an accountant or financial adviser of their choice 
 and at their own expense. 
 
16.24. Interest will not be paid on amounts accumulated during the accrual period. A taxation 
 ruling prohibits such payment on the basis that people taking advantage of a taxation 
 incentive cannot derive interest on those funds. 
 
Suspension of Contributions 
16.25. Participation in the scheme will be suspended during any period of unpaid leave. Any period 
 of unpaid leave will reduce payments into the fund and therefore proportionately reduce the 
 accrued payment in the year of leave. 
 
16.26. A participant may elect to suspend contributions for a period of less than 12 months once 
 during the accrual period. This will also reduce the accrued payment in the year of leave. 
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16.27. The GBRMPA retains the discretionary authority to approve suspension for a period of 12 
 months at the request of the participant. Such a suspension will extend the taking of the 
 sabbatical leave by 12 months. 
 
Withdrawal 
16.28. Participants may withdraw from the scheme at any time by writing notice to the GBRMPA.  
 
16.29. The exact money paid into the scheme less applicable taxes will be paid in a lump sum on 
 withdrawal and no interest will be paid on this amount. 
 
16.30. The participant who withdraws from the scheme will be taxed on the lump sum payment and 
 any other salary received during that financial year. Significant taxation implications may 
 therefore apply. Participants are strongly encouraged to discuss these taxation implications 
 and other related issues with an accountant or financial adviser of their choice and at their 
 own expense. 
 
16.31. Where a participant‟s service is terminated by the participant‟s death, the participant‟s 

 entitlement under this clause vests in the participant‟s personal representative. 
 
Long Service Leave, Sick Leave and Increment Entitlements 
16.32. A participant in the scheme will accrue the above entitlements at 100% of the normal accrual 
 rate over the first four years only. The fifth year, the year of leave, is a non-accrual period, 
 i.e. leave without pay status. 
 
16.33. If a participant becomes eligible for long service leave during the fourth year of the deferred 
 salary scheme, the long service leave entitlement will be deferred and may be taken in the 
 fifth year of the scheme. 
 
16.34. A participant who has sick leave credits and has need of sick leave during the first four 
 years will be paid at 80% of the normal salary. 
 
Workers' Compensation 
16.35. Employees in the scheme are covered by workers' compensation during the first four 
 years of the scheme at 100% of their normal salary. 
 
16.36. Any period of suspension due to workers‟ compensation shall be undertaken in accordance 
 with clause 12.23. 
 
16.37. During the fifth year, the year of leave, the participant is not covered by workers' 
 compensation. 
 
Superannuation 
16.38. Contributions are based on 100% of the participant's normal salary over the first four (4)  
 years only. 
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SECTION 17 – GBRMPA CLASSIFICATION STRUCTURE AND 
SALARY RATES 

 
GBRMPA                 

Local 
Designation 

APS       
Classification 

Pay                 
Point Rates as at     

30.06.2009 

Rates as at the 
commencement of the 

Agreement 

Rates       
01.07.2010 

Bonus 
Payment on 
01.07.2010 

       4% 0.95% 2% 
      $ $ $ $ 

 
 
 
 

GBRMPA 
 Level 1 

 
 
 
 

  APS 1.1 30,482 31,701 32,002 640 
  APS 1.2 34,789 36,180 36,524 731 

APS Level 1 APS 1.3 38,645 40,191 40,573 811 
  APS 1.4 42,501 44,201 44,621 892 

  Perform Point 43,296 45,028 45,456 909 
  APS 2.1 43,469 45,208 45,637 913 
  APS 2.2 44,967 46,766 47,210 944 

APS Level 2 APS 2.3 46,468 48,326 48,786 976 
  APS 2.4 47,966 49,885 50,358 1,007 

  Perform. Point 48,863 50,817 51,300 1,026 

 
 
 
 

GBRMPA 
Level 2 

 
 
 
 

  APS 3.1 49,209 51,177 51,664 1,033 
  APS 3.2 50,431 52,448 52,946 1,059 

APS Level 3 APS 3.3 51,658 53,724 54,235 1,085 
  APS 3.4 52,940 55,057 55,580 1,112 

  Perform. Point 53,930 56,088 56,620 1,132 
  APS 4.1 54,596 56,780 57,319 1,146 
  APS 4.2 56,900 59,176 59,738 1,195 

APS Level 4 APS 4.3 57,672 59,979 60,549 1,211 
  APS 4.4 59,094 61,458 62,042 1,241 

  Perform. Point 60,200 62,608 63,203 1,264 

 
 
 
 

GBRMPA 
Level 3 

 
 
 
 

  APS 5.1 60,648 63,074 63,673 1,273 
  APS 5.2 62,207 64,695 65,310 1,306 

APS Level 5 APS 5.3 63,766 66,317 66,947 1,339 
  APS 5.4 65,329 67,943 68,588 1,372 

  Perform. Point 66,552 69,214 69,871 1,397 
  APS 6.1 66,901 69,577 70,238 1,405 

  APS 6.2 68,674 71,421 72,099 1,442 
APS Level 6 APS 6.3 72,018 74,899 75,610 1,512 

  APS 6.4 74,722 77,711 78,449 1,569 
  Perform. Point 76,120 79,165 79,917 1,598 

   
 

Executive 
Level 1 

 
 

Exec 1.1 83,640 86,986 87,812 1,756 
  Exec 1.2 85,758 89,188 90,036 1,801 

  Exec 1.3 87,872 91,387 92,255 1,845 
  Exec 1.4 89,987 93,587 94,476 1,890 

  Perform Point 91,672 95,338 96,244 1,925 

   
 

Executive 
Level 2 

 
 
 

Exec 2.1 97,957 101,875 102,843 2,057 
  Exec 2.2 102,907 107,024 108,040 2,161 

  Exec 2.3 106,408 110,665 111,716 2,234 
  Exec 2.4 110,002 114,402 115,489 2,310 

  Exec 2.5 113,632 118,177 119,300 2,386 

  Perform. Point 115,758 120,388 121,532 2,431 
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GBRMPA Graduate 

 

GBRMPA 
Local Designation 

APS 
Classification 

Pay 
Point 

Rates  as at     
30.06.2009 

Rates as at the 
commencement of the 

Agreement 

Rates       
01.07.2010 

Bonus  
Payment on 
01.07.2010 

    4% 0.95% 2% 
   $ $ $ $ 

GBRMPA 
Graduate 

APS Level 3 

     
APS 3.1 49,209 51,177 51,664 1,033 
APS 3.2 52,939 55,057 55,580 1,112 

     

APS Level 4 

     
APS 4.1 56,900 59,176 59,738 1,195 
APS 4.2 60,200 62,608 63,203 1,264 
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FORMAL ACCEPTANCE OF THIS AGREEMENT 
 
This agreement is made and approved under section 172 of the Fair Work Act 2009. 
 
By signing below the parties to the agreement signify their Agreement to the terms of the Great 
Barrier Reef Marine Park Authority Enterprise Agreement 2009 – 2011. 
 
On behalf of the Minister for The Environment, Water, Heritage and the Arts 
 
 
______________ 
Russell Reichelt     ______________ 
Chairman, Great Barrier Reef Marine Park Authority Dated 
 
On behalf of the employees of the Great Barrier Reef Marine Park Authority 
 
 
______________ 
Suzie Davies     ______________ 
Bargaining Representative     Dated 
 
______________ 
Judy Hassall     ______________ 
Bargaining Representative     Dated 
 
______________ 
Peter Smyth     ______________ 
Bargaining Representative     Dated 
 
______________ 
Jeanette Kirby     ______________ 
Bargaining Representative     Dated 
 
______________ 
John Dunn     ______________ 
Bargaining Representative     Dated 

 
On behalf of the Community and Public Sector Union (CPSU) 
 
 
______________     
Louise Persse     ______________ 
CPSU National President     Dated 
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Appendix 1 
 

PROCEDURES REGARDING TERMINATION OF EMPLOYMENT 

Instruction: 
Before any action is taken to dismiss any GBRMPA employee (whether engaged on a permanent 
full-time, permanent part-time, casual, probationary or fixed-term basis) the staff member proposing 
dismissal must forward a Chairman brief, which includes responses to the following questions, to 
the Chairman, the relevant General Manager and Director of Legal Services. 
 
A Chairman brief is not required in respect of employees engaged on a fixed-term contract where 
the term of the contract is about to expire. 
 
 What is the position of the employee and are they engaged on a full-time, part-time, fixed-term 

(temporary) or casual basis? 
 
 What is the employee‟s date of commencement of employment?   

 
 Is the employee still within their probation period? 

 
 What classification/s and period/s of leave has the employee undertaken during their 

employment with the GBRMPA? 
 
 What is the reason for the proposed dismissal, for example: 

 Is dismissal being proposed as a result of poor performance or lack of ability; or  
 Is dismissal being proposed for conduct-related reasons (including serious misconduct)? 

 
 What support has been offered to the employee during their employment, for example remedial 

training, counselling, adjustments to the position? 
 
 Has procedural fairness been afforded to the employee? That is, has the employee been notified 

of unsatisfactory performance or conduct and has the employee had sufficient opportunity to 
respond? 

 
 What previous verbal and written warnings has the employee received and have these been 

documented?  
 
 What performance standards were used to assess performance and what are the results of that 

assessment (please attach relevant documentation such as probation report; annual performance 
and development scheme (PDS) and assessment form; other performance objectives)? 

 
 Are there any grounds on which the employee could argue that the reasons for termination are 

based on unlawful grounds?  Unlawful grounds include: 
 Any discriminatory reason such as age, race, disability, family responsibilities;  
 Temporary absences from work because of illness or injury; 
 Union membership or participation in union activities; 
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 Absence from work during maternity or other parental leave; 
 The filing of a complaint against an employer involving alleged violation of laws or 

regulations.   
 
Reference materials: 

 Fair Work Act 2009; 
 Public Service Act 1999; 
 GBRMPA Certified Agreement 2006 – 2009; 

GBRMPA Guidelines for Probation; 
 GBRMPA Performance Management Scheme Guidelines; 
 GBRMPA Guidelines for Managing Under-Performance; 
 GBRMPA Guidelines for Termination of Employment; 
 GBRMPA Guidelines for Managing Breaches of the Australian Public Service Code of 

Conduct. 
 
This instruction is NOT intended to discourage proper performance management processes, 
including appropriate disciplinary action, within the GBRMPA.  Rather it is to provide support for 
staff involved in performance management processes.   
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A 
acceptance of Agreement 75 
access to personal leave 53-54 
accident leave 49 
ACG 13, 18-21 

see also Authority Consultative 
Group 

Agency, definition of 7 
Agreement 

application 5 
commencement 10 
definition of 7 
delegation 11 
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flexibility of 12 
formal acceptance 75 
no extra claims 10-11 
other awards 10-11 
parties covered 10 
philosophy 5 
primacy to parties 6 
principles 5 
productivity improvements 6 
purpose 5 
scope 10-13 
variations 12 

allowances and remuneration 38-46, 69 
annual leave 47-49 

portability of leave 56-57 
annual operating plans 59 
apprenticeships 39 
APS 

see Australian Public Service 
attendance records 14, 23 
Australian Public Service  

breaches 17, 68 
code of conduct 14, 16, 17 
definition of 7 
engagement of employees 34 
values 14, 16,34 

Authority Consultative Group 13, 18-21 
awards (relationships with) 10-11 
 
B 
bargaining representatives 75 
bereavement leave 49 
bonus payments 43 

see also rates of salary 
breaches of APS code of conduct 17, 68 
broadbanding 35-36 

definition of 7 
business travel 6, 43, 45 
 
C 
call out payments 38 
cancellation of annual leave 48 
career transition assistance 62-63, 66 

carers room 53 
caring duties 52 
casual employees 38 
Chairman/CEO 

definition of 7 
delegation of powers 11 

chief emergency response officer allowances 
45 

child, definition of 7 
Christmas/New Year leave 49 

see also public holidays 
classification 

reduction due to reassignment 67 
structure 35, 73-74 
see also graduates 

close relative, definition of 7 
clothing, loss or damage 70 
commencement salaries 39-40 
Community and Public Sector Union 10, 75 

see also unions; CPSU 
compassionate leave 49 

see also emergency or compassionate 
fares 

compensation leave 49 
consideration period, definition of 61 
consultation 18 

definition of 7 
consultation period, definition of 61 
core hours of work 22 
corporate plan 59 
CPSU 10,75 

see also Community and Public 
Sector Union; unions 
 

D 
dealing with disputes 11, 30, 32-33 
death, payment on 40 
Defence Reserve leave 49-50 
deferred salary scheme 70-72 
definitions 7-9, 61, 62, 65 
delegate, definition of 7 
delegated powers, definition of 7 
delegation of Agreement 11 
dependant care costs, extra 70 
dependent remote locality allowance 69 
dependent, definition of 7 
director, definition of 8 
disaster situations, leave for 58 
discrimination 16, 76 
dismissal 

see termination of employment 
disputes 

dealing with 11, 32-33 
dive allowances 44 
 
E 
eligible employee for caring purposes 52 
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emergency duties allowances 44 
emergency leave 53 

see also emergency or compassionate 
fares 

emergency or compassionate fares 69 
emergency purposes, leave for 58 
emergency response officer allowances 45 
emergency service organisations, leave for 58 
Employee Assistance Program 17 
employee funded leave 55-56 
employee representatives 20-21 
employee, definition of 7 
employees, types of engagement 34 
excess employee 

consideration period 64 
consultation period 63 
definition of 61 

executive level employees 
flexible working arrangements 25-26 

extra claims 11-12 
extra dependent care costs 70 
 
F 
Fair Work Australia 32-33 

definition of 8 
financial advice and support 63, 66, 70 
first aid officer allowances 44-45 
fixed daily hours 26-27 
fixed hours 25 

see also non-flexible hours 
flexibility arrangements 12-13 
flexible working arrangements 

see flextime 
flextime 23-25, 29 
freedom of association 16 
FWA 8, 32-33 

see also Fair Work Australia 
 
G 
general manager, definition of 8 
graduates 37, 74 
Great Barrier Reef Marine Park Authority 

branches 5 
guidelines 

see policies and procedures 
 
H 
harassment free workplace 16 
HDA 36, 37, 41-42 

see also higher duties allowance 
higher duties allowance 36, 37, 41-42 
home based work 29 
hours of work 22-23 
household matters, definition of 8 
household member, definition of 8 
 
I 
immediate family, definition of 8 
improving poor performance, policy and 

procedures 68 

individual flexibility agreements 12-13 
information technology improvements 6 
internships 37 
involuntary termination 66, 67, 76 
 
J 
job sharing 27 
jury service, leave for 58 
 
L 
learning and development 59-60 
leave 47-58 
leave without pay 58 
legislation (relationships with) 10-11 
long service leave 50, 65, 72 
loss or damage to clothing or personal effects 

70 
 
M 
maintenance of salaries 40 
manager, definition of 8 
marriage bar, resignation due to 57 
maternity leave 50-51 

see also parental leave; supporting 
partner leave 

mature age workers 46, 70-72 
maximum continuous period of personal leave 

for personal illness 54 
meal allowances 43 
medical certification 14, 49, 53 

definition of 8 
see also supporting evidence 

Merit Protection Commissioner 30, 31 
 
N 
National Aboriginal and Islander Day 

Observance Committee, leave for 
ceremonies 58 

National Employment Standards 32, 64, 66 
non-flexible hours 25 
non-ongoing employee, definition of 9 
non-ongoing employees employed on an 

irregular or intermittent basis 38 
see also casuals 

notice of termination 64, 67 
notification, definition of 61 
 
O 
occupational health and safety 17 

designated work groups 16 
representative allowances 45 

office hours 23 
OH&S 

see occupation health and safety 
on-call shipping incidents response 

coordinators allowance 44 
ongoing employee, definition of 9 
operating environment 5 
ordinary hours of work 22 
other awards 10-11 
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outside work 15 
overtime 42-43 
 
P 
parent, definition of 9 
parental leave 51 

see also maternity leave; supporting 
partner leave 

parties covered by the Agreement 10 
partner, definition of 9 
part-time work 27-29 
performance agreements 14, 59 
Performance and Development Scheme 41, 59, 

76 
performance culture 59-60 
personal contributions 14 
personal effects, loss or damage 70 
personal leave 51-55, 72 

portability 56-57 
personal obligations 14-15 
personal record keeping 14, 23 
philosophy of Agreement 5 
policies and procedures 11, 14, 32 

Authority Consultative Group 19 
broadbanding 35 
business travel 43, 45 
dealing with disputes 32 
Employee Assistance Program 17 
harassment free workplace 16 
home based work 29 
improving poor performance 68 
leave without pay 58 
managing breaches of the APS Code 
of Conduct 17, 68 
occupational health and safety 17 
on-call shipping incident response 
coordinators 44 
outside work 15 
Performance and Development 
Scheme 59 
probation 36 
recruitment and selection 34 
relocation assistance 36 
reviews of actions 30 
sabbatical leave (deferred salary 
scheme) 70 
study assistance 60 
termination of employment 68 
whistleblowing disclosures 17 
work experience 37 
work outside the GBRMPA 15 
workplace diversity 16 

portability of accrued annual leave and 
personal leave 56-57 

potentially excess employee, definition of 61 
primacy to parties 6 
principles 

(of) Agreement 5 
annual leave 47 
Authority Consultative Group 18 

dealing with disputes 32 
learning and development 59 
leave 47 
performance culture 59 
personal leave 51 
recruitment and selection 34 
redeployment 61, 63 
redeployment and redundancy 61 
remote locality benefits 69 
remuneration and allowances 38 
reviews of actions 30, 31 
sabbatical leave (deferred salary 
scheme) 70 
working environment 16 
working flexibly 22 
working together 18 

probation 36, 61, 76 
productivity improvements 6 
professional membership 60 
progression of salaries 40-41 
promotion, salary on 40 
public holidays 49, 57 
purchased leave 55-56 
 
R 
rates of salary 38-39, 73-74 

casuals 38 
juniors 39 
sabbatical leave 71 
see also bonus payments 

reassignment of duties, salary 40, 42 
see also higher duties allowance 

reassignment of employees 36-37, 62, 66 
recall to duty 48 
recording attendance 23 
recreation leave 47-49 

see also annual leave 
recruitment and selection 34-37 
redeployment and redundancy 61-67 
redeployment principles 61, 63 
reduction, salary on 40 
ReefHQ 49 
reimbursement of expenses 48, 63, 69, 70 
relocation assistance 36 
remote locality entitlements and benefits 14, 

69 
remuneration and allowances 38-46 
representation 21, 62 
resignation 14 

marriage bar 57 
rest breaks 43 
restriction allowances 43-44 
retention period 66-67 

definition of 62 
returned soldiers for medical purposes, leave 

for 58 
reviews of actions 11, 30-31 
 
S 
sabbatical leave 70-72 
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salaries 38-46, 71 
definition of salary 9 
salary rates 73-74 

salary for severance pay purposes, definition of 
62 

salary packaging 46 
scope of Agreement 10-13 
selection and recruitment 34-37 
service for severance pay purposes 65 
severance pay 64-66 

recognition of service 65-66 
shift penalties 44 
shift work 26-27 

additional annual leave 47 
sick leave 

see personal leave 
specialist medical treatment, reimbursement of 

costs 69 
spouse, definition of 9 
staff reductions 6 
strategic management 59 
study assistance 60 
superannuation 45-46, 72 
supervisor, definition of 9 
supporting evidence, compassionate leave 14, 

49 
supporting evidence, personal leave 14, 53 
supporting evidence, remote locality 

entitlements 14 
supporting partner leave 51 

see also maternity leave; parental 
leave 

 
T 
termination of employment 14, 67-68, 76-77 

time off in lieu 42-43 
traineeships 39 
transfer of employees 36-37 
travel 6, 43, 45 
 
U 
unauthorised absences 23 
unexpected absences 14 
unions 16, 19, 20-21, 75, 76 

see also Community and Public 
Section Union; CPSU 

unlawful grounds for termination 76 
unscheduled absence 6 
 
V 
voluntary termination 63, 64 
 
W 
war service personal leave 54 
war veteran, definition of 9 
whistleblowing 17 
work experience 37 
work level standards 34, 35 
work outside the GBRMPA 15 
workers compensation during sabbatical leave 

72 
workforce planning 6 
working environment 16-17 
working flexibly 22-29 
working together 18-21 
workplace delegates 20-21 

definition of 9 
workplace diversity 16 
workplace harassment 16 

contact officers 16
 
 
 




