
 
 

AUSTRALIAN INDUSTRIAL RELATIONS COMMISSION 

 

Workplace Relations Act 1996  
s.576E—Procedure for carrying out award modernisation process 

Request from the Minister for Employment and Workplace Relations—28 March 2008 

JUSTICE GIUDICE, PRESIDENT 
VICE PRESIDENT LAWLER 
VICE PRESIDENT WATSON 
SENIOR DEPUTY PRESIDENT WATSON 
SENIOR DEPUTY PRESIDENT HARRISON 
SENIOR DEPUTY PRESIDENT ACTON 
COMMISSIONER SMITH 

 
Educational Services (other than Higher Education) Industry 

 
 

SUPPLEMENTARY SUBMISSION OF THE ASSOCIATIONS OF INDEPENDENT SCHOOLS 
 

12 June 2009 
 
 

PART 1 - PURPOSE 

1. This supplementary submission is made by the Associations of Independent Schools of 
the Australian Capital Territory, New South Wales, the Northern Territory, South 
Australia, Tasmania, Victoria and Western Australia and Independent Schools 
Queensland (the Associations) in response to the exposure drafts of the Educational 
Services (Teachers) Award 2010 (Teachers Exposure Draft Award) and the Educational 
Services (Schools) General Staff Award 2010 (General Staff Exposure Draft Award) 
published by the Commission on 22 May 2009. 

2. The Associations’ submission is arranged as follows: 

(a) Part 2 – Matters where there is consensus with the Independent Education Union 
of Australia 

(b) Part 3 – Matters relevant to both Awards 

(c) Part 4 – Matters relevant to the Teachers Exposure Draft Award 

(d) Part 5 – Matters relevant to the General Staff Exposure Draft Award. 
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PART 2 – MATTERS WHERE THERE IS CONSENSUS WITH THE INDEPENDENT EDUCATION 
UNION OF AUSTRALIA 

3. The Associations have discussed the provisions of the Teachers Exposure Draft Award 
and the General Staff Exposure Draft Award with the Independent Education Union of 
Australia (IEUA).  The following paragraphs in this Part indicate where there is 
agreement with respect to a particular clause in the relevant exposure draft award. 

Teachers Exposure Draft Award 

Entitlement to a Statement of Service on Termination (clause 11) 

4. The IEUA has raised with the Associations its concern that the Teachers Exposure Draft 
Award does not mandate the provision of a Statement of Service to all teachers upon 
the termination of their employment for any reason.  A Statement of Service on school 
letterhead enables a teacher to prove his or her years of service and salary entitlement 
to a prospective or new employer.  The Associations do not object to the inclusion of a 
clause requiring schools to provide teachers with a Statement of Service on termination, 
provided the statement is initiated at the request of the teacher.  

5. The Associations suggest that the following clause would be appropriate: 

Upon the termination of service of an employee [other than a casual employee], the 
employer will provide upon request from an employee a statement of service setting out 
the commencement and cessation dates of employment.  

Annual leave (clause 22) 

6. Clause 22.2(b)(ii) is inconsistent with clause 22.8.  Clause 22.2(b)(ii) specifies that pro 
rata payment will apply ǿƘŜǊŜ ǘƘŜ ŜƳǇƭƻȅŜŜ Ƙŀǎ ǘŀƪŜƴ ƭŜŀǾŜ ǿƛǘƘƻǳǘ Ǉŀȅ ƻŦ άƳƻǊŜ ǘƘŀƴ 
ƻƴŜ ǘŜǊƳ ǿŜŜƪέΦ  /ƭŀǳǎŜ ннΦ8 states that pro rata payment is adjusted where the 
ŜƳǇƭƻȅŜŜΩǎ ƭŜŀǾŜ ǿƛǘƘƻǳǘ Ǉŀȅ άŜȄŎŜŜŘǎ мл ǇǳǇƛƭ Řŀȅǎ ƛƴ ŀƴȅ ȅŜŀǊέΦ  CƻƭƭƻǿƛƴƎ ŘƛǎŎǳǎǎƛƻƴǎ 
ǿƛǘƘ ǘƘŜ L9¦!Σ ǘƘŜ !ǎǎƻŎƛŀǘƛƻƴǎ ŎƻƴŦƛǊƳ ǘƘŀǘ ǘƘŜ ǇŜǊƛƻŘ ƻŦ ǘƛƳŜ ǎƘƻǳƭŘ ōŜ άƳƻǊŜ ǘƘŀƴ ǘǿƻ 
ǘŜǊƳ ǿŜŜƪǎέ.  

General Staff Exposure Draft Award 

Coverage (clause 4) 

7. Clause 4.4(c) excludes “a bursar or business manager, howsoever named”.  The 
Associations support this exclusion.  It is similar to exclusions in a number of relevant 
awards.  The IEUA has expressed concern that the exclusion may apply to more than one 
employee of the employer.  It is acknowledged that both titles may be assigned in the 
one workplace, although this is not common.  The Associations confirm that the 
exclusion is intended to apply to the most senior administration employee employed by 
the employer. The Associations would have no objection to restricting the definition to 
the most senior administration employee employed by the employer. 
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Minimum wages (clause 15) 

8. Following discussions, the Associations and the IEUA support the inclusion of either 
weekly rates of pay or annual rates of pay in clause 15.1.  The inclusion of weekly and 
annual rates of pay is confusing, as it creates doubt as to which rate of pay is the primary 
rate of pay for the calculation of allowances.  This is problematic given that the weekly 
rates of pay are rounded to the nearest ten cents and the annual rates of pay are 
rounded to the nearest dollar.  The Associations will support weekly rates of pay in order 
to achieve only one set of rates specified in the award.  Consequential changes to other 
clauses will be necessary if the rates are specified on a weekly basis.  

9. As the Commission has decided to include incremental steps in seven of the eight 
classification levels in clause 15.1, the Commission has included a process for 
progression to higher increments in the same level in clause 15.2.  Following discussions 
with the IEUA, it is submitted that the process required may be contentious.  It is 
submitted that 15.1(b) be re-phrased as follows, for the purpose of avoiding disputation 
in the workplace: 

Movement to the next pay point within a classification level will occur following 12 
months of continuous service, unless a review implemented by the employer 
demonstrates that performance against the relevant position classification descriptors 
has not been satisfactory. 

10. It is understood that the IEUA may propose a similar re-phrasing of clause 15.2(b). 

 

PART 3 – MATTERS RELEVANT TO BOTH AWARDS 

Definitions and interpretations (clause 3) 

Definition of Ψschool education industryΩ 

11. The Associations note that the definition of school education industry is different in each 
of the awards. 

12. The definition of school education industry in the Teachers Exposure Draft Award is as 
follows: 

School education industry means the provision of education, including preschool or early 
childhood education, in a school registered and/or accredited under the relevant 
authority in each state or territory and includes all operations of the school.  Where the 
provision of school education is supported or co-ordinated by a central or regional 
administration it may also include the persons involved in providing such support to 
schools. 

13. The definition of school education industry in the General Staff Exposure Draft Award is 
as follows: 
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School education industry means the provision of education in a school, including a 
preschool operated by a school, registered and/or accredited under the relevant 
authority in each state or territory including all operations of the school.  Where the 
provision of school education is supported or co-ordinated by a central or regional 
administration it may also include the persons involved in providing such support to 
schools. 

14. The differences have been highlighted in bold text.  It is suggested that the definitions 
should be identical. 

15. It is clear that the awards cover independent and Catholic schools throughout Australia.  
It is not clear whether the awards cover government schools, although government 
schools are likely to be covered by enterprise awards.  The registration/accreditation 
processes, which vary between the jurisdictions, do not always apply to government 
schools. 

16. Although not relevant for the Teachers Exposure Draft Award, it is not clear from the 
definition of school education industry whether the child care services provided by 
schools are covered.  Each definition refers specifically to preschools but also refers to all 
operations of a school.  It is clear from clause 3.1(f) that child care services are covered 
by the General Staff Exposure Draft Award. 

17. The Associations oppose the inclusion of the following in the definition of school 
education industry: 

Where the provision of school education is supported or co-ordinated by a central or 
regional administration it may also include the persons involved in providing such support 
to schools. 

18. The draft awards submitted by the IEUA on 9 March 2009 and 27 April 2009 defined the 
industry as: 

means the provision of education in non-government schools registered and/or 
accredited under the relevant authority in each stare or territory, including all operations 
of the school. 

 The IEUA did not include the Commission’s provision, which is reproduced in the 
preceding paragraph.  

19. The Associations presume that this provision has been included as a result of the 
coverage of the Victorian Catholic Education Offices under the Victorian Catholic Schools 
and Catholic Education Offices Award 1998.  It has been submitted by the National 
Catholic Education Commission (NCEC) (for example, transcript paragraphs 669 – 693, 24 
March 2009) that such coverage is unique to that particular award.  The NCEC have 
opposed such a provision being applied universally. The Associations submit that no 
similar provision has ever applied to any organisations associated with independent 
schools in any state or territory, and that it should not be applied in the future. 
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20. The Associations submit that the Commission’s provision may have the potential to 
cover organisations providing some services to schools that could be defined as 
“support”.  For example, an Association, whose members comprise the governing bodies 
of independent schools that have voluntarily joined, may be provided with a range of 
services as a result of paying a membership fee.  The independent school is directed and 
controlled by its governing body, which may be a company limited by a guarantee or an 
incorporated association.  The Association has no power to direct, control or administer 
an independent school that is a member.  The Association may be required by the 
federal government or the relevant state/territory government to administer programs, 
on behalf of the government, to independent schools in accordance with government 
guidelines.  This does not make the Association a central or regional administration, 
although the services provided to members and any services provided on behalf of 
government provide support to schools.  

21. It is submitted that the provision should be deleted to avoid inadvertently catching an 
Association or any other organisation that does not manage, control or direct schools.  
There are a number of membership organisations that provide services, which could be 
interpreted as being of support to schools.  None of these membership organisations 
would regard themselves as administrators of schools. 

22. If it is considered essential to include any organisation that does manage schools, it is 
submitted that the provision could be re-phrased as follows: 

Where the provision of school education is directed, managed and/or controlled by a 
central or regional administration of a system of schools, it may also include the persons 
involved in providing such support to schools. 

Award flexibility (clause 7) 

23. The Associations request that the Commission reconsider its decision to exclude the 
salary sacrifice to superannuation from the award flexibility provisions in clause 7.1 in 
each award.  It is custom and practice in the industry for schools to offer salary sacrifice 
to superannuation at the request of the employee.  Many employees in the sector will 
view the removal of that right as the loss of an important benefit.   

24. The Associations concede that this matter may be dealt with by including salary sacrifice 
provisions in enterprise agreements.  However, the negotiation and implementation of 
an agreement at the enterprise level can take months and this will result in a period of 
time during which the employees will be unable to access a benefit that has been 
previously available to them. 

 

PART 4 – TEACHERS EXPOSURE DRAFT AWARD 

Coverage (clause 4.4) 
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25. The Associations note that the Commission has decided not to specifically exclude 
psychologists or school counsellors from the Teachers Exposure Draft Award [see the 
Associations’ draft award submitted on 27 April 2009 clause 4.4(e)]. 

26. At paragraph 11 of their supplementary submission provided on 1 May 2009, the IEUA 
state that ‘nothing turns on’ the exclusion or inclusion of psychologists or school 
counsellors in the Teachers Exposure Draft Award.  The Associations agree with their 
opinion that the definition of teacher assists to clarify the situation.  However, it is highly 
likely that schools will be unsure whether the Teachers Exposure Draft Award covers a 
psychologist or a school counsellor because they may deliver health and welfare related 
presentations to groups of students.  Furthermore, they may also be involved in the 
implementation of psychological testing that, in part, assesses student participation in 
the educational programmes of the school.  

27. On that basis, and for abundant clarity we submit that the specific exclusion at clause 
4.4(e) of the Associations’ draft be reinstated in the Educational Services (Teachers) 
Award 2010.  

Part time employees and the variation of hours and pattern of work ς Paragraph 60 of the 
/ƻƳƳƛǎǎƛƻƴΩǎ {ǘŀǘŜƳŜƴǘ ƻŦ нн aŀȅ нллф 

28. In paragraph 60 of the Commission’s Statement of 22 May 2009, the Commission invites 
submissions on whether a modern award for teachers should contain a provision that 
requires that at the time of engagement the employer and part-time employee must 
agree in writing to the hours and pattern of hours to be worked.  Once agreed this can 
only be varied by agreement. 

29. The Associations submit that the situation for part-time teachers is markedly different 
from general staff who work part-time.  The Associations concede that, on engagement, 
a part-time teacher should be aware of the hours and pattern of hours to be worked 
initially.  However, it would be enormously problematic for schools if the initial hours 
and/or pattern of hours could only be varied by agreement. 

30. The duties of any teacher vary from time to time due to timetabling requirements and 
subject selection.  It is very strong custom and practice in the industry for the face-to-
face loads of part-time teachers to vary from year to year and often from semester to 
semester.  This is also true of co-curricular activities.  It is generally accepted by 
education unions that schools must have the flexibility to vary the load of a part-time 
teacher from semester to semester or at the very least yearly.  It is also accepted that in 
most cases a forced reduction of more than 25% will trigger a redundancy. 

31. The subjects and age groups to be taught by a teacher are determined each year by the 
principal.  It is crucial that the principal is able to allocate classes to the teacher he/she 
believes is best placed, qualified or equipped, for whatever reason, to teach that class.  A 
change of class allocation will usually involve a change in the pattern of hours. On 
occasions, a teacher is allocated a year or subject that he or she would prefer not to 
teach despite being qualified to do so.  Any provision requiring agreement before the 
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hours or pattern of hours of part-time teachers are changed would prevent schools from 
allocating teachers appropriately and for the best educational outcomes. 

32. It is virtually impossible for a teacher to have the same timetabled classes from year to 
year.  Student numbers, subject allocations, the make up of the teaching cohort, co-
curricular activities, and the requirement for teachers to take long service leave, sick 
leave or compassionate leave make it impossible for a school to guarantee absolute 
continuity in the pattern of work hours from year to year. 

33. Schools within the industry are required by state and federal anti-discrimination 
legislation to try to accommodate the needs of teachers with carer’s responsibilities.  It 
is almost de rigueur for a teacher who has taken maternity leave to request to return to 
work on a part-time basis upon the expiry of that leave.  Accommodating the needs of 
such teachers often requires a re-jig of the timetable or re-allocation of classes and/or 
adjustments to the teaching loads of other staff.  Ideally, from a timetabling perspective, 
teachers would only commence and/or return from maternity leave at the beginning of 
an academic year.  The reality is that teachers commence and return from leave 
throughout the teaching year and the school must try to accommodate these 
fluctuations, which include trying to accommodate the needs of teachers with young 
families and childcare requirements. 

34. As outlined above, the requirement to have agreement before a part-time teacher’s load 
is varied would make it virtually impossible for the principal to allocate teachers in the 
best interests of the students. 

35. Having stated that flexibility is critical, it is generally the case that principals consider the 
needs and wants of teachers prior to making decisions that will affect the hours or 
pattern of hours of a part-time teacher.  

Recognition of Previous Service (clause 13.2)(b)) 

36. The Teachers Exposure Draft Award provides that if a part-time teacher is employed for 
less than 50% of a full-time teaching load they will be required to complete two years of 
teaching service to accrue one year of service for the purposes of this clause.  In the case 
of a casual teacher, the equivalent of a full-time year of teaching service is 200 full casual 
days in Australian schools. 

37. The Associations have considered the implications of part-time employment for teachers 
who have no choice but to work part-time due to their carer’s responsibilities.  The 
impediments to career advancement are well known.  However, the Associations submit 
that the Teachers Exposure Draft Award provides incremental progression for some 
teachers that is clearly inequitable. 

38. The Commission’s provision will impose significant costs upon employers in every state 
and territory except Victoria.  The majority of teachers employed part time are 
employed at a time fraction of at least 0.5 but less than full-time. 
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39. A part-time teacher who is employed to teach 0.2 of a full-time teaching load (or the 
equivalent of one day per week) will accrue one year of service on the incremental 
salary scale after two years of teaching service.  This means that in a school with 40 term 
weeks such a teacher will accrue one year of service after 80 days of teaching.   The 
purpose of an incremental salary scale is to recognise the value of an experienced 
teacher and provide salary benefits accordingly.  A full time teacher will be required to 
work 205 days to accrue one year of service and progress along the incremental salary 
scale.  A casual teacher must accrue 200 days before he or she can progress along the 
incremental salary scale.  

40. The Associations submit that the Commission’s attempt to alleviate some of the 
disadvantages of part-time employment will result in an extraordinary advantage for 
part-time teachers who work very low teaching loads in comparison to their peers who 
work 50% or more of a full-time teaching load. The Associations rely on paragraph 8 of 
their supplementary submission of 6 May 2009 that requests that progression be based 
on full-time equivalent years of service, which is the case in all states except Victoria. 

Recognition of Previous Service for Pre-School Teachers (clause 13.2)(d)(iii) and (iv)) 

41. The Associations have raised with the IEUA their concern that clauses 13.2(d)(iii) and (iv) 
recognise as teaching service experience as a family day care co-ordinator or as a family 
day care provider.  The Associations’ view is that work of this kind is not comparable to 
teaching.  The provision of childcare in a family day care setting does not involve the 
kind of work that fits within the definition of a teacher in the Teachers Exposure Draft 
Award.  For example, a family day care provider is not delivering a formal structured 
educational programme, they are not assessing and recording student participation in 
the programme, nor are they responsible for developing educational programmes for 
students.  

42. The IEUA agree that it is appropriate to remove the reference to family day care in both 
subclauses (iii) and (iv).  There is also agreement between the parties that service as a 
childcare worker will only be recognised if the pre-school teacher is Diploma qualified.  
Clauses 13.2(d)(iii) and (iv) should be redrafted as follows: 

(iii) service as a lecturer in early childhood education or child development, as a child 
development officer or equivalent; and 

 (iv) service as a diploma qualified childcare worker, at the rate of one year for every 
 three years service up to a maximum of four years. 

Casual Employment (clauses 10.5 and 14.4) 

43. The Associations rely on paragraph 10 of their supplementary submission on 6 May 2009 
that argues for a cap on the maximum salary paid to casual teachers engaged for five 
days or less.  We propose that the cap be set at Level 8 on the incremental salary scale.  
As outlined in our earlier submissions it is widely acknowledged that a short-term casual 
engagement (one week) requires a significantly reduced commitment from the teacher 
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involved.  There is no requirement to plan and prepare lessons as in most cases these 
have been left by the absent teacher or prepared by the relevant faculty in advance nor 
is there any requirement to perform marking.  Further, casual teachers on short-term 
engagements rarely become involved in any co-curricular activities beyond standard 
playground supervision. 

44. The IEUA has agreed that it is appropriate to include a salary cap for casual teachers 
engaged for 5 days or less.  The Associations propose the following clause be inserted to 
reflect the agreement between the parties: 

Ψ¢ƘŜ ƳŀȄƛƳǳƳ ǎŀƭŀǊȅ ǇŀȅŀōƭŜ ǘƻ ŀ Ŏŀǎǳŀƭ ŜƳǇƭƻȅŜŜ ǿƛƭƭ ōŜ [ŜǾŜƭ у ǳƴƭŜǎǎ ǘƘŜ ŜƳǇƭƻȅŜŜ ƛǎ 
engaged for more than 5 consecutive days.  In that case, the employee shall be paid the 
appropriate salary as specified in clause 13 ς Classifications, calculated in accordance 
ǿƛǘƘ ǘƘŜ ǘŀōƭŜ ōŜƭƻǿΥΩ 

45. It is understood that the casual loading is 25 per cent.  The Associations wish to highlight 
the cost of a casual employee under the Teachers Exposure Draft Award in comparison 
to the cost under current arrangements. 

46. Under the Teachers Exposure Draft Award, the cost of a casual employee for a full day 
ranges from $192.61 (Level 3, $40,201) to $256.29 (Level 12, $53,493).  Level 3 has been 
selected as the minimum of the range as teachers must generally be four year trained to 
be employed.  The rates of pay reflect those of the Victorian Independent Schools ς 
Teachers ς Award 1998.  

47. For casual employees engaged under the Victorian Independent Schools ς Teachers ς 
Award 1998, employees are engaged for either a whole day or a half day.  The whole day 
rate is currently $187.79 and the half-day rate is $93.81.  The equivalent four-year 
trained salary (Level 3) is $40,201 and the Level 12 salary is $53,493.  The Teachers 
Exposure Draft Award adopts the salaries from this Victorian award but does not adopt 
the formula for determining the rate of pay for a casual teacher.  The modern award 
rate of pay for a casual teacher is substantially higher, ranging from 2.56% for a Level 3 
employee to 36.48% at Level 12. 

48. In Victorian government schools, the current casual relief teacher rate of pay is $233.30.  
This information is sourced from the Department of Education and Early Childhood 
Development’s (DEECD) website at http://www.eduweb.vic.gov.au.  The rates of pay for 
teachers employed by Victorian government schools are specified in the Victorian 
Government Schools Agreement 2008, which may be accessed from the same website.  
In Schedule 1 to Victorian Government Schools Agreement 2008, teacher class salaries 
range from $52,571 (G1: four year trained teacher) to $77,546 (E4: top of incremental 
scale). 

49. If the modern award’s approach to remunerating casual teachers was applied to the 
current DEECD rates of pay, this would result in the casual rate of pay ranging from 
$251.87 to $371.53 per day.  At this point in time, the DEECD is paying a maximum of 
$233.30 per day, when the top salary is $77,546. 

http://www.eduweb.vic.gov.au/
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50. The application of the Commission’s principle in relation to casual rates of pay for 
teachers provides award employees with a significantly higher rate of pay for casual 
engagements when compared with annual salary rates.  By way of example, the 
Commission’s principle clearly creates casual rates of pay that are comparatively higher 
than the market rates in Victoria. 

51. In South Australia, a casual teacher engaged for less than five consecutive days is 
entitled to a daily rate of pay of $174.92.  This daily rate is based on an annual salary of 
$36,500, which is less than the salary applying to a four-year trained teacher in the first 
year of teaching ($39,666).  The rate of pay in the Teachers Exposure Draft Award is 
significantly higher. 

52. It is possible that the Commission cannot alter its principles.  However, the effect upon 
schools is significant in terms of cost. 

Minimum wages (clause 15) 

53. As the Commission has included weekly and hourly rates of pay, advice as to the primary 
rate of pay would be appreciated.  It is noted that, using Level 1.1. as an example, 
$560.50 multiplied by 52.18 weeks gives an annual salary of $29,246.89 and not 
$29,247.  This is important for future variation of the award rates of pay and whether 
employers use weekly or annual rates of pay to calculate ordinary hourly rates of pay, 
penalty rates of pay or overtime rates of pay. 

Allowances (clause 15) 

5ƛǊŜŎǘƻǊΩǎ ŀƭƭƻǿŀƴŎŜ όŎƭŀǳǎŜ мрΦмύ 

54. The Commission included this provision in the Teachers Exposure Draft Award.  As a 
director may have responsibility for a long day care centre, which offers a preschool 
program for part of the day, or a combined preschool and long day care centre, it is 
possible that a director of such a facility will be required to work more weeks than the 
term weeks of a school year.  The funding of long day care centres requires the centres 
to be open for 48 weeks per year. 

55. Clause 19 (ordinary hours of work) needs to be amended to allow for regulations 
applying to long day centres. Therefore, it is submitted that clause 19.5 is amended as 
follows: 

The provisions of 19.2 and 19.3 do not apply to: 

(a) employers that adhere to the calendar and school year of a foreign country; and 

(b) an employee appointed as a director of a long day care centre, which includes a 
preschool program, that is open for 48 weeks of the year. 
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PART 5 – GENERAL STAFF EXPOSURE DRAFT AWARD 

Definitions and Interpretations (clause 3) 

Instructional services (clause 3.1(d)) 

56. It is understood that the IEUA sought inclusion of this classification of employees, in 
these terms. 

57. The Associations wish to emphasise that there is currently no award in Australia that 
regulates the employment of instrumental music tutors and sports coaches, trainers and 
assistants in schools.  As the Associations’ submission has not been accepted by the 
Commission, the Associations wish to highlight the impact of including this classification 
in the award. 

58. ln relation to instrumental music tutors, the majority of tutors are engaged on a casual 
basis.  Students learn a musical instrument if their parents wish them to do so.  Parents 
pay an additional fee for individual music lessons.  The number of students learning to 
play a musical instrument will vary from term to term and from year to year.  
Accordingly, instrumental music tutors are engaged on a casual basis, with the hours of 
engagement changing from term to term or from year to year.  These changes are 
accepted as normal.  The number of instrumental music tutors engaged by a school can 
be significant if the school offers a music program. 

59. Sports coaches, assistants and trainers are usually engaged on a seasonal basis.  There 
are two sport seasons in a year.  They are typically engaged as casuals for a particular 
season.  As it is usual for almost all sporting teams to train and play at the same time, a 
person will typically coach or assist with only one team.  This means that a school may 
engage many sports coaches.  They are usually engaged for a season, with the fee 
determined by the time needed for practices, travel and the playing of the game.  The 
application of the award will impose an administrative burden upon employers in terms 
of recording hours of work, making minimum payments, penalty payments, etc.  A large 
school may employ up to 50 coaches in a season. 

60. Persons engaged in sports-related activities are not always professional coaches.  They 
may be a parent who has an interest or expertise in a particular sport.  They may be a 
former student.  This is particularly the case in low-fee independent schools where 
volunteers are responsible for making the sports program happen.  The time put into the 
sports activities is often discretionary 

61. The casual employment provision of the award impacts upon this particular group of 
employees.  This impact is discussed later in this submission. 

Definition of the standard rate 

62. The Associations in their draft awards have defined the standard rate as an annual rate. 
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63. As the Commission has included both weekly rates of pay and annual rates of pay in 
clause 15-Minimum wages, it is necessary for the definition, as it currently stands to be 
specified as follows: 

standard rate means the annual rate applicable to level 3.1 in clause 15-Minimum 

wages. 

64. However, the Associations, in Part 2 of this submission, have supported the specification 
of either weekly rates of pay or annual rates of pay but not both.  If the Commission 
decides to adopt weekly rates of pay, the standard rate will need to be defined as a 
weekly rate of pay and there will be consequential changes to other clauses of this 
award, including 16.3 (first aid allowance) and 16.6(a)(i) (sleepover allowance). 

Types of employment (clause 10) 

Part-time employment (clause 10.4) 

65. The draft award submitted by the Associations referred to the ‘number of weeks’ in 
10.4(d).  It is submitted that it is sufficient and appropriate to refer to ‘number of weeks’ 
rather than ‘weeks’.  For example, a school employer may engage a clerical assistant to 
work 40 term weeks and six non term weeks.  At the time of engagement, it may be 
agreed which non-term weeks will be taken as annual leave or leave without pay.  It may 
also be left open to allow the employee to take no weeks or up to three weeks of leave 
(either as annual leave or leave without pay) during a break between terms.  The taking 
of annual leave and leave without pay, all during non-term weeks, may vary from year to 
year.  This means that it is not always possible, practical or appropriate to specify the 
exact weeks of the year that the employee will work upon commencement of 
employment. 

66. It is recommended that 10.4(d) is altered to read, with the change highlighted in bold 
type: 

At the time of engagement, the employer and the part-time employee will agree in 
writing on a regular pattern of work, specifying the number of hours worked each day, 
the days of the week the employee will work, the number of weeks of the school year the 
employee will work and the starting and finishing times each day. 

Casual employment (10.5) 

67. With the Commission’s inclusion of instructional services employees, a minimum of two 
hours’ pay increases costs for employers.  A sports coach, assistant or trainer, for 
example, will be paid a fee for coaching or training a team for the specified season.  In 
relation to hockey, this would include one or two one-hour sports practices and a one-
hour game for each week of the hockey season.  On each occasion, the sports coach is 
not needed for two hours.  Other sports, such as netball and basketball are also played 
for relatively short periods of time.  The two-hour minimum payment will significantly 
increase the cost of some sports. 
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68. In relation to an instrumental music tutor, a minimum two-hour engagement will be 
appropriate for a person tutoring in an instrument such as a violin or a clarinet, as many 
students will learn to play the violin or clarinet.    In relation to instruments such as a 
tuba or a double bass, fewer students learn to play these instruments.  From time to 
time, there may only be one or two students in a school, even a large school, learning 
these instruments.  A two-hour minimum engagement is not reasonable.  It will result in 
expensive lessons for students or no lessons at all. 

69. It is submitted that the two-hour minimum engagement for a casual should not apply to 
instructional services employees. 

Leave without pay (clause 11) 

Clause 11.2(d) 

70. The Commission has accepted the clause proposed by the IEUA.  It is submitted that 
arrangements being retained by the clause 11.2(d) in the context of conditions being 
imposed by the award are unreasonable in the context of current award requirements. 

71. Clause 11.2(d)provides as follows: 

Where a person employed as at the date of making this award is not employed on a 
contract which allows for leave without pay during non-term weeks or is not employed 
under an award or NAPSA which permits an employee to be required to take leave 
without pay during non-term weeks (however expressed) that employee will not be 
required to take such leave or have their contract of employment changed as a result of 
this award coming into operation. 

72. Clause 11.2(d) provides particular difficulties where employees work non-standard 
hours.  In schools, employees working non-standard hours include boarding supervision 
employees, cleaners and bus drivers.  The effects of this clause, together with the effects 
of the following clauses: 

 ordinary hours of work (clause 22) 

 shift work (clause 25) 

 penalty rates (clause 26) 

 overtime (clause 27) 

are explained in the following paragraphs. 

Boarding supervision services employees 

73. The modern award increases the cost of boarding supervision employees in most states 
and territories.  Clause 11.2(d) further increases the cost where an employee is not 
currently placed on leave without pay during some of the school holidays periods, when 
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there is no work for the employee to undertake.  Ordinarily, students do not stay in 
boarding houses during school holiday periods. Under current arrangements, where 
employers do not place boarding supervision employees on leave without pay during 
non-term weeks but continue to pay the employees the standard weekly rate of pay for 
every week of the school year, the employees are not entitled to sleepover allowances, 
afternoon or evening penalty rates, broken shift allowances or overtime rates, and the 
ordinary hours of work are not specified. The cost being imposed by the award upon 
employers with no stand down arrangements currently in place is prohibitive.  This 
would have significant implications for the costs of boarding, which are usually met by 
parents from regional and remote areas.  Some schools would need to review whether 
they can continue to offer boarding facilities. 

74. It is correct that the Associations supported a sleepover allowance for employees who 
do not have access to accommodation for their exclusive use on an annual basis.  This 
proposal was made on the basis that leave without pay arrangements would be available 
for non-term weeks, other than those designated as annual leave. 

75. Clause 11.2(d) in conjunction with the ordinary span of hours being specified as 6.00am 
to 6.00pm from Monday to Sunday and the associated penalty and overtime rates of pay 
will adversely impact upon the cost of boarding to parents of students enrolled as 
boarders.   

76. To illustrate the cost impact of the modern award in relation to the cost of the current 
arrangements in the states and territories, a typical employment arrangement has been 
costed.  The assumptions and the relevant state/territory awards are provided in 
Schedule 1 to this submission. 

77. The weekly cost of a boarding school employee, where: 

 the employee is not placed on leave without pay during non-term weeks (column 
1), and 

 the employee is placed on leave with pay during non-term weeks (column 3) 

is shown in Table A.  Table A also shows the percentage increase/decrease in the cost of 
the employee under the modern award.  For a boarding services employee who is not 
able to be placed on leave with pay (effectively stand down) during non-term weeks, the 
increase in the cost of the employee ranges from 31.01% in the ACT to 83.69% in 
Western Australia.  In South Australia, the example is not as relevant, as the example 
used does not reflect existing work patterns because of different (and complicated) 
industrial arrangements.  The proposed arrangements would result in significant cost 
increases in south Australian schools because of the apparent implications of the penalty 
for employing staff outside of ordinary hours. For a boarding services employee placed 
on leave with pay, the cost increases under the modern award range from 32.17% in the 
ACT to 112.46% for Victoria. These increases in cost are prohibitively high for employers.     

Table A 
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Jurisdiction Weekly Rate 

without 
Stand-down 

Percentage 
Increase 

required to 
meet 

Exposure 
Draft (without 
Stand Down) 

Weekly Rate 
with Stand-

down 
(if applicable) 

Percentage 
Change for 

State-Based 
Awards (with 
Stand Down) 

General Staff Exposure Draft Award $954.92  $805.22  

Western Australia $520.71 83.39%   

Victoria $533.03 79.15% $379.00 112.46% 

New South Wales $676.57 41.14%   

Northern Territory $685.53 39.30%   

Tasmania $722.47 32.17% $609.21 32.17% 

Australian Capital Territory $728.90 31.01% $589.49 36.59% 

South Australia $957.27 -0.25% $807.42 -0.27% 

 

78. If the Commission had adopted the employment arrangement from the Associations’ 
draft award of 27 April 2009, then the cost of a boarding supervision services employee 
would be $817.92 (without stand-down) and $689.70 (with stand-down).  These 
calculations required adjustment of the assumptions in Schedule 1.  That is, the example 
used to achieve the cost comparisons in Table A assumed that the hours needed could 
be covered by two employees, with costs provided for one employee.  The hours of work 
arrangement in the Association’s draft award of 27 April 2009, which requires the 
weekly hours of work to be worked over five days, requires three employees to provide 
the necessary coverage of hours.  The cost quoted in this paragraph is the cost of 1.5 
employees, based upon equivalent hours.  That is, each of the three employees works 
fewer hours than in the example using two employees.  

79. Using the same employment arrangement in the context of the Aged Care Award 2010, 
the cost of a boarding supervision services employee is $820.67 (without stand-down). 

80. Table B compares the costs of a boarding services employee. 

 General Staff Exposure 
Draft Award 

Associations’ proposal 
(27 April 2009) 

Aged Care Award 2010 

With stand down $805.22 $689.70 n/a 

Without stand down $954.92 $817.92 $820.67 

 

81. Table B indicates that General Staff Exposure Draft Award provides a higher rate of pay 
($954.92) for an employee not able to be stood down than if the provisions of the Aged 
Care Award 2010 applied.  Under the Aged Care Award 2010, the rate is $820.67, which 
is significantly less, when considered on both a weekly and annual basis.  It is noted that 
the Association’s draft award of 27 April 2009 provided an outcome that is close to the 
outcome provided under the Aged Care Award 2010.  The nature of the role and duties 
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are anticipated to be similar.  At this stage, there is no other modern award that could 
provide a better comparison. 

82. It is noted that the IEUA in its April 2009 submissions made the same submission as the 
Associations with respect to the span of ordinary hours for boarding supervision services 
employees.  The submission was that the ordinary hours of work should be from 
Monday to Sunday, without restricting the ordinary hours to between 6.00am and 
6.00pm on any day. 

83. The Associations understand that the IEUA agrees with the Associations’ position that 
boarding supervision services employees should not be paid at the overtime rate for 
work done outside of the ordinary hours of work of 6.00am to 6.00pm.  The Associations 
and the IEUA agree in principle that, where appropriate, the shift penalties should apply 
instead. 

84. It is submitted that clause 11.2(d) should be removed from the award or varied to allow 
for stand down without pay.  It is further submitted that the hours of work should be 
able to be averaged over a four-week period for boarding supervision services 
employees.  The Associations would have no objection to a ‘no disadvantage’ clause 
being included in the award to ensure that no boarding supervision services employee’s 
remuneration decreases because of the introduction of leave without pay during non-
term weeks that are not weeks of annual leave. 

85. In the event that the Commission does not support leave without pay during the non-
term weeks that are not weeks of annual leave, it is submitted that the hours of work of 
boarding supervision employees should be averaged over a period of 12 months without 
the imposition of overtime or penalty rates. 

86. In support of these submissions, the Associations note that boarding supervision 
employees work unusual hours in a role that is supervisory and pastoral in nature.  There 
are periods of time when these employees are on duty but in a passive sense.  That is, 
the employees must be present to fulfil the duty of care role but they are not required 
to actively supervise.  There is a sound argument that the terms and conditions provided 
for teachers in the Teachers Exposure Draft Award should also be provided for boarding 
supervision employees. 

87. If the Commission is not persuaded by these submissions, then many schools will need 
to make adjustments to cope with the new terms and conditions of employment.  The 
adjustments necessary may include assessing the cost of the benefit provided to 
boarding supervision services employees who have the exclusive use of self-contained 
accommodation.  Up to now, the benefits of the accommodation, electricity, gas, 
telephone and meal provision has not been calculated by schools as being a component 
of the employee’s remuneration.  If this is necessary, then the cost to the employee will 
vary depending upon the value of real estate in the area and the type of accommodation 
provided.  Exclusive-use accommodation may vary from a one-bedroom apartment to a 
three or four bedroom family home.  To maintain the flexibility and simplicity that 
currently exists, it is proposed that boarding supervision employees who have exclusive 
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use of accommodation provided by the school be excluded from accessing the following 
provisions: 

 the sleepover allowance (clause 16.6) 

 ordinary hours of work (clause 22) and penalty rates (clause 26) 

 shiftwork (clause 25) 

 overtime (clause 27). 

88. Just prior to completing this submission (approximately 4.30pm on 12 June 2009), the 
IEUA advised that it was willing to  consider including the following provision in clause 25 
(shiftwork), given joint concerns about the impact of the hours of work on the cost of 
boarding supervision services: 

The provisions of paragraph 25.3 (c) do not apply to a boarding services employee who is 
provided with reasonable accommodation which is self-contained and available to the 
employee for their exclusive use for 52 weeks of the year. 
 

89. The Associations have not had time to consider the IEUA position but will endeavour to 
do so during the week commencing Monday, 15 June 2009. 

 

Cleaners 

90. The General Staff Exposure Draft Award increases the cost of cleaners.  The assumptions 
and the awards used in each jurisdiction for the cost comparisons are provided in 
Schedule 2 to this submission.  Table C compares the rate of pay for a cleaner employed 
under the modern award to the awards covering cleaners in the specified states and 
territories.  Three scenarios were selected.  All scenarios are typical of cleaning 
timetables in schools. 

Table C 

Scenario Jurisdiction Weekly Rate  Percentage 
Increase required 

to meet 
Exposure Draft  

Scenario 1 General Staff Exposure Draft Award $508.88  

 Victoria $429.60 18.45% 

 Australian Capital Territory $434.95 17.00% 

 South Australia $490.75 3.69% 

 Western Australia $493.70 3.07% 

 New South Wales $590.69 -13.85% 

 Tasmania $594.61 -14.42% 

 Queensland $801.58 -36.52% 

    

Scenario 2 General Staff Exposure Draft Award $543.91  

 Victoria $358.00 51.93% 
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 Australian Capital Territory $404.23 34.55% 

 Western Australia $415.20 31.00% 

 South Australia $420.08 29.48% 

 Queensland $455.11 19.51% 

 Tasmania $485.09 12.12% 

 New South Wales $731.59 -25.65% 

    

Scenario 3 General Staff Exposure Draft Award $523.63  

 Victoria $286.40 82.83% 

 Australian Capital Territory $323.38 61.92% 

 Western Australia $336.70 55.52% 

 South Australia $354.56 47.68% 

 Queensland $365.49 43.27% 

 Tasmania $388.08 34.93% 

 New South Wales $868.54 -39.71% 

 

91. In Scenario 1, the cleaner works a broken shift of 6.00am to 9.00am and 3.00pm to 
6.00pm on each weekday.  This is a fairly typical pattern of work.  The modern award 
increases the costs in some jurisdictions but decreases the cost in other jurisdictions.  
Clearly, the decrease will not be relevant due to the legislated guarantee of no reduction 
in take home pay. 

92. In Scenario 2, the work pattern is 3.30pm to 8.30pm on weekdays.  Again, this is a 
reasonably typical work pattern.  In every jurisdiction except New South Wales, there is 
a significant increase in cost.  The increase in cost varies from 12.12% in Tasmania to 
51.93% in Victoria. 

93. In Scenario 3, the employee is assumed to work from 6.00pm to 10.00pm on weekdays.  
This pattern of work is typical in schools where there is a significant usage of school 
facilities after school hours, which prevents the cleaners commencing work earlier.  It is 
also typical in small to medium schools where cleaners are employed on a part-time 
basis.  Due to the implementation of a span of ordinary hours and penalty 
arrangements, all jurisdictions except New South Wales experience a significant increase 
in cost, ranging from 34.93% to 82.83%. 

94. In each of these three scenarios, the cost is most significant for Victoria due to the lack 
of award coverage for cleaners.  These three scenarios illustrate the difficulty of 
developing a single award classification structure for all cleaners, given the history of 
award coverage (or lack of it) in the various jurisdictions. 

95. If the Commission had adopted the proposal for employing cleaners in the Associations’ 
draft award of 27 April 2009, then the weekly cost of a part-time cleaner would be as 
follows: 

Scenario 1: $493.97 

Scenario 2: $393.74 
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Scenario 3: 314.99 

96. in reviewing the results of this submission, it is recognised that the proposal made by the 
Associations was low. 

97. In costing the three scenarios under the Cleaners Award 2010, the weekly cost of a part-
time cleaner would be as follows: 

98. Scenario 1: $532.74 

99. Scenario 2: $542.75 

100. Scenario 3: $441.31 

101. Table D combines the calculations made in respect of cleaners.  Although Victoria has 
the lowest rates of pay for each of the scenarios, these rates of pay have been 
disregarded as Victoria is unusual in terms of the lack of regulation for this classification 
of employees.  It is noted that the next lowest rates of pay apply to ACT employees to 
whom a federal award currently applies. 

Table D 

Scenario General Staff 
Exposure Draft 

Award 

Associations’ 
proposal (27 April 

2009) 

/ƭŜŀƴŜǊǎΩ !ǿŀǊŘ 
2010 

Lowest cost from 
Table C (current 

award) 

1 $508.88 $493.97 $532.74 $434.95 (ACT) 

2 $543.91 $393.74 $542.75 $404.23 (ACT) 

3 $523.63 $314.99 $441.31 $323.38 (ACT) 

 

102. It is significant that the General Staff Exposure Draft Award is higher for cleaners 
employed under Scenarios 2 and 3 than the /ƭŜŀƴŜǊǎΩ !ǿŀǊŘ нлмл.  This is particularly of 
concern with respect to Scenario 3, as this is a typical work arrangement.  It is also 
significant that the rates of pay for cleaners employed in the ACT are considerably lower 
than the rates in the /ƭŜŀƴŜǊǎΩ !ǿŀǊŘ нлмл. This highlights the difficulty of determining 
an Australia-wide classification that meets the Award Modernisation Request to not 
disadvantage employees and to not increase costs for employers. 

Bus drivers 

103. As the hours of work for bus drivers employed by schools are variable, consideration was 
given to the application of the General Staff Exposure Draft Award.  As most bus drivers 
are employed on a part time or casual basis, both arrangements were applied to working 
hours of 7.30am to 8.45am and 3.30pm to 4.45pm on weekdays during term weeks.  The 
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assumptions and awards used for the cost comparisons are provided in Schedule 3 to 
this submission.  The cost comparisons are shown in Table E. 

Table E 

Part-
Time / 
Casual 

Jurisdiction Weekly 
Rate 

without 
Stand-
down 

Percentage 
Increase 
required 
to meet 

Exposure 
Draft 

(without 
Stand 
Down) 

Percentage 
Change for 

State-
Based 

Awards 
(with 
Stand 
Down) 

Weekly 
Rate with 

Stand-
down 

(if 
applicable) 

Part-time General Staff Exposure Draft Award $339.25   $286.07 

 South Australia $192.30 76.42% n/a n/a 

 Western Australia $267.91 26.63% n/a n/a 

 Victoria $321.60 5.49% 5.49% $271.18 

 New South Wales $414.61 -18.18% n/a n/a 

      

Casual General Staff Exposure Draft Award $424.06    

 South Australia $230.76 83.77%   

 Western Australia $316.95 33.79%   

 Victoria $607.82 -30.23%   

 New South Wales $711.94 -40.44%   

 

104. Columns 1 and 2 of Table E do not allow leave without pay during non-term weeks for 
part-time employees.  The increase in cost is unacceptably high for part-time bus drivers 
in South Australia (76.42%) and significant for bus drivers in Western Australia (26.63%).  

105. The percentage increase in cost for casual bus drivers is high for South Australia 
(83.77%) and Western Australia (33.79%).  The cost comparisons for New South Wales 
indicate decreases under the modern award, which will not be enacted.  In relation to 
Victoria, the significant decrease in cost for a casual bus driver under the modern award 
is caused by a reduction in the minimum period of engagement per shift.  Similarly, this 
decrease will not be enacted in Victoria due to the guarantee of no reduction in take-
home pay.   

106. Columns 3 and 4 of Table E allow for leave without pay during non-term weeks.  Such an 
arrangement is not relevant to casual bus drivers.  The percentage increase in cost 
applies only in Victoria with respect to part-time employees.     

107. Reference has been made to the Passenger Vehicle Transportation Award 2010, and to 
the Associations’ draft award of 27 April 2009 in Table F. 

Table F 

Bus driver 

(without stand 

General Staff 
Exposure Draft 

Associations’  
proposal (27 April  

Lowest cost 
from Table E 

Passenger Vehicle 
Transportation 

Award 2010 
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down) Award 2009) (without stand 
down) 

(Exposure draft) 

Part-time $339.25 $200.03 $192.30 (SA) $252.63 

Casual $424.06 $400.06 $230.76 (SA) $631.58* 

* This casual rate of pay is high as a result of a 3-hour minimum payment per engagement 

 

108. Table F highlights the differences in costs between the exposure drafts of two modern 
awards.  The difference in the rates of pay from the South Australian award and the 
exposure drafts of the modern awards and the Associations’ proposal is quite marked.  
The Associations acknowledge that their draft award of 27 April 2009 proposed a low 
rate for part-time employees but this was in the context of the current arrangements in 
South Australia.  The rates of pay for casual bus drivers are diverse, as they are 
dependent upon the minimum period of engagement on each occasion. 

109. Again, the purpose of this comparison is to highlight the cost impact of implementing an 
award with no state or territory differences.  It is unreasonable to impose increased 
costs upon employers as a result of the Award Modernisation Process.  For example, 
phasing in an 83.77% increase in costs for casual South Australian employees over a 
reasonable time period is an impossible cost imposition upon employers.  It may have 
significant implications for the continuing employment of bus drivers by schools in South 
Australia. 

Minimum wages (clause 15) 

110. As the Commission has included weekly and hourly rates of pay, advice as to the primary 
rate of pay would be appreciated.  It is noted that, using level 1.1 as an example, 
$560.50 multiplied by 52.18 weeks gives an annual salary of $29,246.89 and not 
$29,247.  This is important for future variation of the award rates of pay and whether 
employers use weekly or annual rates of pay to calculate ordinary hourly rates of pay, 
penalty rates of pay or overtime rates of pay. 

Clauses 22, 23, 25, 26 and 27 

111. The clauses in Part 5 of the award provide more restrictive provisions than those that 
apply in the majority of awards currently applying to independent schools.  Whilst the 
arrangements can be borne with respect to some classifications of employees, the cost 
impact and the impact upon current employment arrangements are significant.  Further, 
in the context of the current economic situation, the cost impact will result in some 
schools reducing staffing levels, where this is possible. 

112. The cost impact for schools employing boarding supervision services employees, 
cleaners and bus drivers has been explained in this Part of the submission. 

Annual leave (clause 28) 
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113. As the Commission has determined that the school year has 52.18 weeks, the annual 
leave loading percentage in clause 28.3(b)(i) should be 1.346%.  The annual leave loading 
percentage of 1.3426% specified by the Commission in clause 28.3(b)(i) applies to a 
school year of 52.14 weeks. 

Schedule A – Classifications 

114. Although the Commission in its decision of 22 May 2009 has recommended a 
rationalisation of the typical activities, there has not been time, as yet, to undertake a 
review.  The Associations recognise that the typical activities are extensive but it is the 
view of the Associations that an extensive list is appropriate because of the wide range 
of activities and work organisation arrangements in schools.  It would be beneficial to 
both employers and employees as it would minimise potential uncertainty and 
disagreement, particularly in the transition to what will be a completely new 
classification structure in all schools. 

115. Following discussions with the IEUA on 5 June 2009, it is understood that that IEUA will 
be suggesting the following changes to the classification structure.  The IEUA’s rationale 
for suggesting the following changes is not known. 

116. IEUA proposal with respect to Level 3:  the IEUA will be proposing that library 
technicians, laboratory technicians and information technology technicians should be 
classified at Level 4 rather than at Level 3.  Whilst all classification dimensions are 
relevant in classifying positions of employment, the qualifications for Level 3 include a 
Certificate III.  Certificate III qualifications are available in library/information services, 
laboratory skills, and information technology (software applications).  Therefore, the 
appropriate classification for technicians is Level 3, when qualifications are taken into 
account. 

117. IEUA proposal with respect to Level 4:  the IEUA will be proposing that the library 
technicians, laboratory technicians and information technology technicians from Level 3 
should be placed into Level 4.  As Level 4 includes the dimension of a diploma or 
Certificate IV, both with relevant work experience or a Certificate III with extensive 
relevant experience, the Associations consider that it is appropriate to retain the 
references to senior technicians in the library, laboratory or technology centre.  By way 
of support, a Certificate IV is available in library/information services, laboratory 
techniques and information technology (network management, support).  A diploma 
qualification is available in library/information services, laboratory technology and 
information technology (general, multimedia).  Therefore, the Associations support the 
retention of senior technicians in Level 4. 

118. IEUA proposal with respect to Level 4:  the IEUA will be proposing the inclusion of 
classroom support services employees in Level 4.  As no information is available about 
the duties or qualifications of a Level 4 classification for this stream of employees, the 
Associations will reserve their right to provide a submission in response to the IEUA 
submission. 
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119. IEUA proposal with respect to Level 5:  the IEUA will be proposing that senior library 
technicians, senior laboratory technicians and senior information technology technicians 
should be included in Level 5 rather than Level 4.  For the reasons outlined in the 
preceding paragraphs, the Associations support retaining senior technicians in Level 4.  
Level 5 qualifications include degree-qualified employees, as well as employees with 
lower levels of qualifications and various levels of experience. 

120. IEUA proposal with respect to Level 6 and Level 7:  the IEUA will be proposing that 
degree-qualified librarians, laboratory managers, information technology and computer 
services managers should be included in Level 6 and 7.  It is acknowledged that these 
employees may be in Level 6 or Level 7 but they may also be in Level 5, which allows for 
degree-qualified employees who do not have subsequent relevant work experience. It is 
quite possible that these employees may be inexperienced. 

121. IEUA proposal with respect to Level 7:  the IEUA will be proposing that a senior 
therapist/manager should be included in Level 7.  As no details of the proposal are 
known, the IEUA rationale for this proposal cannot be examined. 

122. The comments in the above paragraphs about the proposals expected to be made by the 
IEUA are preliminary.  The Associations will provide a response following publication of 
the IEUA submission.  
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SCHEDULE 1 

Boarding Supervision Services Employees 
 
Awards used for comparative purposes: 
Educational Services (Schools) General Staff Award 2010 – Exposure Draft 
ACT – Independent Schools and Colleges (Domestic and Maintenance Staff) (ACT) Award 1999 
NSW – Boarding House Staff (Independent Schools) (State) Award 2007 
NT - Independent Schools (Northern Territory) Award 2002 - Schedule B 
SA – School Assistants (Non-Government Schools) Award 
Tas - Independent Schools (Non-Teaching Staff) Award 
Vic – Education Services Industry Sector Minimum Wage Order (no award coverage) 
WA – Independent Schools (Boarding House) Supervisory Staff Award 1990 
 
Note: Three separate awards in Queensland cover school boarding staff in Anglican Schools 
(excepting the South-Eastern Division), Presbyterian Schools (excepting the South-Eastern 
Division) and the South-Eastern Division. Therefore, a cost comparison was not made for 
boarding supervision services employees in Queensland 
 
Assumptions regarding employment conditions: 
Working hours:   Two week cycle 
   Week One  Mon, Wed & Fri 07.00-08.30, Tues & Thurs 16.00-22.30, 

Sat 15.30-22.30, Sun 08.00-15.30 
 Week Two  Mon, Wed & Fri 16.00-22.30, Tues & Thurs 07.00-08.30, 

Sat 08.00-15.30, Sun 15.30-22.30 
 Sleepovers  Any night where the shift finishes at 22.30  
Working hours: Agreement between employee and employer to work the above 

hours (SA) 
Overtime:   All hours over 38 per week are reasonable (NT) 
Stand down:   Each stand down is 11 weeks after the previous stand down (ACT) 
Meal breaks: All shifts other than 7.00-8.30 shifts have one unpaid, 30 minute 

meal break   
Classification:  Lowest level available in the relevant award, 1st year of 

experience 
Type of employment:  All boarding staff employed on a part-time basis 
Working weeks: Where permissible, 40 weeks per annum plus 4 weeks annual 

leave and stood down for 8 weeks per annum 
Emergency callout:  One callout per week (Draft modern award) 
Broken shifts:   Broken shifts calculated over a calendar day, not a 24 hour period 
Location allowance: Average of different location allowances available in the state 

(WA) 
    Employees have no dependents or partial dependents (WA) 
Uniform allowance: Where required, employers provide and launder all necessary 

clothing 
Public holidays:  No public holiday implications 
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SCHEDULE 2 

Cleaners 
 
Awards used for comparative purposes: 
Educational Services (Schools) General Staff Award 2010 – Exposure Draft 
ACT - Independent Schools and Colleges (Domestic and Maintenance Staff) (ACT) Award 1999 
NSW – Miscellaneous Workers’ Independent Schools and Colleges, &c. (State) Award  
Qld - Miscellaneous Workers' Award - State 
SA – Caretakers and Cleaners Award 
Tas - Independent Schools (Non-Teaching Staff) Award 
Vic – Education Services Industry Sector Minimum Wage Order (no award coverage) 
WA – School Employees (Independent Day & Boarding Schools) Award, 1980 
 
Note: School-specific awards do not exist for cleaners in NT. 
 
Assumptions regarding employment conditions: 
Working hours:     
 Scenario 1 06.00-09.00 & 15.00-18.00, Monday-Friday 
 Scenario 2 15.30-20.30, Monday-Friday 
 Scenario 3 18.00-22.00, Monday-Friday 
Working weeks:  Cleaners work during school holidays 
Ordinary hours: Employers and employees agree to start or finish 30 minutes 

outside of usual ordinary hours as appropriate (NSW) 
Classification:   Lowest level available in the relevant award, 1st year of 

experience 
Type of employment: All cleaners are employed as part-time workers 
Uniform allowance: Where required, employers provide and launder all necessary 
clothing 
Location allowance: Average of different location allowances available in the state 

(WA) 
  Employees have no dependents or partial dependents (WA) 
Cleaning allowances: Responsible for cleaning toilets (NSW, Qld), refuse (NSW) and 

multi-purpose machines (NSW) 
Leading hand allowance:  Cleaners are not leading hands (NSW) 
Public holidays:  No public holiday implications 
Board and lodging allowance: No board and lodging provided (Tas, WA) 
Travel allowance:  No travel required between worksites (ACT, SA, Tas, WA) 
Broken shifts:   Employees live more than 1.5km from work site (SA) 
Overtime & shift work: All overtime and shift work notified in advance (SA) 
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SCHEDULE 3 

Bus Drivers 
 
Awards used for cost comparisons: 
Educational Services (Schools) General Staff Award 2010 – Exposure Draft 
NSW – Maintenance, Outdoor and Other Staff (Independent Schools) (State) Award 2007 
SA – Transport Workers' (Passenger Vehicles) Award 
Vic – Transport Workers' (Passenger Vehicles) Award 2002 - Part C  
WA – Transport Workers’ (Passenger Vehicles) Award 1978 
 
Note: School-specific awards do not exist for bus drivers in ACT, Qld, NT and Tas. 
 
 
Assumptions regarding employment conditions: 
Working hours:    07.30-08.45 & 15.30-16.45 Monday-Friday 
Classification:    Lowest level available in the relevant award, 1st year of 
experience 
Working weeks: Where permissible, 40 weeks per annum plus 4 weeks annual 

leave and stood down for 8 weeks per annum 
Excess fares:   Bus not driven home between shifts (NSW) 
Bus size:   Bus carries more than 25 passengers (SA, Vic, WA) 
Location allowance: Average of different location allowances available in the state 

(WA) 
    Employees have no dependents or partial dependents (WA) 
Students with Disabilities: Bus driver does not need to assist students with disabilities (Vic) 
Public Holidays:  No public holiday implications 
 
 


