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Industrial Relations Act 1999 
Industrial Relations (Tribunals) Rules 2000 

 
NOTICE 

 
The following Agreements have been certified by the Commission: 
 
No/s Title Date certified Cancelling 
 
CA187/03 Arthur Gorrie Correctional Centre - Catering - Certified Agreement – 2003 26/5/03 CA93/00 
 
CA176/03 Whitsunday Shire Council (State) - Certified Agreement 2002 11/6/03 CA347/00 
 
CA181/03 AJ Bush & Sons (Manufactures) Pty Ltd - Certified Agreement 13/6/03 CA137/00 
 
CA193/03 Norco Pauls Milk - Certified Agreement 16/6/03 CA260/01 
 
CA194/03 Pauls Limited (Labrador Operations) - Certified Agreement 16/6/03 CA261/03 
 
CA198/03 Friendly Society Private Hospital - AWU - Certified Agreement 2003 16/6/03 CA411/01 
 
CA200/03 Limestone Quarry and Processing David Mitchell (NSW) Pty Ltd –  
 Certified Agreement 2003 18/6/03 CA471/01 
 
CA196/03 Wesfarmers Kleenheat Gas Pty Ltd Terminal Operators (Pinkenba) –  
 Certified Agreement 2003 20/6/03 CA465/00 
 
CA182/03 Cheetham Salt Limited (Bowen) - Certified Agreement 2003 23/6/03 
 
CA197/03 ACI Plastics Packaging Lytton Qld - Certified Agreement 23/6/03 CA735/00 
 
The following Agreements have been amended by the Commission: 
 
No/s Title Date amended 
 
CA320/02 Building Service Contractors’ Association of Australia – Queensland 
 Division – Certified Agreement 2002 18/6/03 
 
CA320/02 Building Service Contractors' Association of Australia - Queensland  
 Division - Certified Agreement 2002 20/6/03 
 
E. EWALD 
Industrial Registrar 
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INDUSTRIAL COURT OF QUEENSLAND 

WorkCover Queensland Act 1999 – s. 509 – appeal against decision of industrial magistrate 

Nigel Aylward AND WorkCover Queensland (No.C4 of 2003) 

PRESIDENT HALL  19 June 2003  
 

DECISION 
 

This is an appeal against the decision of an Industrial Magistrate rejecting Mr Nigel Aylward’s claim for compensation under the WorkCover Queensland 
Act 1996 on the ground that any “injury” suffered by Mr Aylward is removed from the statutory definition of “injury” by the operation of s. 34(5)(a).  
Since Mr Aylward is unrepresented I shall be more expansive than I ordinarily would be in dealing with an appeal such is this. 
 
The appeal to this Court provided for by s. 509 of the WorkCover Queensland Act 1996 is not an appeal in which this Court retries the matter in the 
absence of the flesh and blood witnesses. When s. 509(3) refers to an “appeal by way of rehearing” it indicates: 
 

(a) that in searching for any error this Court is not restricted to the pleadings in the Industrial Magistrate’s Court and the order of the Industrial 
Magistrate, but may roam across the whole of the evidence and the whole of proceedings, and  

 
(b) that this Court is in just as good a position to draw inferences from accepted fact and conflicts of evidence resolved by the Industrial 

Magistrate as was the Industrial Magistrate, compare Warren v. Coombs (1979) 142 CLR 531 at 551 per Gibbs ACJ, Jacobs, and Murphy 
JJ.   

 
But in permitting this Court to draw inferences for itself s. 509(3) indicates that the role of this Court is, if need be, to correct the decision of the 
Industrial Magistrate.  The reference is to an “appeal by way of rehearing”.  This Court is not to interfere unless satisfied that the Industrial Magistrate 
was wrong, compare Norbis v. Norbis (1996) 161 CLR 513 at 518 and Coal and Allied Operations Pty Ltd v. Australian Industrial Relations Commission 
(2000) 203 CLR 194 at 203 Gleeson CJ, Gaudron and Haynes JJ.  If this Court forms a conclusion which differs from that formed by an Industrial 
Magistrate but is satisfied that the matter is one on which reasonable people may differ, the appeal must be dismissed.  That creates real problems for 
those who appeal against decisions under s. 34(5)(a).  That provision withdraws from the definition of “injury” psychiatric or psychological disorders 
which arise out of or in the course of reasonable management action taken in a reasonable way by the employer in connection with the worker’s 
employment.  In very many cases there will be room for difference of opinion about whether management action is “reasonable” and about whether the 
management action was taken in a “reasonable” way.  Here, on the face of the Industrial Magistrate’s decision, there is nothing to indicate that the 
conclusion was not reasonably open to him.  Neither is there any suggestion that there was not evidence before the Industrial Magistrate to support the 
finding of fact from which the conclusion is drawn.  Indeed, Mr Aylward’s complaint is that the Industrial Magistrate should not have accepted or relied 
upon the evidence.  That submission gives rise to real difficulty. 
 
An appellant is bound by the conduct of his case at first instance, compare Coulton v. Holcombe (1996) 162 CLR 1 at 7 to 8 per Gibbs CJ, Wilson, 
Brennan and  Dawson JJ and University of Woollongong v. Metwally (2) (1998) 59 ALJR 481 at 483.  Two consequences follow here.  First, much of the 
material put in before the Industrial Magistrate was not agitated or put to witnesses.  Certainly, much of the material relating to the employer’s 
investigation of certain “complaints” was neither debated nor put to the witnesses.  Notwithstanding the diligence which Mr Aylward has directed to the 
presentation of his written admissions, Mr Aylward cannot go to those matters now in support of his attack upon the witnesses upon whom the Industrial 
Magistrate finally relied.  If Mr Aylward had gone to the materials, even at a relatively late stage in the proceedings before the Industrial Magistrate, 
evidence may have been given and witnesses may have been recalled to meet or elaborate upon the matters to which Mr Aylward now points.  It is all too 
late for that.  The second consequence of the proposition that Mr Aylward is bound by the conduct of his case at first instance arises because the attack 
upon the evidence on which the Industrial Magistrate relied is an attack on the credibility and reliability of the witnesses who gave the evidence.  Terms 
such as “biased”, “prejudiced” and “incompetent” are used.  The Industrial Magistrate had the advantage of seeing and hearing the witnesses.  I accept 
that the advantage is sometimes over stated.  But where the attack on credibility is on the grounds described, the Industrial Magistrate who had the 
opportunity of hearing and observing the witnesses meet the allegations put to them and meet claims that they have been negligent in adhering to the 
employer’s policies, is at a real advantage.  This Court, cannot by reading the exhibits and transcripts, replicate that advantage.  
 
The appeal is totally misconceived and I dismiss the appeal.  
 
The respondent does not seek costs.  
 
Dated 19 June 2003. 
 
D.R. HALL, President.  Appearances: 
 
 
Released:  25 June 2003  

 The appellant in person. 
Mr G. Jones directly instructed by WorkCover Queensland for 
the respondent. 

  
########################################################################################################################### 
 

INDUSTRIAL COURT OF QUEENSLAND 
 

WorkCover Queensland Act 1999 – s. 509 – appeal against decision of industrial magistrate 
 

State of Queensland (Queensland Health) AND Q-Comp AND Beverly Coyne (No.2) (No. C90 of 2002) 
 
PRESIDENT HALL        25 June 2003 

DECISION 
 
By a decision of 20 March 2003 I allowed an appeal against a decision of an Industrial Magistrate rejecting the employer’s appeal against the decision of 
the Statutory Review Unit at the close of the employer’s case on the ground there that was no case to answer.  The issues about costs were reserved.  I 
now have the advantage of fulsome written and oral submissions about the matter of costs.  The first question which arises is whether the Industrial 
Magistrate had power to make an order requiring the employer (the now appellant) to pay the costs incurred by the worker (Dr Beverly Coyne), who had 
been given leave to be heard and on whose behalf the “no case to answer” submission was made.  If the Industrial Magistrate be held to have power to 
make the order there is an issue whether the order may and should be set aside.  If the order is set aside, a further question rises about whether an order 
should be made by this Court requiring the worker (Dr. Beverly Coyne) to pay the costs thrown away because the trial in the Industrial Magistrate’s 
Court was terminated in circumstances subsequently requiring that the case be remitted to another Industrial Magistrate for hearing.   
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By s. 506(3) costs of the hearing in the Industrial Magistrate’s Court are “in the magistrate’s discretion, except to the extent provided under a regulation”.  
The relevant regulation, regulation 75(1), imposes no relevant restriction.  Construing s. 506(3) against the background of the decision of the High Court 
in Knight v. F.P Special Assets Ltd (1992) 174 CLR 178 it seems to me that subsection (3) has to be read as authorising the Industrial Magistrate to make 
orders for costs in favour of and against persons who are not parties on the record.  (The reference to “party” at s. 508(1), which deals with recovery of 
costs, is plainly a reference to a party to the costs order.)  Consistently with the decision of the High Court the limitations on the award of costs in favour 
of or against a person who is not a party are to be found in an appropriate exercise of the discretion, not in considerations of power.  In my view the 
Industrial Magistrate did have the power to make the order which His Worship made in the worker’s favour.   
 
I entertain a clear view that the Industrial Magistrate’s order should be set aside.  I reject the submission that the Court has no jurisdiction to entertain an 
appeal against the Industrial Magistrate’s decision (under s. 506(3)) to make an award of costs.  The decision to act on the no case to answer submission 
decided the appeal to the Industrial Magistrate.  The decision is appealable under s. 509.  If s. 510 is read so narrowly that orders giving effect to the 
decision may not be set aside if the appeal to this Court against the decision is successful, any appeal to this Court is necessarily a futility.  I accept the 
criticism that the original Application to Appeal to this Court did not specifically refer to the costs order and the need to set it aside.  But by s. 248 of the  
Industrial Relations Act 1999 in proceedings, which in consequence of  s. 248 (1)(a) must include proceedings under another Act, this Court may “make 
the decisions it considers appropriate, irrespective of specific relief sought by a party.”  Limitations on the grant of relief are to be found in the 
appropriate exercise of discretion.  Relief is not controlled by the pleadings.  Here, it would be totally unconscionable to allow the worker to retain the 
benefit of an order made on a “costs follow the event” basis when the critical decision that there was no case to answer has been swept away.   
 
The employer’s application for an order against the worker is another matter.  The original appeal gave no indication that such an order was sought.  
When the Application to Appeal was subsequently amended (whether regularly or not) to indicate that the appellant sought to set aside the costs order 
made in the worker’s favour, no amendment was made to indicate that a costs order against the worker was to be sought.  The amendment created the 
impression that no order against the worker was to be sought.  It would not be a proper exercise of the discretion at s. 248(2) to make such an order now.  
The worker, who was legally represented when the appeal was mentioned, chose not to be heard at the subsequent hearing of the appeal.  The 
consequence was that the appeal was determined in the absence of any submission to support the decision of the Industrial Magistrate.  The worker may 
well have taken a different view if she had known that an order for costs said to have been thrown away in the Industrial Magistrate’s Court was to be 
sought against her.  In my view the appellant is bound by the conduct of its case.  The appellant should be denied a costs order against Dr. Coyne.  
 
The consequence of the view which I have adopted is the Industrial Magistrate who presides at the fresh trial will have to deal with the matter of the costs 
said to be thrown away.  I am not uncomfortable with that.  I have not dealt with the merit of the application for costs against the worker.  However, as a 
matter of first impression if the issue had been dealt with on the merits, the outcome is likely to have been an order that the costs thrown away in the 
appeal de novo should abide the event in the second appeal de novo. 
 
I set aside the decision of the Industrial Magistrate that the State of Queensland (Queensland Health) pay costs to Dr. Coyne. 
 
Dated  25 June 2003. 
 
D.R.HALL, President.   Appearances: 

Mr B. Thomas, instructed by Crown Law, for Queensland Health. 
Miss J. A. Ryrie, directly instructed by WorkCover, for Q-Comp.  

Released:  25 June 2003  Mr M. Amarena, instructed by Hall Payne Lawyers, for Dr Coyne. 
 
########################################################################################################################### 
 

INDUSTRIAL COURT OF QUEENSLAND 
 

WorkCover Queensland Act 1999 – s. 509 – appeal against decision of industrial magistrate 
 

WorkCover Queensland AND Susan Adams (No. C36 of 2003) 
 

PRESIDENT HALL      25 June 2003 
 

DECISION 
 
WorkCover Queensland and Susan Adams are currently parties to an appeal before the Industrial Magistrate’s Court at Brisbane.  Ms Adams is the 
appellant.  The appeal, which has been brought pursuant to s. 498 of WorkCover Queensland Act 1996, is against the decision of the Statutory Review 
Unit confirming a decision of WorkCover Queensland to reject a claim for compensation by Ms Adams.  Put shortly, Ms Adams’s case is that whilst 
working at the Cannington Mine over the period September 1997 to October 1999 she suffered from heavy metal poisoning which brought on a number 
of physical and psychiatric symptoms.  During the course of the hearing, counsel for Ms Adams sought to rely on the evidence of a Ms Dawes.  The 
submission was that Ms Dawes, who had also worked at the mine and had similarities with Ms Adams in terms of age, employment and gender, had 
come to suffer symptoms which were striking similar to those said to be suffered by Ms Adams.  After a voir dire the Industrial Magistrate decided to 
allow the evidence to be given.  This is an appeal against that decision.   
 
By s. 509(1) of the WorkCover Queensland Act 1996, “A party aggrieved by the industrial magistrate’s decision may appeal to the Industrial Court.”  
That subsection does not avail the appellant in this case.  The “decision“ referred to is the decision of the Industrial Magistrate under s. 506 which decides 
the appeal before the Industrial Magistrate.  There is nothing in s. 509(1) to cover interlocutory decisions.  Indeed, senior counsel for the appellant does 
not contend that it does.  Reliance is placed upon s. 341(2) of the Industrial Relations Act 1999 which provides, “A person may appeal to the court if 
dissatisfied with a decision of a magistrate in relation to a matter for which the magistrate has jurisdiction.”  By the dictionary at schedule 5 and s. 290 
“magistrate” is defined to mean “an industrial magistrate”.  The dictionary also defines “decision” to mean, inter alia, “a ruling”.  The contention is that 
s. 341(2) does permit appeals against interlocutory decisions.  I consider that proposition to be correct.  I am not however satisfied that a party dissatisfied 
by the final decision of the Industrial Magistrate or a ruling of the Industrial Magistrate in proceedings under s. 498 of the WorkCover Queensland Act 
1996 may invoke s. 341(2) of the Industrial Relations Act 1999.  Section 341(2) encompasses every appeal which might be made under s. 509 and much 
else besides.  For example, on the matter of taking evidence, s. 509(3) provides: “The appeal is by way of rehearing on the evidence and proceedings 
before the magistrates, unless the court orders additional evidence be heard.”  By way of contrast, by s. 348(1) of the Industrial Relations Act 1999 the 
appeal provided for by s. 341(2) is also declared to be an appeal “by way of re-hearing on the record” but by s. 348(2) the court is given power to “hear 
evidence afresh, or hear additional evidence, if the [Court] considers it appropriate to effectively dispose of the appeal.”  It seems to me that this is a case 
in which the general appeals provision at s. 341(2) of the Industrial Relations Act 1999 has to yield to the specific appeal provision at s. 509 of the 
WorkCover Queensland Act 1996.  Whilst recognising that the general and the specific provision are contained within different enactments, it seems to 
me that the only intent which may be perceived is an intent to establish (by s. 509) an appeal rather more limited than that under s. 341(2). 
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As senior counsel for the appellant contends, the construction which I have adopted is more than a little inconvenient.  There will be cases in which both 
parties would prefer to test an interlocutory decision before embarking upon a lengthy, expensive hearing de novo at first instance. However, convenience 
does not confer jurisdiction.  In any event, there may be many who would contend that appeals on points of evidence during proceedings should not be 
allowed.  The power at s. 341(2) of the Industrial Relations Act 1999 is novel not the norm. 
 
[No argument has been developed about the category of case in which on an appeal pursuant to s. 498 of the WorkCover Queensland Act 1996 the 
Industrial Magistrate invokes one of the powers vested in the Industrial Magistrate’s Court by the Industrial Relations Act 1999.  It may be that in such 
cases an interlocutory decision is appealable because if it is not the statutory power vested by the Industrial Relations Act 1999 would operate differently 
when invoked in proceedings under another Act.] 
 
I dismiss the appeal.  
 
I reserve the questions of costs  
 
Dated  25 June 2003. 
 
D.R.HALL, President.     Appearances: 

Mr R. Douglas SC, with him Mr P. Major, directly instructed for the Appellant. 
Released:  25 June 2003   Mr P.J. Galbally QC, instructed by Ms K. Dimtscheff for the Respondent. 
 
########################################################################################################################### 
 

QUEENSLAND INDUSTRIAL RELATIONS COMMISSION 
 

Industrial Relations Act 1999 – s. 149 – arbitration if conciliation unsuccessful 
 

Education Queensland AND Queensland Teachers Union of Employees and Others (No. B731 of 2003) 
 

DEPUTY PRESIDENT SWAN 
COMMISSIONER BECHLY 
COMMISSIONER THOMPSON 19 June 2003 
 

DECISION (as edited) 
 
Application B731 of 2003 is an application made by the Queensland Teachers’ Union of Employees (the QTU) for Interim Orders (pursuant to 
s.149(2)(b) of the Industrial Relations Act 1999 (the Act)) to be made by the Full Bench to grant an interim wage increase of 8% back-dated to 1 March 
2003.  The claim is supported by The Queensland Public Sector Union of Employees and opposed by Education Queensland. 
 
Having heard the claim on 30 May 2003, the Commission issued a decision on 6 June 2003, requesting that the parties specifically address s. 150 of the 
Act.  That further hearing occurred on 12 June 2003. 
 
At that time, the Full Bench delivered a decision from the Bench.  Published hereunder is the decision: 
 

“We have considered the submissions from both parties on the substantive application (B731 of 2003) and upon the questions raised by the Full 
Bench stemming from that earlier hearing. 

 
In terms of the issues raised on today’s date (i.e. those relating to a consideration of s. 150 of the Industrial Relations Act 1999) we find the thrust of 
the submissions made by Education Queensland to correctly reflect the position of the parties vis a vis that Act. 

 
 We will, of course, publish reasons for having reached that determination in due course. 
 

Having made a determination on that point, it leads us to state that we have now formalised our position with regard to the substantive application 
(B731 of 2003).  With regard to that matter, we advise that we will not grant that application for reasons which will be published in due course. 

 
Having made those findings, we now request that the parties confer upon the programming of the case proper.  At this stage, we have no view to 
express with regard to the correspondence received from Education Queensland, dated 3 June 2003, on the possible time frames for progressing 
application B481 of 2003. 

 
We encourage an expeditious finalisation of this matter.  Having said that, however, we would not wish to place pressure on any party to constrain 
their case.  Appropriate time will be scheduled to ensure that the parties’ interests are duly considered and accommodated, within reason. 

 
 Order accordingly.”. 
 
In effect, there are two issues to be considered by the Commission.  The issues can be put into two categories – one being in effect a “merit” issue and the 
other a “legal” issue. 
 
Clearly, if there was a legal impediment to granting the application, then, under normal circumstances, that would obviate the need to consider any merit 
argument.  However, in this instance, we state that, notwithstanding the possibility of any legal impediment to granting the application (and we have 
accepted the legal “thrust” of Education Queensland’s submissions), we did not find the general application made by the QTU to be meritorious. 
 
The application as considered at the first hearing. 
 
The Department of Education Teachers’ Determination 2000 (the 2000 Determination), although it has reached its nominal expiry date on 28 February 
2003, continues to be the primary source from which public sector teachers gain their wages and conditions. 
 
The QTU is in effect seeking an 8% interim wage increase payable from 1 March 2003 until such time as the Full Bench of the Commission determines 
the outcome of application B481 of 2003. 
 
When the 2000 Determination was made by a Full Bench of the Commission (B458 of 2000), a mediated decision of the Commission had determined 
that the first pay increase awarded to teachers would be paid as from a specified date.  That date was 10 April 2000.  When that case was finalised in the 
Commission towards the end of that year, and wage increases were granted, the first increase was back-dated to 10 April 2000. 
 
There has been no like agreement or mediated decision in the matter now before us. 
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The QTU’s claim for the interim order goes to a number of issues.  These, although not exhaustively, include: 
 
• The last increase of wages paid to teachers occurred on 10 April 2002 although a 1% increase was paid to teachers in promotional positions in Bands 

4 to 7 on 1 July 2002. 
 
• Teachers face a further extended delay in payment of any wage increases pending arbitration. 
 
• Reference was made to B458 of 2000 and the back-dating of the first pay increase to 10 April 2000.  Comparisons were made with what were 

viewed as, comparable provisions contained within the Workplace Relations Act 1996 to s. 149 of the Queensland legislation and outcomes of recent 
cases within the Australian jurisdiction – most notably the granting of an interim award in the Australian Nursing Federation (Queensland Branch) 
and Queensland Department of Health and Mater Misericordiae Health Services Brisbane Limited on 1 October, 2002, (PR 923504), 28 October, 
2002 (PR 924112) and 31 October, 2002 (PR 924214). 

 
• In the previous two sets of enterprise bargaining for Queensland public sector teachers, interim increases have effectively been paid. 
 
• Notwithstanding increases paid to public sector teachers in 1997 and 2000, Queensland public sector teachers are still paid less in real terms since 

1976 and in relative terms since 1982. 
 
• Analysis of Real Teacher Salaries for Selected Classifications 1976-2003 were relied upon.  The salaries were scaled using weighted average 

Consumer Price Index (CPI) statistics. 
 
• Relying upon that analysis, teachers were still paid less in real terms than in 1976 for far more demanding work. 
 
• To restore teachers’ salaries to their 1976 values would require substantial increases for example: 
 
 4 year trained starting   7.5% 
 Year trained maximum   2.4% 
 Grade 1 Principal    0.29% 
 
• Current inflation rates based upon the CPI increases were provided.  For the December 2002 quarter the increase was 3%. 
 
• Average Weekly Ordinary Time Earnings (AWOTE) statistics were also provided.  Those statistics showed real declines in teacher salaries for the 

abovementioned categories of teachers. 
 
• The declines in relative teacher salaries represents a significant factor in the capacity to attract the highest quality of teacher entrants and to retain 

quality teachers. 
 
• Enterprise bargaining outcomes since 1994 were produced in evidence. 

 
The response (although not exhaustively) from Education Queensland (the Department) can be best categorised as follows: 

 
• The Department has sought a speedy resolution of the matters in dispute between the parties. 
 
• It is not the usual practice of the Commission to make an interlocutory order for an across the board wage increase. 
 
• The interim order sought seeks to fundamentally alter the status quo by creating new rights and entitlements.  No existing rights and entitlements of 

the applicant’s members are under threat. 
 
• Reference was made to the differences between the Federal and State industrial legislation. 
 
• The onus was on the applicant to demonstrate to the Commission that an immediate increase was warranted. 
 
• The issues that QTU seek to ventilate are matters more rightly determined in the arbitration of the matter.  
 
• “Should the Commission consider awarding 3.5%, it should not lose sight of the fact that the balance of the claim is yet to be arbitrated. Key 

elements of the QTU’s claim in matter number B481 of 2003 are for wage increases significantly in excess of increases gained by bargaining in other 
public sector areas and for decreased class sizes and fewer contact hours (amongst other claims).  

 
In these circumstances the employer faces a considerable detriment should the application in B731 of 2003 succeed without reference to these costs 
and hearing the totality of the Department’s arguments.  On the other hand there is no risk to employees’ rights and entitlements should the 
application fail.”. 

 
• In light of these factors, cost considerations which might be imposed upon the Department would need to be considered. 
 
• “There are technical difficulties in resolving in favour of the QTU claim.  The Education Queensland Teachers’ Determination 2000 continues to 

operate until revoked and cannot be amended.”. 
 
• The Department canvassed the proposition that even were the Commission to accept that an interim increase was warranted, then there were no 

grounds upon which to grant an interim increase equating to 8%. 
 
• Public sector teachers have received significant wage increases in the most recent past. 
 
• The Department challenged the question of “delay” in teachers receiving a wage increase.  The Department referred to the fact that some 73,000 

public sector employees had received their wage increases through successful enterprise bargaining. 
 
• The Department argued that it was not the usual practice for the Commission to grant retrospectivity in such matters. 
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Evidence was also drawn from witnesses for the Department and went generally to questions of financial implications flowing from the type of claim 
being pursued by the QTU. 
 
We have duly considered all submissions. 
 
There can be no “precedent” taken from the making of the 2000 Determination to the extent that this Full Bench should follow the approach taken by the 
former Full Bench upon the merit argument  concerning any “interim” increase.  The facts are discretely different. One example being that there is no 
pre-determined date from which any increase will operate. 

 
We are conscious of the scope of the claim being made by the QTU.  There are major issues to be considered by this Full Bench in the arbitration of the 
matter.  These go to issues, for example, such as a claim for decreased class sizes and fewer contact hours.  These claims could arguably result in 
significant cost implications for the Department were more teachers to be required. 
 
Being mindful of the type of issues to be arbitrated, we believe the more appropriate course to be adopted is to await the arbitration of the claim in toto.  
By doing that, all possible cost implications can be carefully considered by this Full Bench.  On those grounds alone, we reject the claim made by the 
QTU. 
 
The QTU believes that it would not be able to do justice to the breadth of its case were it to be constrained within a short hearing.  The Department, on 
the other hand, believes that the matter could be dealt with expeditiously. 
 
The Full Bench has provided, at the commencement of the hearing of these matters, dates upon which the matter can be heard.  It is up to the parties to 
determine how they present their respective cases to the Full Bench. 
 
We now turn to the submissions made around s. 150 of the Act. 
 
Notwithstanding any questions around s. 150, this claim has failed on merit.  Therefore, were it to be correct that one could legitimately make the type of 
claim sought by the QTU, the merit argument (as it might be called) has already been heard and it has been dismissed for the reasons outlined. 
 
We stated at the hearing around this discrete point that we accepted the “thrust” of the Department’s submissions on this point. 
 
We have previously detailed the propositions put to the parties on this point (see Decision from Bench on matter B731 of 2003 released on 6 June 2003). 
 
The 2000 Determination, is the primary source for wages, amongst other things, for public sector teachers.  The claim currently before the Commission is 
for an interim wage increase of 8%.  A Determination is unable to be amended (see s. 150(1)(3) of the Act).  What is being requested represents no more 
than a de facto attempt to amend the Determination.  We reject that proposition and make no further comment on that at this point in time. 
 
Were our views on s. 150 to constitute the sole reason for determining not to grant the application, then greater commentary on the point would be 
required.  
 
Upon the release of the final decision on this matter, those considerations may be addressed further.  
 
The parties have been advised of available hearing dates.  We will hear the parties further on the progression of the substantive case.  The parties will be 
notified by the Registry of the date for the next Preliminary Hearing in due course. 
 
We order accordingly. 
 
D. A. SWAN, Deputy President 
 
R. E. BECHLY, Commissioner 
 
J. M. THOMPSON, Commissioner 

Appearances: 
Ms J. Carberry for the State of Queensland. 
MR P. Whitehouse for Education Queensland. 
Mr G. Moloney and with him Mr K. Bates and with them Dr J. 
McCullow for the Queensland Teachers Union of Employees. 

 
Hearing Details: 
 
2003  30 May 
2003  12 June  

Mr J. Spriggs for the Queensland Independent Education Union of 
Employees. 
Mr K. Cudihy for the Catholic Education Employing Authorities 
Queensland. 
Mr J. Redsell for Grammar Schools and Lutheran Education Queensland 

 
Released:  19 June 2003  

 

 
########################################################################################################################### 
 

QUEENSLAND INDUSTRIAL RELATIONS COMMISSION 
 

Industrial Relations Act 1999 – s. 274 – general powers 
 

Excel Concrete Pty Ltd (No. B902 of 2003) 
 

TRANSPORT, DISTRIBUTION AND COURIER INDUSTRY AWARD – SOUTHERN DIVISION 
 

COMMISSIONER HOFFMAN 10 June 2003 
 

ORDER 
 

[1]  The above Award is amended as follows: 
 
[2] Excel Concrete Pty Limited is exempted from any requirement which may otherwise exist under the Transport, Distribution and Courier 

Industry Award – Southern Division to make redundancy payments to any employee of Excel Concrete Pty Limited who has been offered 
employment with Readymix Holdings Pty Limited or Pioneer Construction  Materials Pty Limited on a continuous service basis as part of the 
transmission of business in June 2003; and 
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 [3] Excel Concrete Pty Limited is not required to pay any amount in respect of accrued leave entitlements to any employee who accepted an offer of 
employment with Readymix Holdings Pty Limited or Pioneer Construction Materials Pty Limited on a continuous service basis as part of the 
transmission of business in June 2003. 

 
[4] This Order shall come into operation from 10 June 2003 and shall remain in force for a period of six months. 
 
Dated 10 June 2003. 
 
By the Commission, 
[L.S.] E. EWALD, 
Industrial Registrar. 

 Operative Date:  10 June 2003 
Order – Exemption 
Released:  18 June 2003  

 
########################################################################################################################### 
 

QUEENSLAND INDUSTRIAL RELATIONS COMMISSION 
 

Industrial Relations Act 1999 – s. 74 – application for reinstatement  
 

Australian Liquor, Hospitality and Miscellaneous Workers Union Queensland Branch, Union of Employees (Lex Ross Thomas Hanley) AND 
Quest Security Pty Ltd (No. B724 of 2003) 

 
COMMISSIONER BECHLY 24 June 2003 
 

DECISION 
 
By Direction of the Vice President of the QIRC of Monday 2 June 2003 it was determined that there be a hearing to decide the matter of legal 
representation sought by the respondent in this matter.  At the outset of this hearing Mr Crank for the Australian Liquor, Hospitality and Miscellaneous 
Workers Union Queensland Branch, Union of Employees opposed legal representation and proposed, as a threshold matter, that no application had been 
filed as required by s.  319 (2)(b)(iii) and that the present proceeding should terminate. 
 
Reference, in support of this proposal was made to rule 9 “Form of Applications” which describes the layout required for applications and the 
requirement for a supporting affidavit preferably incorporated in the application.  It was put that no application in that form had been filed by the 
respondent to secure legal representation. 
 
Rule 7(i) provides that a proceeding before the Court, Commission or Registrar must be started by an application in the approved form.  The application 
commencing the proceedings out of which the issue now before me has arisen was filed by the ALHMWU in the prescribed form on 28 April 2003.  It 
seems that the Vice President has responded to an interlocutory application to have the matter of legal representation determined.  I will deal with the 
matter in accordance with the Directions issued by the Vice President. 
 
Section 319(2) of the Act relevantly provides for legal representation in the following terms: 
 
“The party or person may be represented by a lawyer if and only if – 
  
 (a)….. 
  
 (b) for proceedings before the commission, other than proceedings under section 278 or 408F  –  
    
   (i)…. 
   (ii)…. 

   (iii) the proceedings relate to a matter under chapter 3, or under section 110, 275, 276 or 279, or under      chapter 12, part 2 or part 16 
and, on application be a party or person – 

 
(A) the commission is satisfied, having regard to the matter the proceedings relate to, that there are special circumstances that make it 

desirable for the part or person to be legally represented; or 
 

(B) the commission is satisfied the part or person can be adequately represented only be a lawyer; or” 
 
The ALHMWU propose that there is no basis for leave to be granted for legal representation as none of the requirements of s. 319 (2)(b)(iii) or (4) have 
been met and that the respondent is capable of using a lay advocate as the matter is a “nuts and bolts” industrial relations issue.  It further holds the view 
that logically a person can only be adequately represented by a lawyer if no lay advocate or other person is able to adequately represent.  This is based on 
the belief that the relevant provision is a restrictive rather than a beneficial provision and so should not be read to remove the restriction where there is 
doubt or discretion.  Furthermore, it is said, the fact that issues of law are involved would only be relevant if one assumes that a party can only be 
adequately represented by a lawyer where an issue of law is involved.  The view then adopted is that that this is plainly not the case given that there are 
lay advocates adequately representing people in this Commission every day. 
 
It is contended for the respondent that the allegations against it are very serious in that it is claimed that the termination was made for an invalid reason.  
Terminations for such a reason attracts a penalty of up to 135 penalty points, i.e. up to $10,125.  In terms of testing the evidence to be adduced the usual 
civil standard of proof does not apply but that the Briggenshaw test applies.  The matter to be argued relates to freedom of association, although this 
present matter is not taken under chapter 4 – “Freedom of Association”.  Legal representation is permitted by s. 319 (2)(b)(iii) for chapter 4 matters.  
Furthermore, the matter is complex in that the issues to be determined include consideration of probationary employment and continuity of service in 
addition to the matter of invalid reason. 
 
A significant aspect of the argument of the ALHMWU went to the comparability of lay advocates and lawyers and the relative adequacy of their 
representation skills.  With the greatest respect to lay advocates it must be taken into account when considering the views expressed between the parties 
as to their relative merits that any person is able to hang up a shingle as a lay advocate regardless of their qualification, capacity or experience.  Lay 
advocates are not bound by any regulation or code of conduct nor subject to any disciplinary body which might deal with ethical standards or 
indemnification of clients.  In practice lay advocates’ skills, knowledge and qualifications range from minimal to very high and there is no requirement 
for lay advocates offering their services to inform a prospective client as to experience, education or qualifications, resources and faculties available to 
adequately represent the client, professional indemnity, prospects of success based upon available facts and law etc. 
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On the other hand those practicing law are only able to do so subsequent to completing a law degree following several years of study and subsequent to 
being formally admitted to practice.  Lawyers are governed by prescribed codes of conduct both to the client and the court or tribunal in which they 
represent their client.  Lawyers are also subject to a disciplinary body in the event of transgression of codes of practice or performance. 
 
While s. 319 does act in a restrictive manner, I do not consider that the restriction is at the level proposed by Mr Crank which seems to suggest almost 
total exclusion of lawyers. 
 
The issues to be dealt with in this matter are more than “nuts and bolts” issues.  The allegation as to invalid reason for termination is of serious nature and 
will require close examination of witness evidence.  A substantial penalty flows from an adverse finding.  The Act does allow legal representation if that 
same matter had been raised under chapter 3. 
 
Taking into account the issues raised at s. 319 (4) I determine that the respondent be allowed legal representation in this matter. 
 
R.E. BECHLY, Commissioner. 
 
Hearing Details: 
 
2003  17 June 
 
Released:  24 June 2003   

 Appearances: 
Mr K. Crank representing the Australian Liquor, Hospitality and Miscellaneous 
Workers Union, Queensland Branch, Union of Employees. 
Ms C. Tucker of Gilshenan and Luton  on behalf of Quest Security Pty Ltd. 
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QUEENSLAND INDUSTRIAL RELATIONS COMMISSION 
 

Industrial Relations Act 1999 – s. 335 – application for costs 
 

Robin Dunstan Maher AND Quick Cat Cruises (No. 2) (No. B2209 of 2001) 
 
COMMISSIONER BLADES 4 June 2003 
 
Unfair dismissal – Application for costs – Respondent failed to comply with Directions Orders – Failed to lodge witness statements – Attended at hearing 
and gave no evidence – Made last minute offer to settle – Held unreasonable act or omission – Costs awarded. 
 

DECISION 
 
On 2 June 2003 at Cairns, a decision was delivered whereby the applicant Robin Dunstan Maher was awarded the sum of $11,100 as compensation for 
unfair dismissal from the employment of the respondent Quick Cat Cruises (Qld) Pty Ltd.  The applicant now seeks costs and the matter has been 
determined on the papers after various written submissions. 
 
The Industrial Relations Act 1999 in s. 335(1)(b) provides that in an application for reinstatement, the Commission may award costs if a party caused 
costs to be incurred by the other party because of an unreasonable act or omission connected with the conduct of the application.  In O’Reilly v Coco’s 
Trading Pty Ltd (No 2) (2003) 173 QGIG 669-671 I held that the failure to enter into meaningful negotiations, especially in circumstances where the 
respondent simply forced an applicant to a hearing, was an unreasonable act or omission in connection with the conduct of the application, thereby 
entitling an applicant to costs. 
 
The applicant seeks costs for the following reasons: 
 
• Representation was reasonably required to ensure respondent made available discoverable material upon which applicant could receive advice as to 

entitlement re claim. 
• Initial conference was adjourned to enable discovery and inspection to take place and further conference held 26.08.02.  When matter unable to be 

resolved due to respondent’s refusal to file any documentation in reply to applicant’s claim, applicant left with no choice but to request hearing. 
• Pre-trial Directions Order of 04.03.03 complied with in every respect by applicant. 
• Pre-trial Directions Order of 04.03.03 not complied with in any respect by respondent.  No contact was made by or on behalf of the respondent to the 

applicant until 4.50 p.m. on Friday 30 May prior to the hearing of this matter on Monday, 2 June 2003. 
 
The respondent’s submissions (some novel) as to why an order for costs should not be made include: 
 
• A costs order is not automatic.  
• The work undertaken to substantiate the application was required to be undertaken to substantiate the allegation that the dismissal was harsh, unjust 

or unreasonable.  The task of preparing witness statements cannot be described as “causing the applicant to undertake an unreasonable act”.  In the 
absence of witness statements, the parties would have been faced with the arduous task of taking evidence in chief. 

• The lack of material from the respondent did not hinder or delay the case. 
• In reliance upon MacKenzie v Wangetti Education Centre (2001) 166 QGIG 452, the action of the employer in dismissing the applicant under the 

circumstances was not untenable. 
• The argument submitted by the Respondent’s representation was not dishonest. 
• There was no unnecessary delay.  The absence of witness statements by the respondent expedited proceedings. 
• On Friday, 30 May 2003 the respondent offered three months’ pay to resolve the issue.  That offer was reasonable. 
• The calling of witnesses to give evidence cannot be described as an unreasonable act or omission on behalf of the respondent.  It was the applicant’s 

decision to call the witnesses. 
• The Respondent’s action has not resulted in the applicant incurring any unreasonable act or omission. 
• The choice to use legal representation was the choice of the applicant. 
 
In this matter, the respondent did not comply with Directions Orders in relation to the exchange of documents and the delivery of witness statements.  At 
the hearing, the respondent appeared by an Agent to cross–examine the witnesses and made submissions in defence of the claim.  The sanction for the 
failure to comply with the Directions Order was that the respondent was not able to call witnesses but the respondent did not seek to call witnesses and it 
was its right to run the case as it sought fit, that is, if it wished to call no evidence.  But it made no attempt to run a defence and in the absence of any 
evidence contradicting the evidence of the applicant, it could not have hoped to have succeeded at the trial.  The only explanation for the course adopted 
was to put the applicant to as much trouble as possible.  By Friday afternoon 30 May, all that had to be done to present the case before the Commission 
had been done, except for the witnesses to travel to Cairns for the hearing. 
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To ignore the application in the manner the respondent has in this case, is in my view, an unreasonable act which clearly justifies an award of costs.  The 
late settlement offer, in the light of the previous dilatory conduct of the respondent was not such as to deprive the applicant of his costs. 
 
I am satisfied that the respondent has caused costs to be incurred because of an unreasonable act or omission.  I have regard to the Magistrates Court 
Scale of Costs in relation to the amount recovered.  With regard to travelling of the witnesses, a sum of 50c per kilometre is sought.  I have regard to the 
amount prescribed by Directive No 3/03 under the Public Service Act 1996 which ranges between 49.3c and 60.0c per kilometre.  I award the following 
costs: 
 
  Item            $ 
 
Item 1 – Instructions to sue 790.00 
Item 5(b) Preparation for trial – no counsel engaged 2,103.00 
Item 7(a) Appearance of Solicitor without Counsel 928.00 
Witness expenses – two witnesses at $82.00 each 164.00 
Travelling: 

– Arlo Marcus Arthur – 300 kilometres Mission Beach to Cairns 150.00 
– Valerie Mae Ferrier – 180 kilometres Newell Beach to Cairns 90.00 

Filing fee – application 46.50 
Total    4,271.50 
 
I order that the sum of $4,271.50 be paid to the applicant within 21 days of the release of this decision. 
 
B.J. BLADES, Commissioner. 
 
Hearing Date: 
 
2003   19 June  (Written Submissions received) 
 
Released:  25 June 2003  

 Appearances: 
Mr A.T. Lee, Solicitor, Lee & Co, for the Applicant. 
Mr S. Nance, Queensland Chamber of Commerce and Industry 
Limited, Industrial Organisation of Employers, for the 
Respondent. 
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QUEENSLAND INDUSTRIAL RELATIONS COMMISSION 
 

Industrial Relations Act 1999 – s. 130 – award review 
 

THEATRICAL EMPLOYEES’ AWARD – STATE 
 

(No. AR173 of 2002) 
 

DEPUTY PRESIDENT SWAN 
COMMISSIONERS EDWARDS AND BECHLY 27 February 2003 
 

AWARD REVIEW 
 
After reviewing the above Award as required by s. 130 of the Industrial Relations Act 1999, this Commission orders that the Award be repealed and the 
following Award be made, as from 28 April 2003. 
 

THEATRICAL EMPLOYEES’ AWARD – STATE 2003 
 
PART 1 – APPLICATION AND OPERATION 
 
1.1 Title 
 
This Award is known as the Theatrical Employees’ Award – State 2003. 
 
1.2 Arrangement 
 
Subject Matter  Clause No. 
 
PART 1 – APPLICATION AND OPERATION 
 
Title ..........................................................................................................................................................................................................................1.1 
Arrangement ............................................................................................................................................................................................................1.2 
Date of operation .....................................................................................................................................................................................................1.3 
Award coverage .......................................................................................................................................................................................................1.4 
Definitions................................................................................................................................................................................................................1.5 
Area of operation .....................................................................................................................................................................................................1.6 
Parties bound............................................................................................................................................................................................................1.7 
 
PART 2 – FLEXIBILITY 
 
Enterprise flexibility ................................................................................................................................................................................................2.1 
 
PART 3 – COMMUNICATION, CONSULTATION AND DISPUTE RESOLUTION 
 
Grievance and dispute settling procedure................................................................................................................................................................3.1 
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Subject Matter  Clause No. 
 
PART 4 – EMPLOYEE AND EMPLOYEES’ DUTIES, EMPLOYMENT RELATIONSHIP AND RELATED ARRANGEMENTS 
 
Employment categories ...........................................................................................................................................................................................4.1 
Incidental and peripheral tasks ................................................................................................................................................................................4.2 
Anti-discrimination..................................................................................................................................................................................................4.3 
Termination of employment ....................................................................................................................................................................................4.4 
Introduction of changes ...........................................................................................................................................................................................4.5 
Redundancy..............................................................................................................................................................................................................4.6 
Continuity of service – transfer of calling...............................................................................................................................................................4.7 
 
PART 5 – WAGES AND WAGE RELATED MATTERS 
 
Definition of classifications.....................................................................................................................................................................................5.1 
Wage rates................................................................................................................................................................................................................5.2 
Allowances...............................................................................................................................................................................................................5.3 
Payment of wages ....................................................................................................................................................................................................5.4 
Superannuation ........................................................................................................................................................................................................5.5 
 
PART 6 – HOURS OF WORK, BREAKS, OVERTIME, SHIFT WORK, WEEKEND WORK 
 
Hours of work ..........................................................................................................................................................................................................6.1 
Rest pauses...............................................................................................................................................................................................................6.2 
Rosters......................................................................................................................................................................................................................6.3 
 
PART 7 – LEAVE OF ABSENCE AND PUBLIC HOLIDAYS 
 
Annual leave ............................................................................................................................................................................................................7.1 
Sick leave .................................................................................................................................................................................................................7.2 
Bereavement leave...................................................................................................................................................................................................7.3 
Long service leave ...................................................................................................................................................................................................7.4 
Family leave.............................................................................................................................................................................................................7.5 
Public holidays.........................................................................................................................................................................................................7.6 
 
PART 8 – TRANSFERS, TRAVELLING AND WORKING AWAY FROM USUAL PLACE OF WORK  
 
No provisions inserted in this Award relevant to this Part.  
 
PART 9 – TRAINING AND RELATED MATTERS 
 
Commitment to training...........................................................................................................................................................................................9.1 
 
PART 10 – OCCUPATIONAL HEALTH AND SAFETY MATTERS, EQUIPMENT, TOOLS AND AMENITIES  
 
First aid kit ..............................................................................................................................................................................................................10.1 
Uniforms .................................................................................................................................................................................................................10.2 
Amenities ................................................................................................................................................................................................................10.3 
 
PART 11 – AWARD COMPLIANCE AND UNION RELATED MATTERS 
 
Right of entry ..........................................................................................................................................................................................................11.1 
Time and wages records .........................................................................................................................................................................................11.2 
Union encouragement .............................................................................................................................................................................................11.3 
Award posting.........................................................................................................................................................................................................11.4 
 
List of employees with 2nd Tier Orders which to varying degrees modify the provisions of this Award .......................................................Schedule 
 
SECTION A Cinema Section 
SECTION B Continuous Picture Shows and Picture Shows Regularly Screening Twice Daily 
SECTION C Drive-In Picture Shows 
SECTION D Picture Shows (Other than Continuous Drive-In Shows) 
SECTION E Theatres, Stadiums, Circuses, Skating Rinks, Sound Lounges, Discotheques, Theatre Restaurants, Dance and other Halls, Cabarets, 

Clubs and Hotels in Connection with the Entertainment of Customers and Planetarium 
SECTION F General 
SECTION G Sunday Screenings and/or Performances 
 
1.0 Date of operation 
 
This Award takes effect from 28 April 2003. 
 
1.4 Award coverage 

 
1.4.1 This Award shall apply to all employees, other than employees employed by the Brisbane City Council, for whom rates of wages are prescribed 

herein who are employed in or in connection with picture shows, theatres, stadiums, circuses, skating rinks, theatrettes, theatre restaurants, dance 
halls, or other halls, and to employees engaged in or in connection with the entertainment of customers in cabarets, clubs and hotels and to all 
employers of such employees. 

 
1.4.2 Subject to the provisions of the Act, such employees shall be excluded from all other Awards of this Commission. 

 
1.4.3 As to the employers named in the Schedule to this Award the provisions of the Award are modified in accordance with the requirements of the 

individual Orders listed in such Schedule. 
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1.5 Definitions 
 
1.5.1 The “Act” means the Industrial Relations Act 1999 as amended or replaced from time to time. 
 
1.5.2 “Actual Operating” shall mean the projection of motion pictures, whether for trade shows, private screenings, private try-outs and runs-through, 

and shall commence from the time of commencement of screening.  It shall include any break in the performance such as intermission, stage 
presentation, musical interlude, announcement, failure of film to arrive when changing over from one film or portion of film to another, and 
interval between sessions. 

 
1.5.3 “Commission” means the Queensland Industrial Relations Commission. 
 
1.5.4 “Complex” shall mean 2 or more cinemas (other than manually operated cinemas), run as a unit by the same management. 
 
1.5.5 “Continuous Picture Show” shall mean a picture show where pictures are screened at successive sessions in the morning and/or afternoon and 

evening. 
 
1.5.6 “Drive-in Picture Show” shall mean a picture show at which screening of pictures is viewed from a motor or other vehicle and at which sound is 

transmitted to such vehicle. 
 
1.5.7 “Fully Automated Cinema” shall mean a cinema with the bio box equipped in such a manner and with those items of equipment to allow the 

projectionist, once the programme, including slides, is made up and film threaded through the projector, to activate by the correct procedure, the 
machines, lighting, sound and curtains in the predetermined sequences and no further action is normally required from the projectionist other 
than supervision until the programme ends. 

 
1.5.8 “Head Cleaner” shall mean a cleaner who is responsible for the cleaning of the premises and who supervises the work of one or more 

employees. 
 
1.5.9 “Head Lightperson” (formerly designated “Head electrician”) shall mean an employee who is in charge of the light department and who 

supervises the work of one or more employees. 
 

1.5.10 “Head Property Person” shall mean an employee who is in charge of the property department and who supervises the work of one or more 
employees.  

 
1.5.11 “Head Stage Carpenter or Mechanist” shall mean an employee who is in charge of the mechanical department and who supervises the work of 

one or more employees. 
 

1.5.12 “Maintenance” includes Stand-by plant, House Lighting and Ramp Sound Installations where applicable. 
 
1.5.13 “Manual Cinema” shall mean a cinema other than a fully automated cinema or a semi-automated cinema. 
 
1.5.14 “Performance” shall mean a stage dramatic, vaudeville or other presentation (but excluding every picture show) conducted in a place of 

entertainment to which this Award applies.  Each presentation shall be complete, separate and distinct from any other presentation held on the 
same day. 

 
1.5.15 “Picture Show” shall mean a picture show other than a continuous or drive-in picture show. 
 
1.5.16 “Projectionist” shall mean an employee who is in charge of the projection equipment and the presentation of pictures and sound entertainment, 

including the supervision and running maintenance of the projection equipment.  (The manager or proprietor shall not be considered a 
projectionist unless the employee is solely engaged in projection work during a performance.) 

 
1.5.17 “Projectionist Grade I” shall mean an employee whose conditions of employment are contained in Section B, of this Award, whereas 

“Projectionist Grade II” shall mean an employee whose conditions of employment are contained in sections C and D. 
 

1.5.18 “Projectionist’s Assistant” shall mean an employee who assists the projectionist and operates projection equipment under the direction of the 
projectionist or during the temporary absence of the projectionists. 

 
1.5.19 “Semi-Automated Cinema” shall mean a cinema with the bio box equipped in such manner and with those items of equipment to allow the 

projectionist to make up and run the complete film programme from start to finish in conjunction with sound, lights and curtains but requires the 
projectionist to interrupt the automatic operation for the manual showing of slides within the programmed screening prior to the commencement 
of the filmed programme and at an interval, and, in addition, to re-thread film through the projector as and when necessary. 

 
1.5.20 “Union” means The Australian Workers’ Union of Employees, Queensland; or The Electrical Trades Union of Employees of Australia, 

Queensland Branch (who are employed as lightpersons or their assistants, and projectionists and projectionists assistants) or the Australian 
Liquor, Hospitality and Miscellaneous Workers’ Union, Queensland Branch, Union of Employees (employed as cleaners, security officers, or 
billposters). 

 
1.5.21 “Utility Person” shall mean an employee who is mainly engaged on unskilled work but who performs slightly skilled repair work for the 

maintenance of the premises and/or billboards wherever situated. 
 
1.5.22 “Wardrobe Supervisor” shall mean an employee who is in charge of the wardrobe department and who supervises the work of one or more 

employees. 
 
1.6 Area of operation 
 
For the purposes of this Award the Divisions and Districts shall be as follows: 
 
1.6.1 Divisions 
 
Northern Division – That portion of the State along or north of a line commencing at the junction of the sea-coast with the 21st parallel of south latitude; 
then by that parallel of latitude due west to 147 degrees of east longitude; then by that meridian of longitude due south to 22 degrees 30 minutes of south 
latitude; then by that parallel of latitude due west to the western border of the State. 
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Mackay Division – That portion of the State within the following boundaries: – Commencing at the junction of the sea-coast with the 21st parallel of 
south latitude; then by that parallel of latitude due west to 147 degrees of east longitude; then by that meridian of longitude due south to 22 degrees of 
south latitude; then by that parallel of latitude due east to the sea-coast; then by the sea-coast northerly to the point of commencement. 
 
Southern Division – That portion of the State not included in the Northern or Mackay Division. 
 
1.6.2 Districts 
 

(a) Northern Division 
 

Eastern District – That portion of the Northern Division along or east of 144 degrees 30 minutes of east longitude. 
 

Western District – The remainder of the Northern Division. 
 

(b) Southern Division – 
 

Eastern District – That portion of the Southern Division along or east of a line commencing at the junction of the southern border of the 
State with 150 degrees of east longitude; then by that meridian of longitude due north to 25 degrees of south latitude; then by that parallel of 
latitude due west to 147 degrees of east longitude; then by that meridian of longitude due north to the Southern boundary of the Mackay 
Division. 

 
Western District – The remainder of the Southern Division. 

 
1.7 Parties bound 
 
This Award is legally binding upon the employees as prescribed by clause 1.4 and their employers, and the Union and its members. 
 
PART 2 – FLEXIBILITY 
 
2.1 Enterprise flexibility 
 
2.1.1 As part of a process of improvement in productivity and efficiency, discussion should take place at each enterprise to provide more flexible 

working arrangements, improvement in the quality of working life, enhancement of skills, training and job satisfaction and to encourage 
consultative mechanisms across the workplace. 

 
2.1.2 The consultative processes established in an enterprise in accordance with clause 2.1 may provide an appropriate mechanism for consideration of 

matters relevant to clause 2.1.1.  Union delegates at the place of work may be involved in such discussions. 
 
2.1.3 Any proposed genuine agreement reached between an employer and employee/s in an enterprise is contingent upon the agreement being 

submitted to the Commission in accordance with Chapter 6 of the Act and is to have no force or effect until approval is given. 
 
PART 3 – COMMUNICATION, CONSULTATION AND DISPUTE RESOLUTION 
 
3.1 Grievance and dispute settling procedure 
 
The matters to be dealt with in this procedure shall include all grievances or disputes between an employee and an employer in respect to any industrial 
matter and all other matters that the parties agree on and are specified herein.  Such procedures shall apply to a single employee or to any number of 
employees. 
 
3.1.1 In the event of an employee having a grievance or dispute the employee shall in the first instance attempt to resolve the matter with the 

immediate supervisor, who shall respond to such request as soon as reasonably practicable under the circumstances.  Where the dispute concerns 
alleged actions of the immediate supervisor the employee(s) may bypass this level in the procedure.  

 
3.1.2 If the grievance or dispute is not resolved under clause 3.1.1, the employee or the employee’s representative may refer the matter to the next 

higher level of management for discussion.  Such discussion should, if possible, take place within 24 hours after the request by the employee or 
the employee’s representative. 

 
3.1.3 If the grievance involves allegations of unlawful discrimination by a supervisor the employee may commence the grievance resolution process 

by reporting the allegations to the next level of management beyond that of the supervisor concerned.  If there is no level of management beyond 
that involved in the allegation the employee may proceed directly to the process outlined at clause 3.1.5. 

 
3.1.4 If the grievance or dispute is still unresolved after discussions mentioned in clause 3.1.2, the matter shall, in the case of a member of a Union, be 

reported to the relevant officer of that Union and the senior management of the employer or the employer’s nominated industrial representative.  
An employee who is not a member of the Union may report the grievance or dispute to senior management or the nominated industrial 
representative.  This should occur as soon as it is evident that discussions under clause 3.1.2 will not result in resolution of the dispute. 

 
3.1.5 If, after discussion between the parties, or their nominees mentioned in clause 3.1.4, the dispute remains unresolved after the parties have 

genuinely attempted to achieve a settlement thereof, then notification of the existence of the dispute is to be given to the Commission in 
accordance with the provisions of the Act. 

 
3.1.6 Whilst all of the above procedure is being followed, normal work shall continue except in the case of a genuine safety issue. 
 
3.1.7 The status quo existing before the emergence of the grievance or dispute is to continue whilst the above procedure is being followed. 
 
3.1.8 All parties to the dispute shall give due consideration to matters raised or any suggestion or recommendation made by the Commission with a 

view to the prompt settlement of the dispute. 
 
3.1.9 Any Order or Decision of the Commission (subject to the parties’ right of appeal under the Act) will be final and binding on all parties to the 

dispute. 
 
3.1.10 Discussions at any stage of the procedure shall not be unreasonably delayed by any party, subject to acceptance that some matters may be of 

such complexity or importance that it may take a reasonable period of time for the appropriate response to be made.  If genuine discussions are 
unreasonably delayed or hindered, it shall be open to any party to give notification of the dispute in accordance with the provisions of the Act. 
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PART 4 – EMPLOYER AND EMPLOYEES’ DUTIES, EMPLOYMENT RELATIONSHIP AND RELATED ARRANGEMENTS 
 
4.1 Employment categories 
 
4.1.1 Employees, other than casuals, covered by this Award shall be advised in writing of their employment category upon appointment.   
 

Employment categories are: 
 

(a) full-time; 
 

(b) part-time (as prescribed in the relevant schedule); or 
 

(c) casual (as prescribed in the relevant schedule). 
 
4.1.2 An employee shall, on or prior to commencing employment, be provided by the employer with a written statement containing the following 

information:  
 

(a) Type of engagement, which shall be either full-time, part-time or casual;  
 

(b) Classification level;  
 

(c) Rostered hours of duty;  
 

(d) Rate of pay;  
 

(e) Date of appointment; and  
 

(f) any other specific conditions of employment.  
 
4.1.3 Unless engaged solely on project work during a performance, the manager or proprietor of any picture show shall not for the purposes of this 

Award be a projectionist. 
 
4.2 Incidental and peripheral tasks 
 
4.2.1 An employer may direct an employee to carry out such duties as are reasonably within the limits of the employee’s skill, competence and 

training. 
 
4.2.2 An employer may direct an employee to carry out such duties and use such tools and equipment as may be required provided that the employee 

has been properly trained in the use of such tools and equipment (where relevant). 
 
4.2.3 Any direction issued by an employer pursuant to clauses 4.2.1 and 4.2.2 shall be consistent with the employer’s responsibilities to provide a safe 

and healthy working environment. 
 
4.3 Anti-discrimination 
 
4.3.1 It is the intention of the parties to this Award to prevent and eliminate discrimination, as defined by the Anti-Discrimination Act 1991 and the 

Industrial Relations Act 1999 as amended from time to time, which includes: 
 

(a) discrimination on the basis of sex, marital status, family responsibilities, pregnancy, parental status, age, race, impairment, religion, political 
belief or activity, trade union activity, lawful sexual activity and association with, or relation to, a person identified on the basis of any of the 
above attributes; 

 
(b) sexual harassment; and 

 
(c) racial and religious vilification. 

 
4.3.2 Accordingly, in fulfilling their obligations under the grievance and dispute settling procedure in clause 3.1, the parties to this Award must take 

reasonable steps to ensure that neither the Award provisions nor their operation are directly or indirectly discriminatory in their effects. 
 
4.3.3 Under the Anti-Discrimination Act 1991 it is unlawful to victimise an employee because the employee has made or may make or has been 

involved in a complaint of unlawful discrimination or harassment. 
 
4.3.4 Nothing in clause 4.3 is to be taken to affect: 
 

(a) any different treatment (or treatment having different outcomes) which is specifically exempted under the Anti-Discrimination Act 1991;  
 

(b) an employee, employer or registered organisation, pursuing matters of discrimination, including by application to the Human Rights and 
Equal Opportunity Commission/Anti-Discrimination Commission Queensland. 

 
4.4 Termination of employment 
 
4.4.1 Statement of employment 
 
The employer shall, in the event of termination of employment, provide upon request to an employee who has been terminated a written statement 
specifying the period of employment and the classification or type of work performed by the employee. 
 
4.4.2 Termination by employer 
 

(a) In order to terminate the employment of an employee the employer shall give the following notice: 
 

Period of Continuous Service Period of Notice 
 

not more than 1 year.............................................................................................. 1 week 
more than 1 year, but not more than 3 years..........................................................2 weeks 
more than 3 years, but not more than 5 years ........................................................3 weeks 
more than 5 years ...................................................................................................4 weeks 
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(b) In addition to the notice in clause 4.4.2(a), employees over 45 years of age at the time of giving of notice and with not less than 2 years 
continuous service, shall be entitled to an additional week’s notice. 

 
(c) Payment in lieu of notice shall be made if the appropriate notice is not given: 

 
Provided that employment may be terminated by part of the period of notice specified and part payment in lieu thereof. 

 
(d) In calculating any payment in lieu of notice the ordinary time rate of pay for the employee concerned shall be used. 

 
(e) The period of notice in clause 4.4.2(a) shall not apply in the case of dismissal for misconduct or other grounds that justify instant dismissal, 

or in the case of casual, or seasonal employees, or to employees on daily hire, or employees engaged for a specific period of time or for a 
specific task or tasks. 

 
4.4.3 Notice of termination by employee 
 
The notice of termination required to be given by an employee shall be the same as that required of an employer, save and except that there shall be no 
additional notice based on the age of the employee concerned.  If an employee fails to give notice the employer shall have the right to withhold monies 
due to the employee with a maximum amount equal to the ordinary time rate for the period of notice. 
 
4.5 Introduction of changes 
 
4.5.1 Employer’s duty to notify 
 

(a) Where an employer has made a definite decision to introduce major changes in production, program, organisation, structure or technology 
that are likely to have significant effects on employees, the employer shall notify the employees who may be affected by the proposed 
changes and their Union. 

 
(b) “Significant effects” include termination of employment, major changes in the composition, operation or size of the employers workforce or 

in the skills required; the elimination or diminution of job opportunities or job tenure; the alteration of hours of work; the need for retraining 
or transfer of employees to other work or locations and the restructuring of jobs: 

 
Provided that where this Award makes provision for alteration of any of the matters referred to herein an alteration shall be deemed not to 
have significant effect. 

 
4.5.2 Employer’s duty to discuss change 
 

(a) The employer shall discuss with the employees affected and their Union, inter alia, the introduction of the changes referred to, the effects 
the changes are likely to have on employees and measures to avert or mitigate the adverse effects of such changes on employees. 

 
(b) The discussions shall commence as early as practicable after a definite decision has been made by the employer to make the changes 

referred to in clause 4.5.1. 
 

(c) For the purpose of such discussion, the employer shall provide in writing to the employees concerned and their Union, all relevant 
information about the changes including the nature of the changes proposed, the expected effects of the changes on employees, and any 
other matters likely to affect employees: 

 
Provided that any employer shall not be required to disclose confidential information, the disclosure of which would be inimical to the 
employer’s interests. 

 
1.0 Redundancy 
 
4.6.1 Discussions before terminations  
 

(a) Where an employer has made a definite decision that the employer no longer wishes the job the employee has been doing to be done by 
anyone, and this is not due to the ordinary and customary turnover of labour, and that decision may lead to termination of employment, the 
employer shall hold discussions with the employees directly affected and where relevant, their Union. 

 
(b) The discussions shall take place as soon as it is practicable after the employer has made a definite decision which will invoke clause 4.6.1, 

and shall cover inter alia, the reasons for the proposed terminations, measures to avoid or minimise the terminations and measures to avert 
or mitigate the adverse effects of any terminations of the employees concerned. 

 
(c) For the purpose of the discussion the employer shall, as soon as practicable, provide in writing to the employees concerned and their Union, 

all relevant information about the proposed terminations including the reasons for the proposed terminations, the number and categories of 
employees likely to be affected, the number of workers normally employed and the period over which the terminations are likely to be 
carried out: 

 
Provided that any employer shall not be required to disclose confidential information, the disclosure of which would be inimical to the 
employer’s interests. 

 
4.6.2 Transfer to lower paid duties 
 
Where an employee is transferred to other duties for reasons set out in clause 4.6.1, the employee shall be entitled to the same period of notice of transfer 
the employee would have been entitled to if the employee’s employment had been terminated, and the employer may, at the employer’s option, make 
payment in lieu thereof of an amount equal to the difference between the former ordinary time rate of pay and the new lower ordinary time rate of pay for 
the number of weeks of notice still owing. 
 
4.6.3 Transmission of business 
 

(a) Where a business is, whether before or after the date of this Award, transmitted from an employer (the “transmittor”) to another employer 
(the “transmittee”), and an employee who at the time of such transmission was an employee of the transmittor of the business, becomes an 
employee of the transmittee – 

 
(i) the continuity of the employment of the employee shall be deemed not to have been broken by reason of such transmission; and 

 
(ii) the period of employment which the employee has had with the transmittor or any prior transmittor shall be deemed to be service of 

the employee with the transmittee. 
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(b)  “Business” includes trade, process, business or occupation and includes part of any such business and “transmission” includes transfer, 
conveyance, assignment or succession whether by agreement or by operation of law and “transmitted” has a corresponding meaning. 

 
4.6.4 Time off during notice period 
 

(a) Where a decision has been made to terminate an employee in the circumstances outlined in clause 4.6.1, the employee shall be allowed up to 
one day’s time off without loss of pay during each week of notice for the purpose of seeking other employment. 

 
(b) If the employee has been allowed paid leave for more than one day during the notice period for the purpose of seeking other employment, 

the employee shall, at the request of the employer, be required to produce proof of attendance at an interview or the employee shall not 
receive payment for the time absent.  For this purpose a statutory declaration will be sufficient. 

 
4.6.5 Notice to Centrelink 
 
Where a decision has been made to terminate employees in the circumstances outlined in clause 4.6.1 the employer shall notify Centrelink thereof as 
soon as possible giving relevant information including a written statement of the reasons for the terminations, the number and categories of the 
employees likely to be affected and the period over which the terminations are intended to be carried out. 
 
4.6.6 Severance pay 
 
In addition to the period of notice prescribed for ordinary termination in clause 4.4.2, and subject to further order of the Commission, an employee whose 
employment is terminated for reasons set out in clause 4.6.1 shall be entitled to the following amounts of severance pay: 
 

Period of Continuous Service Severance Pay 
 

1 year or less .......................................................................................................nil 
1 year and up to the completion of 2 years .....................................................4 weeks’ pay 
2 years and up to the completion of 3 years....................................................6 weeks’ pay 
3 years and up to the completion of 4 years....................................................7 weeks’ pay 
4 years and over...............................................................................................8 weeks’ pay 

 
“Weeks’ Pay” means the ordinary time rate of pay for the employee concerned. 
 
4.6.7 Superannuation benefits 
 
Subject to further order of the Commission where an employee who is terminated receives a benefit from a superannuation scheme, such employee shall 
only receive under clause 4.6.6 the difference between the severance pay specified in that clause and the amount of the superannuation benefit such 
employee receives which is attributable to employer contributions only.  If this superannuation benefit is greater than the amount due under clause 4.6.6 
then the employee shall receive no payment under that clause. 
 
4.6.8 Employee leaving during notice 
 
An employee whose employment is terminated for reasons set out in clause 4.6.1 may terminate such employment during the period of notice specified in 
clause 4.4.2, and, if so, shall be entitled to the same benefits and payments under clause 4.6 had such employee remained with the employer until the 
expiry of such notice: 
 
Provided that in such circumstances the employee shall not be entitled to payment in lieu of notice. 
 
4.6.9 Alternative employment 
 
An employer, in a particular case, may make application to the Commission to have the general severance pay prescription amended if the employer 
obtains acceptable alternative employment for an employee. 
 
4.6.10 Employees with less than one year’s service 
 
Clause 4.6 shall not apply to employees with less than one year’s continuous service and the general obligation on employers should be no more than to 
give relevant employees an indication of the impending redundancy at the first reasonable opportunity, and to take such steps as may be reasonable to 
facilitate the obtaining by the employees of suitable alternative employment. 
 
4.6.11 Employees exempted 
 
Clause 4.6 shall not apply: 
 

(a) where employment is terminated as a consequence of misconduct on the part of the employee; 
 

(b) to employees engaged for a specific period of time or for a specific task or tasks; or 
 

(c) to casual employees. 
 
4.6.12 Employers exempted 
 
Subject to an order of the Commission, in a particular redundancy case, clause 4.6 shall not apply to employers who employ less than 15 people. 
 
4.6.13 Incapacity to pay 
 
An employer in a particular redundancy case may make application to the Commission to have the general severance pay prescription amended on the 
basis of the employer’s incapacity to pay. 
 
4.7 Continuity of service – transfer of calling 
 
In cases where a transfer of calling occurs, continuity of service should be determined in accordance with sections 67-71 of the Act as amended from time 
to time. 
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PART 5 – WAGES AND WAGE RELATED MATTERS 
 
1.0 Definition of classifications 
 
5.1.1 “Cinema Employee Grade I” shall mean a person employed as a cleaner who is responsible for the cleaning of the premises and who supervises 

the work of one or more employees also engaged in cleaning duties, or, an employee who is mainly engaged on unskilled work but performs 
slightly skilled work for the maintenance of the premises. 

 
5.1.2 “Cinema Employee Grade II” shall mean an employee who sells admission tickets and operates a visual display unit for ticketing with cash 

balance and also performs Front of House duties as required, or, an employee who is competent to perform cleaning duties under direction of the 
Head Cleaner or of the employee’s own initiative, or, a person who will give change in exchange for high value currency and can also sell 
tickets for entry to venues and also performs Front of House duties as required, or, a person who supplies requirements of patrons such as 
beverages, sweets/chocolates and any other food snacks, and/or any duties incidental to any of the above. 

 
5.1.3 “Cinema Employee Grade III” shall mean a person who greets patrons after they have passed the door person and ushers them to the seats as 

designated on these entry tickets; also attends to requirements of patrons and other associated duties of Front of House requirements, or, a person 
who stands at door or entrance to a theatre and admits patrons and directs them to the usher and also maintains orderly admission of patrons and 
attends to other Front of House duties as required, or, a person who assists in preparation of foods and of beverages and cleaning of utensils 
used, and/or, any duties incidental to any of the above. 

 
5.2 Wage rates 
 
Refer to the relevant schedule. 
 
5.2.1 Divisional and district allowances 

 
In addition to the rates of wages set out in this Award the following payments shall be made: 

 
   Adults Juniors Casuals 
  Per Performance Per Week Per Week Per Hour 
     ¢ $ $ ¢ 

Northern Division....................................................................7.917 1.05 0.53 2.708 
Mackay Division .....................................................................6.875 0.90 0.45 2.083 
Southern Division, Western District .......................................7.917 1.05 0.53 2.708 
Northern Division, Western District .....................................23.333 3.25 1.63 8.333 

 
These allowances shall be payable for all purposes of this Award. 

 
5.3 Allowances 
 
5.3.1 Travel allowance 
 

(a) Travelling Staff – All travelling staff shall be allowed, to cover board and incidental expenses, in addition to their ordinary salaries and 
fares, an amount per day negotiated between employee and employer.  The allowance per day shall be paid for each of the whole days less 
in number than 7 which the employee spends in any one city or town. 

 
(b) The allowance per week shall be paid for each 7 consecutive whole days that the employee spends in any one city or town.  If the employee 

spends in any one city or town more than 7 or any other multiple of 7 whole days they shall for each whole day not part of the 7 or other 
multiple be paid 1/5th of the said allowance per week. 

 
(c) The appropriate allowance herein prescribed shall be paid in respect of the whole time of the travelling, including the days, whether Sunday 

or not, on which a journey begins or ends. 
 

(d) No employee who pays their own fare for travelling while on duty shall be engaged to travel.   
 

(e) Employees shall be allowed first class fares by rail, boat, road or otherwise whilst travelling on duty.  When travelling by rail, sleeping-berth 
tickets if available, shall be allowed. 

 
(f) Employees shall be paid full wages while travelling on land or sea less the additional wages paid for touring to provide for board and 

lodging from the time they start until return to the starting point.  
 

(g) No employer shall employ any person to travel unless fares are paid by the employer. 
 

(h) When an employee is detained at work until it is too late to travel by the last train, bus or other regular public conveyance to the employee’s 
home, the employer shall provide proper conveyance for the employee so detained. 

 
5.3.2 Tool allowance 
 
All mechanical property or light requirements, and all cleansing material and equipment, including torches, shall be provided by the employer.  Torches 
shall be provided for all front of house staff. 
 
Cleaners shall be provided with all materials and implements necessary for their work and with hot water for cleaning and scrubbing in cold weather.  If 
requested, they shall also be provided with protective clothing including gloves. 
 
5.3.3 Meal allowance 
 
Where, because of unforeseen circumstances, an employee is required to continue working beyond their usual finishing time for more than one hour and 
beyond the meal periods specified hereunder, the employee shall be paid a meal allowance of $7.50, provided that such allowance shall not be payable 
where notice of intention to work overtime was given on the previous period of duty or earlier.  For the purpose of clause 5.3.3 meal hours shall be 
deemed to be between – breakfast, 7 a.m. to 8 a.m., lunch 11.45 a.m. to 2.15 p.m., and dinner, 5 p.m. to 7 p.m., and further provided that the provision for 
the payment of double time rates during meal times does not apply to employees working overtime. 
 
Employers shall provide hot water for the use of employees in making tea, etc., for their meals or breaks. 
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5.4 Payment of wages 
 
All wages shall be paid weekly by one of the following means: 
 

(a) Cash; or 
 

(b) Cheque; or 
 

(c) Payment directly into the employee’s bank account without cost to the employee. 
 
5.5 Superannuation 
 
5.5.1 Application –In addition to the rates of pay prescribed by this Award, eligible employees, as defined in clause 5.5.3(b), shall be entitled to 

occupational superannuation benefits, subject to the provisions of clause 5.5. 
 
5.5.2 Contributions 
 

(a) Amount – Every employer shall contribute on behalf of each eligible employee as from 2 March 1990, an amount calculated at 3% of the 
employee’s ordinary time earnings, into an approved fund, as defined in clause 5.5.3(a).  Each such payment of contributions shall be 
rounded off to the nearest 10 cents. 

 
(b) Regular payment – The employer shall pay such contributions to the credit of each such employee at least once each calendar month or in 

accordance with the requirements of the approved fund trust deed. 
 

(c) Minimum level of earnings – No employer shall be required to pay superannuation contributions on behalf of any eligible employee whether 
full-time, part-time, casual, adult or junior in respect of any week during which the employee’s ordinary time earnings, as defined, do not 
exceed 35% of the Guaranteed Minimum Wage for the Southern Division, Eastern District as declared from time to time. 

 
(d) Absences from work – Contributions shall continue to be paid on behalf of an eligible employee during any absence on paid leave such as 

annual leave, long service leave, public holidays, sick leave and bereavement leave, but no employer shall be required to pay superannuation 
contributions on behalf of any eligible employee during any unpaid absences except in the case of absence on workers’ compensation.  In 
the case of workers’ compensation the employer shall contribute in accordance with clause 5.5.2(a) whenever the employee is receiving by 
way of workers’ compensation an amount of money no less than the employee’s normal award rate of pay. 

 
(e) Other contributions – Nothing in clause 5.5 shall preclude an employee from making contributions to a fund in accordance with the 

provisions of the trust deed of the fund. 
 

(f) Cessation of contributions – An employer shall not be required to make any further contributions on behalf of an eligible employee for any 
period after the end of the ordinary working day upon which the contract of employment ceases to exist. 

 
(g) No other deductions – No additional amounts shall be paid by the employer for the establishment, administration, management or any other 

charges in connection with the fund other than the remission of contributions as prescribed in clause 5.5. 
 
5.5.3 Definitions 
 

(a) “Approved fund” means a fund approved for the purposes of this Award by the Commission as one into which occupational superannuation 
contributions may be made by an employer on behalf of an employee, as required by clause 5.5.  Such approved fund may be individually 
named or may be identified by naming a particular class or category. 

 
(b) “Eligible employee” shall mean any employee who has been employed by the employer during 5 consecutive weeks and who has worked a 

minimum of 50 hours during that period.  After completion of the above qualifying period, superannuation contributions shall then be made 
in accordance with clause 5.5.2 effective from the commencement of that qualifying period. 

 
(c) “Fund” means a superannuation fund as defined in the Occupational Superannuation Standards Act 1987 and satisfying the superannuation 

fund conditions in relation to a year of income, as specified in that Act and complying with the operating standards as prescribed by 
Regulations made under that Act.  

 
In the case of a newly established fund, the term shall include a superannuation fund that has received a notice of preliminary listing from 
the Insurance and Superannuation Commissioner. 

 
(d) “Ordinary time earnings” for the purpose of clause 5.5 means the actual ordinary time rate of pay the employee receives for ordinary hours 

of work including shift loading and leading hand, in-charge or supervisory allowances where applicable.  The term includes any over award 
payment as well as casual rates received for ordinary hours of work.  Ordinary time earnings shall not include overtime, disability 
allowances, commission, bonuses, lump sum payments made as a consequence of the termination of employment, annual leave loading, 
penalty rates for public holiday work, fares and travelling time allowances or any other extraneous payments of a like nature. 

 
5.5.4 For the purposes of this Award, an approved fund shall mean 
 

(a) Sunsuper. 
 

(b) Any named fund as is agreed to between the relevant employer/Union parties to this Award and as recorded in an approved Industrial 
Agreement. 

 
(c) In the case of a minority group of employees of a particular employer, any industry, multi-industry or other fund which has been approved 

in an Award of, or an Agreement approved by, an Industrial Tribunal, whether State or Federal jurisdiction, and already has practical 
application to the majority of Award employees of that employer. 

 
(d) As to employees who belong to the religious fellowship known as the Brethren, who hold a Certificate issued pursuant to the Act and are 

employed by an employer who also belongs to that fellowship any fund nominated by the employer and approved by the Brethren. 
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(e) Any fund agreed between an employer and an employee who holds a Certificate issued pursuant to the Act where membership of a fund 
cited in an Award would be in conflict with the conscientious beliefs of that employee. 

 
(f) In relation to any particular employer, any other established fund to which that employer was already actually making regular and genuine 

contributions in accordance with clause 5.5.2 on behalf of at least a significant number of that employer’s employees covered by this Award 
as at 29 September 1989, and continues to make such contributions: 

 
Provided that the making of a deposit, an initial or other contributions subsequent to 29 September 1989, but on a retrospective basis, in 
respect of any period up to and including 29 September 1989, shall not under any circumstances bring a fund within the meaning of this 
provision.  The mere signing and submission of any nomination for membership documents to trustees of a fund prior to 29 September 
1989, does not bring a fund within the meaning of this provision. 

 
5.5.5 Challenge of a fund 
 

(a) An eligible employee being a member or a potential member of a fund, as well as the Union whose registered list of callings incorporates 
any of the classification/s of employees to whom this Award applies, may by notification of a dispute challenge a fund on the grounds that it 
does not meet the requirements of clause 5.5. 

 
(b) Notwithstanding that the Commission determines that a particular fund does not meet the requirements of clause 5.5, the Commission may 

in its discretion and subject to any recommendation, direction or order it may make, recognise any or all of the contributions previously 
made to that fund as having met the requirements or part thereof of clause 5.5.2 up to and including the date of that determination. 

 
(c) In the event of any dispute over whether any fund complies with the requirements of the clause, the onus of proof shall rest upon the 

employer.  
 
5.5.6 Fund selection 
 

(a) No employer shall be required to make or be prevented from making, at any one time, contributions into more than one approved fund. Such 
fund, other than a fund referred to in clauses 5.5.4 (c), (d), (e) and (f) shall be determined by a majority decision of employees. 

 
(b) Employees who are members of an established fund covered by clause 5.5.4(f) shall have the right by majority decision to choose to have 

the contributions specified in clause 5.5.2 paid into a fund as provided for elsewhere in clause 5.5.4 in lieu of the established fund to which 
clause 5.5.4(f) has application. 

 
(c) The initial selection of a fund recognised in clause 5.5.4 shall not preclude a subsequent decision by the majority of employees in favour of 

another fund recognised under that clause where the longterm performance of the fund is clearly disappointing. 
 

(d) Where this provision has been utilised and as a result another approved fund is determined, access to a further re-appraisal of the fund for 
the purpose of favouring yet another fund shall not be available until a period of 3 years has elapsed after that utilisation of this provision: 

 
Provided that the provisions of clause 5.5.6 do not preclude the making at any time of an Industrial Agreement within the terms of clause 
5.5.4. 

 
5.5.7 Enrolment 
 

(a) Each employer to whom clause 5.5 applies shall as soon as practicable as to both current and future eligible employees: 
 

(i) Notify each employee of the employee’s entitlement to occupational superannuation; 
 

(ii) Consult as may be necessary to facilitate the selection by employees of an appropriate fund within the meaning of clause 5.5.4; 
 

(iii) Take all reasonable steps to ensure that upon the determination of an appropriate fund each eligible employee, receives, completes, 
signs and returns the necessary application form/s provided by the employer to enable that employee to become a member of the 
fund; and 

 
(iv) submit all completed application form/s and any other relevant material to the trustees of the fund. 

 
(b) Each employee upon becoming eligible to become a member of a fund determined in accordance with  clause 5.5 shall: 

 
(i) Complete and sign the necessary application form/s to enable that employee to become a member of that fund; and 

 
(ii) Return such form/s to the employer within 28 days of receipt in order to be entitled to the benefit of the contributions prescribed in 

clause 5.5.2. 
 

(c) Where an employer has complied with the requirements of clause 5.5.7(a) and an eligible employee fails to complete, sign and return the 
application form/s within 28 days of the receipt by the employee of that form/s, then that employer shall: 

 
(i) Advise an eligible employee in writing of the non-receipt of the application form/s and further advise the eligible employee that 

continuing failure to complete, sign and return such form/s within 14 days could jeopardise their entitlement to the occupational 
superannuation benefit prescribed by clause 5.5. 

 
(ii) In the event that an eligible employee fails to complete, sign and return such application form/s within the specified period of 14 days 

be under no obligation to make any occupational superannuation contributions in respect of such eligible employee excepting as from 
any subsequent date from which completed and signed application form is received by the employer. 

 
(iii) In the event that an eligible employee fails to return completed and signed application form/s within a period of 6 months from the 

date of the original request by the employer, again advise that eligible employee in writing of the entitlement and that the receipt by 
the employer of a completed and signed application form is a pre-requisite to the payment of any occupational superannuation 
contributions. 

 
(iv) At the same time as advising the eligible employee pursuant to clause 5.5.7(c)(iii) submit both to the Chief Industrial Inspector, 

Brisbane and a copy of each letter forwarded by them to the eligible employee pursuant to clause 5.5.7(c)(i) and 5.5.7(c)(iii). 
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(d) Where an employer fails to provide an eligible employee with an application form/s in accordance with clause 5.5.7(a)(iii) the employer 
shall be obliged to make contributions as from the date of operation of clause 5.5.7 or from the date an employee became an “eligible 
employee” if that occurs thereafter provided that an eligible employee completes, signs and returns to the employer an application form 
within 28 days of being provided with the application form/s by the employer.  Where an eligible employee fails to complete, sign and 
return application form/s within such period of 28 days the provisions of clause 5.5.7(c) shall apply. 

 
5.5.8 Unpaid contributions  
 

Subject to Chapter 11, part 2, Division 5 of the Act and to clause 5.5.5, where the discretion of the Commission has been exercised, should it be 
established that the employer has failed to comply with the requirements of clause 5.5.2 in respect of any eligible employee such employer shall 
be liable to make the appropriate contributions retrospectively to the date of eligibility of the employee, plus an amount equivalent to the rate of 
return those contributions would have attracted in the relevant approved fund, or as necessary a fund to be determined by the Commission under 
clause 5.5.5, had they been paid on the due dates.  

 
The making of such contributions satisfies the requirements of clause 5.5 excepting that resort to clause 5.5.8 shall not limit any common law 
action which may be available in relation to death, disablement or any similar cover existing within the terms of a relevant fund.  

 
5.5.9 Exemptions  
 

An employer may apply to the Commission for exemption from all or any of the provisions of clause 5.5 in the following circumstances: 
 

(a) Incapacity to pay the costs associated with its implementation, or 
 

(b) Any special or compelling circumstances peculiar to the business of the employer. 
 

PART 6 – HOURS OF WORK, BREAKS, OVERTIME, SHIFT WORK, WEEKEND WORK 
 
6.1 Hours of work 
 
Refer to the relevant schedule. 
 
6.2 Rest Pauses 
 
Every employee, other than performance and casual employees who do not work 8 hours continuously, shall be granted a rest pause of 10 minutes’ 
duration in the employer’s time in the 1st and 2nd half of their daily work.  Such rest pauses shall be taken at such times as will not interfere with 
continuity of work where continuity is necessary: 
 
Provided that the rest pauses may be combined into one 20 minute break to be taken at a mutually agreeable time. 
 
6.3 Rosters 
 
All full-time employees must be notified by the employer of their working shifts by means of a roster placed in the staff room for the employees’ perusal.  
At least 7 days’ notice must be given to the employee should any alteration of the working hours be intended. 
 
PART 7 – LEAVE OF ABSENCE AND PUBLIC HOLIDAYS 
 
7.1 Annual leave 
 
7.1.1 Every employee, (other than a casual employee), or an employee employed on a per performance basis, shall at the end of each year of their 

employment be granted 4 weeks’ annual leave on full pay. 
 
7.1.2 Such annual leave shall be exclusive of any public holiday which may occur during the period of that annual leave and shall be paid for by the 

employer in advance: 
 

(a) In the case of any and every employee in receipt immediately prior to that leave of ordinary pay at a rate in excess of the ordinary rate 
payable under this Award, at that excess rate; and 

 
(b) In every other case, at the ordinary rate payable to the employee concerned immediately prior to that leave under this Award. 

 
7.1.3 If the employment of any employee is terminated at the expiration of a full year of employment, the employer shall be paid, in addition to all 

other amounts due to them, their ordinary pay for 4 weeks and also their ordinary pay for any public holiday leave occurring during such period 
of 4 weeks. 

 
7.1.4 If the employment of any employee is terminated before the expiration of a full year of employment, such employee shall be paid, in addition to 

all other amounts due to the employee, an amount equal to 1/12th of the ordinary pay for the period of employment. 
 
7.1.5 Calculation of annual leave pay 
 

In respect to annual leave entitlements for any period of employment completed on or after 3rd September, 1973, annual leave pay (including 
any proportionate payments) shall be calculated as follows: 

 
(a) Shift workers – Subject to clause 7.1.5(c) the rate of wage to be paid to a shift worker shall be the rate payable for work in ordinary time 

according to the employee’s roster or projected roster, including Saturday, Sunday or public holiday shifts. 
 

(b) Leading hands, Etc – Subject to clause 7.1.5(c) leading hand allowances and amounts of a like nature otherwise payable for ordinary time 
worked shall be included in the wages to be paid to employees during annual leave. 

 
(c) All employees – Subject to the provisions of clause 7.1.5(d), in no case shall the payment by an employer to an employee be less than the 

sum of the following amounts: 
 

(i) The employee’s ordinary wage rate as prescribed by the Award for the period of the annual leave (excluding shift premiums and 
weekend penalty rates); 

(ii) Leading hand allowance or amounts of a like nature; 
 

(iii) A further amount calculated at the rate of 17½ % of the amounts referred to in clause 7.1.5(c)(i) and 7.1.5(c)(ii). 
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(d) Clause 7.1.5(c) does not apply to: 
 

 (i) any period or periods of annual leave exceeding – 
 

• 5 weeks in the case of employees employed in a calling where 3 shifts per day are worked over a period of 7 days per week; 
 

• 4 weeks in any other case. 
 

(ii) Employers (and their employees) who are already paying (or receiving) an annual leave bonus, loading or other annual leave payment 
which is not less favourable to employees. 

 
1.0.0 Annual leave shall be taken within 6 months of becoming due.  If it is not practicable to take such leave within the 6 month period, other 

arrangements may be made between the employer and the employee.  Such other arrangements may lead to accumulation for a period not 
exceeding 2 years: 

 
Provided that by agreement in writing between the employer and the employee, the accumulation period may be exceeded. 

 
7.2 Sick leave  
 
7.2.1 Entitlement 
 

(a) Every employee, except casuals and school-based apprentices and trainees, is entitled to 8 days’ sick leave for each completed year of their 
employment with their employer. 

 
(b) This entitlement will accrue at the rate of one day’s sick leave after each 6 weeks of employment. 

 
(c) Payment for sick leave will be made based on the ordinary number of hours that would have been worked if the employee were not absent 

on sick leave. 
 

(d) Sick leave may be taken for part of a day. 
 

(e) Sick leave shall be cumulative, but unless the employer and employee otherwise agree, no employee shall be entitled to receive, and no 
employer shall be bound to make, payment for more than 13 weeks’ absence from work through illness in any one year. 

 
(f) Part-time employees accrue sick leave on a proportional basis. 

 
7.2.2 Employee must give notice 
 
The payment of sick leave is subject to the employee promptly advising the employer of the employee’s absence and its expected duration. 
 
7.2.3 Evidence supporting a claim 
 
When the employee’s absence is for more than 2 days the employee is required to give the employer a doctor’s certificate, or other reasonably acceptable 
evidence, about the nature and approximate duration of the illness. 
 
7.2.4 Accumulated sick leave 
 
An employee’s accumulated sick leave entitlements are preserved when: 
 

(a) The employee is absent from work on unpaid leave granted by the employer; 
 

(b) The employer or employee terminates the employee’s employment and the employee is re-employed within 3 months; or 
 

(c) The employee’s employment is terminated because of illness or injury and the employee is re-employed by the same employer without 
having been employed in the interim. 

 
The employee accumulates sick leave entitlements whilst absent from work on paid leave granted by the employer. 

 
7.2.5 Workers’ compensation  
 
Where an employee is in receipt of workers’ compensation, the employee is not entitled to payment of sick leave. 
 
7.3 Bereavement leave 

7.3.1 Full-time and part-time employees 
 

Full-time and part-time employees shall on the death of a member of their immediate family or household in Australia be entitled to paid 
bereavement leave up to and including the day of the funeral of such person.  Such leave shall be without deduction of pay for a period not 
exceeding the number of hours worked by the employee in 2 ordinary days of work.  Proof of such death is to be furnished by the employee to 
the satisfaction of the employer. 

 
7.3.2 Long-term casual employees 
 

(a) A long-term casual employee is entitled to at least 2 days unpaid bereavement leave on the death of a member of the person’s immediate 
family or household in Australia. 

 
(b) A “long-term casual employee” is a casual employee engaged by a particular employer, on a regular and systematic basis, for several 

periods of employment during a period of at least one year immediately before the employee seeks to access an entitlement under clause 
7.3.2. 
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7.3.3 “Immediate family” includes: 
 

(a) A spouse (including a former spouse, a de facto spouse and a former de facto spouse, spouse of the same sex) of the employee; and 
 

(b) A child or an adult child (including an adopted child, a foster child, an ex-foster child, a stepchild or an ex-nuptial child), parent, 
grandparent, grandchild or sibling of the employee or spouse of the employee. 

 
7.3.4 An employee, with the consent of the employer, may apply for unpaid leave when a member of the employee’s immediate family or household 

in Australia dies and the period of bereavement leave entitlement provided above is insufficient. 
 
7.4 Long service leave 
 
All employees covered by this Award are entitled to long service leave on full pay under, subject to, and in accordance with, the provisions of Chapter 2, 
Part 3, sections 42-58 of the Act as amended from time to time. 
 
1.0 Family leave 
 
The provisions of the Family Leave Award apply to and are deemed to form part of this Award. 
 
7.5.1 It is to be noted that: 
 

(a) part-time work can be performed by agreement in the circumstances specified in the Family Leave Award; 
 

(b) a copy of the Family Leave Award is required to be displayed in accordance with section 697 of the Act. 
 
7.5.2 The Family Leave Award also provides for the terms and conditions of leave associated with: 
 

(a) Maternity leave 
 

(b) Parental leave 
 

(c) Adoption leave 
 

(d) Special responsibility leave for the care and support of the employee's immediate family or household. 
 
7.6 Public holidays 
 
7.6.1 Subject to clause 7.6.6 all work done by any employee on: 
 

– the 1st January; 
– the 26th January; 
– Good Friday; 
– Easter Saturday (the day after Good Friday); 
– Easter Monday; 
– the 25th April (Anzac Day); 
– The Birthday of the Sovereign; 
– Christmas Day; 
– Boxing Day; or 
– any day appointed under the Holidays Act 1983, to be kept in place of any such holiday 

 
will be paid for at the rate of double time and a-half with a minimum of 4 hours. 

 
7.6.2 Labour Day 
 
All employees covered by this Award are entitled to be paid a full day’s wage for Labour Day (the first Monday in May or other day appointed under the 
Holidays Act 1983, to be kept in place of that holiday) irrespective of the fact that no work may be performed on such day, and if any employee 
concerned actually works on Labour Day, such employee will be paid a full day’s wage for that day and in addition a payment for the time actually 
worked by the employee at one and a-half times the ordinary time rate of pay prescribed for such work with a minimum of 4 hours. 
 
7.6.3 Annual show 
 
All work done by employees in a district specified from time to time by the Minister by notification published in the Industrial Gazette on the day 
appointed under the Holidays Act 1983, to be kept as a holiday in relation to the annual agricultural, horticultural or industrial show held at the principal 
city or town, as specified in such notification of such district will be paid for at the rate of double time and a-half with a minimum of 4 hours. 
 
In a district in which a holiday is not appointed for an annual agricultural, horticultural or industrial show, the employee and employer must agree on an 
ordinary working day that is to be treated as a show holiday for all purposes. 
 
7.6.4 Double time and a-half 
 
For the purposes of clause 7.6 “double time and a-half” means one and a-half day’s wages in addition to the employee’s ordinary time rate of pay or pro 
rata if there is more or less than a day. 
 
7.6.5 Stand down 
 
Any employee, with 2 weeks or more of continuous service, whose employment has been terminated by the employer or who has been stood down by the 
employer during the month of December, and who is re-employed in January of the following year, shall be entitled to payment at the ordinary rate 
payable to that employee when they were dismissed or stood down, for any one or more of the following holidays, namely, Christmas Day, Boxing Day 
and New Year’s Day.  
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7.6.6 Substitution 
 
Where there is agreement between the employer and the majority of employees concerned, a public holiday may be substituted for another day.  If such 
other day is worked, then payment for that day will be at the rate of double time and a-half at the employee’s ordinary time rate of pay. 
 
PART 8 – TRANSFERS, TRAVELLING AND WORKING AWAY FROM USUAL PLACE OF WORK 
 
NOTE: No provisions inserted in this Award relevant to this Part. 
 
PART 9 – TRAINING AND RELATED MATTERS 
 
9.1 Training 
 
The parties to this Award recognise that in order to increase the efficiency and productivity of the enterprise and also the national and international 
competitiveness of the industries covered by this award, a greater commitment to training and skill development is required.  Accordingly, the parties 
commit themselves to: 
 

(a) developing a more highly skilled and flexible workforce; 
 

(b) providing employees with career opportunities through appropriate training to acquire additional skills; and 
 

(c) removing barriers to the use of skills acquired. 
 
PART 10 – OCCUPATIONAL HEALTH AND SAFETY MATTERS, EQUIPMENT, TOOLS AND AMENITIES 
 
10.1 First-aid kit 
 
Every employer shall provide a first-aid kit readily accessible to employees in case of accident. 
 
10.2 Uniforms 
 
10.2.1 Every employer shall provide special dress (including boots or shoes) or uniform when such employer requires their employees to wear such 

special dress or uniform.  Such special dress or uniform shall remain the property of the employer and shall be kept in repair and in a clean 
condition by the employer. 

 
10.2.2 (a) Where the employee so requests, projection staff shall be provided with overalls or dust coats which shall be dry-cleaned or laundered at the 

employer’s expense. 
 

(b) Employees required to launder uniforms or any part of them shall be paid as follows: 
 

Blouses $1.23; Frocks $2.46; Collars and/or Scarves 62c; Skirts $1.23; Pant Suits $3.08. 
 

These rates shall apply for laundering once only in each week – if required to be laundered more than once these rates to apply for each 
occasion they are laundered. 

 
(c) Any front of house staff required to wear unusual or promotional attire shall be paid not less than 51c for each performance such special 

dress is required. 
 

(d) Employees in continuous picture shows required to wear uniforms shall be allowed 30 minutes each day in the aggregate for the purpose of 
changing to and from such uniforms, such 30 minutes shall be counted as time worked. 

 
10.2.3 Every employer shall provide a dress coat or dinner jacket when they require an employee to wear such coat or jacket or, in lieu thereof, shall 

pay to such employee in addition to the rate of wages prescribed herein an allowance of 41c per day with a maximum of $2.05 per week. 
 
10.2.4 Employees required to wear appropriate attire shall be paid 21c for each performance required to do so.  
 
10.3 Amenities 
 
10.3.1 Employers shall provide suitable accommodation for employees to leave their personal property, and also for use to have meals. 
 
10.3.2 Provision shall be made for all employees in continuous picture shows to be allowed to sit down for the purpose of resting while not engaged in 

performing their duty. 
 
PART 11 – AWARD COMPLIANCE AND UNION RELATED MATTERS 
 
Preamble 
 
Clauses 11.1 and 11.2 replicate legislative provisions contained within the Act.  In order to ensure the currency of existing legal requirements parties are 
advised to refer to sections 366, 372 and 373 of the Act as amended from time to time. 
 
11.1 Right of entry 
 
11.1.1 Authorised Industrial Officer 
 

(a) An “Authorised Industrial Officer” is any Union official holding a current authority issued by the Industrial Registrar. 
 

(b) Right of entry is limited to workplaces where the work performed falls within the registered coverage of the Union. 
 
11.1.2 Entry procedure 
 

(a) The authorised industrial officer is entitled to enter the workplace during normal business hours as long as: 
 

(i) the authorised industrial officer alerts the employer or other person in charge of the workplace to their presence;  and 
 

(ii) shows the authorisation upon request.  



 
4 July, 2003 QUEENSLAND GOVERNMENT INDUSTRIAL GAZETTE 819 
 
 

S:\QIRCDEV-BASE\QGIG\2003\VOL 173\NO. 10 04.07.03.DOCno. 10 04.07.03 

(b) Clause 11.1.2(a)(i) does not apply if the authorised industrial officer establishes that the employer or other person in charge is absent. 
 

(c) A person must not obstruct or hinder any authorised industrial officer exercising their right of entry. 
 

(d) If the authorised industrial officer intentionally disregards a condition of clause 11.1.2 the authorised industrial officer may be treated as a 
trespasser. 

 
11.1.3 Inspection of records 
 

(a) An authorised industrial officer is entitled to inspect the time and wages record required to be kept under section 366 of the Act. 
 

(b) An authorised industrial officer is entitled to inspect such time and wages records of any former or current employee except if the employee: 
 

(i) is ineligible to become a member of the Union; or 
 

(ii) is a party to a QWA or ancillary document, unless the employee has given written consent for the records to be inspected; or 
 

(iii)  has made a written request to the employer that the employee does not want that employee’s record inspected. 
 

(c) The authorised industrial officer may make a copy of the record, but cannot require any help from the employer. 
 

(d) A person must not coerce an employee or prospective employee into consenting, or refusing to consent, to the inspection of their records by 
an authorised industrial officer. 

 
11.1.4 Discussions with employees 
 

An authorised industrial officer is entitled to discuss with the employer, or a member or employee eligible to become a member of the Union: 
 

(a) matters under the Act during working or non-working time; and 
 

(b) any other matter with a member or employee eligible to become a member of the Union, during non-working time. 
 
11.1.5 Conduct 
 
An authorised industrial officer must not unreasonably interfere with the performance of work in exercising a right of entry. 
 
11.2 Time and wages record 
 
11.2.1 An employer must keep, at the place of work in Queensland, a time and wages record that contains the following particulars for each pay period 

for each employee, including apprentices and trainees: 
 

(a) the employee’s award classification; 
 

(b) the employer’s full name; 
 

(c) the name of the Award under which the employee is working; 
 

(d) the number of hours worked by the employee during each day and week, the times at which the employee started and stopped work, and 
details of work breaks including meal breaks; 

 
(e) a full-time, daily or hourly wage rate – details of the wage rate for each week, day, or hour at which the employee is paid;  

 
(f) the gross and net wages paid to the employee;   

 
(g) details of any deductions made from the wages; and  

 
(h) contributions made by the employer to a superannuation fund. 

 
11.2.2 The time and wages record must also contain: 
 

(a) the employee's full name and address;  
 

(b) the employee's date of birth;  
 

(c) details of sick leave credited or approved, and sick leave payments to the employee;  
 

(d) the date when the employee became an employee of the employer;  
 

(e) if appropriate, the date when the employee ceased employment with the employer; and 
 

(f) if a casual  employee’s entitlement to long service leave is worked out under section 47 of the Act – the total hours, other than overtime, 
worked by the employee since the start of the period to which the entitlement relates, worked out to and including 30 June in each year. 

 
11.2.3 The employer must keep the record for 6 years. 
 
11.2.4 Such records shall be open to inspection during the employer’s business hours by an inspector of the Department of Industrial Relations, in 

accordance with section 371 of the Act, or an Authorised Industrial Officer in accordance with sections 372 and 373 of the Act. 
 
11.3 Union encouragement 
 
Clause 11.3 gives effect to section 110 of the Act in its entirety. Consistent with section 110 a Full Bench of the Commission has issued a Statement of 
Policy on Union Encouragement (reported 165 QGIG 221) that encourages an employee to join and maintain financial membership of an the Union. 
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11.3.1 Documentation to be provided by employer 
 
At the point of engagement, an employer to whom this Award applies shall provide employees with a document indicating that a Statement of Policy on 
Union Encouragement has been issued by the Commission, a copy of which is to be kept on the premises of the employer in a place readily accessible by 
each employee. 
 
The document provided by the employer shall also identify the existence of a union encouragement clause in this Award. 
 
11.3.2 Union delegates 
 
Union delegates and job representatives have a role to play within a workplace.  The existence of accredited union delegates and/or job representatives is 
encouraged. 
 
The employer shall not unnecessarily hinder accredited union delegates and/or job representatives in the reasonable and responsible performance of their 
duties. 
 
11.3.3 Deduction of union fees 
 
Where arrangements can be entered into, employers are encouraged to provide facilities for the deduction and remittance of union fees for employees 
who signify in writing to their employer, their desire to have such membership fees deducted from their wages. 
 
11.4 Award posting 
 
Every employer shall post in a conspicuous and convenient place on the premises and so as to be readily accessible to employees a true copy of this 
Award. 

 
SCHEDULE 

 
List of employees with 2nd Tier Orders which to varying Degrees Modify the Provisions of this Award 

 
Name Case No. Date of Order 

 
Birch, Carroll & Coyle Limited  B570/88 31.8.88 

 
Brisbane City Council  B285/88 23.9.88 

 
Caboolture Bowl } 
Capalaba Bowl ) 
Clayfield Bowl ) 
Gold Coast Super Bowl ) 
Greenslopes Bowl ) 
Kedron Tenpin Bowling Centre ) B267/89 6.6.89 
Logan City Lanes ) 
Milton Tenpin Bowl ) 
Mt Warren Lanes ) 
Pine Rivers Bowl ) 
Southern Plains Tenpin Bowl ) 
Suncity Bowl ) 
Bundamba Bowl } 

 
SECTION A 

 
Cinema Section 

Wage rates 
 
The minimum rates of wages shall be the minimum payable to employees in the Southern Division Eastern District whose conditions of employment are 
covered by sections B, C and D of this Award. 
 
    Award Rate 
 Classification Relativity  Per Week 
  %  $ 
 
 Projectionist Grade I .................................................100.5  527.30 
 Projectionist (Section B) 
 
 Projectionist Grade II..................................................98.7  517.90 
 Projectionist (Section C) 
 Projectionist (Section D) 
 
 Cinema Employee Grade I .........................................87.4  470.60 
 Head Cleaner 
 Utility Person 
 
 Cinema Employee Grade II ........................................85  460.60 
 Ticket Seller (Section C) 
 Ticket Seller (Sections B & D) 
 Cleaner 
 
 Cinema Employee Grade III.......................................82  448.10 
 Ushers etc, Ticket Takers  
 (Sections B & D) Projectionists Assistant 
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Wages for projectionists Percentage of 
  Projectionists rate 
  % 
 
 First year ........................................................................................................................................................................................... 55 
 Second year....................................................................................................................................................................................... 65 
 Third year.......................................................................................................................................................................................... 75 
 Fourth and subsequent years ............................................................................................................................................................ 85 
 
NOTE:  The rates of pay in this Award are intended to include the arbitrated wage adjustment payable under the 1 September 2002 Declaration of 
General Ruling and earlier Safety Net Adjustments and arbitrated wage adjustments.  [Disputed cases are to be referred to the President.]  This arbitrated 
wage adjustment may be offset against any equivalent amount in rates of pay received by employees whose wages and conditions of employment are 
regulated by this Award which are above the wage rates prescribed in the Award.  Such payments include wages payable pursuant to certified 
agreements, currently operating enterprise flexibility agreements, Queensland workplace agreements, award amendments to give effect to enterprise 
agreements and overaward arrangements.  Absorption which is contrary to the terms of an agreement is not required. 
 
Increases made under previous State Wage Cases or under the current Statement of Principles, excepting those resulting from enterprise agreements, are 
not to be used to offset arbitrated wage adjustments. 
 
Casuals 
 
Casual employees shall be paid as follows: 
 

  Per Hour 
  $ 
 (a) Between 10 a.m. and 6 p.m. .................................................................................................................................................. 14.5045 
 (b) Between 6 p.m. and midnight................................................................................................................................................ 14.7990 
 

(Note 1: the above (a) rate is Cinema Employee Grade III divided by 38 multiplied by 23%) 
 

(Note 2: the above (b) rate is Cinema Employee Grade III divided by 38 multiplied by 25.5%) 
 

Provided that a minimum payment for 2 and a-half hours shall be made for each engagement. 
 

Casual projectionists and projectionists’ assistants, i.e. employees who are employed for less than one week, shall be paid 23% in addition to the ordinary 
rate: 
 

Provided that a minimum payment for 4 and a-quarter hours shall be made for each engagement. 
 
Junior Employees  
 
Junior employees shall receive a minimum payment as a percentage of the adult rate for any of the aforementioned classifications as follows: 
 

  Percentage of 
  minimum 
  adult rate 
 Junior Employees – % 
 
 Under 18 years old............................................................................................................................................................................ 55 
 18 to 20 years old.............................................................................................................................................................................. 75 
 20 to 21 years old.............................................................................................................................................................................. 85 
 21 years ..........................................................................................................................................................................................adult rate 

 
SECTION B 

 
Continuous Picture Shows and Picture Shows Regularly Screening Twice Daily 

 

Hours 
 

The hours of projectionists and projectionists’ assistants shall not exceed 38 in any one week and shall be worked in 5 days of 7 hours 36 minutes per day 
between 9.00 a.m. and 12 midnight and shall be continuous except for any break that may be necessary because the show is closing for any time before 
the 6 hours’ Actual Operating time is completed.  Such break shall not exceed 3 hours. 
 

The hours of duty for Cinema Employees Grade II engaged in the sale of tickets shall not exceed 7 hours and 36 minutes in any one day (to include 30 
minutes changing time) to be worked in 5 days (except in the case of Cinema Employees Grade II for a relief period of one-half hour to be at a time 
mutually agreed upon between the employer and the employee), hours of work to be between 9.00 a.m. and 12 midnight. 
 

The hours of duty of Cinema Employees Grade III shall not exceed 7 hours and 36 minutes (to include 30 minutes changing time) in 5 days between 9.00 
a.m. and 12 midnight.  The ordinary working hours shall be worked within a spread of 10½ hours. 
 

No deduction from wages shall be made in respect of periods of work that on any day are less than the maximum periods prescribed. 
 

Overtime  
 

Except as hereinafter provided, all time worked in excess of the ordinary full-time or daily working hours shall be deemed overtime and shall be paid for 
as follows: 
 

(a) Weekly Employees – Time and a-half for the first 3 hours on each day and double time thereafter; 
 

Provided that all time worked on Sunday subject to the provisions of Section “G” of this Award or after 12 midnight and up to 8.00 a.m. shall be paid 
for at the rate of double time: 
Provided further that all time worked during meal times shall be paid for at the rate of double time: 

 
Provided that such daily overtime to be cumulative over the week with quarter hour divisors. 
A full-time employee may be required to work a reasonable amount of overtime and this shall include work on the 6th day unless the employee has, 
in the first 5 days, worked a considerable amount of overtime and does not desire to work on the 6th day. 

 

The regular full-time employees of a theatre shall be given preference of work under this clause. 
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Meal Money  
 

In continuous Picture Shows an allowance equal to 2 and a-half hours pay at the respective Award rate shall be paid to projectionists, and an allowance of 
2 and a-half hours pay at the highest Award rates shall be paid to assistant projectionists. 
 

Wages 
 
The following amounts shall be paid, in addition to the classified rate to projectionists working without any assistance employed in Multi-Cinema 
Complexes; 
  In addition to total weekly 
  rate in subclause (a) 
  % 

  
Projectionist operating 2 screens ........................................................................................................................................................ 10 
Projectionist operating 3 screens ........................................................................................................................................................ 12 
Projectionist operating 4 screens ........................................................................................................................................................ 14 
Projectionist operating 5 screens ........................................................................................................................................................ 16 
Projectionist operating 6 screens ........................................................................................................................................................ 18 
Projectionist operating 7 screens ........................................................................................................................................................ 20 
Projectionist operating 8 screens ........................................................................................................................................................ 22 

 

Provided that employees undertaking training as a projectionist shall not be deemed to be assisting a projectionist for the purposes of this clause. 
 

Leading hand allowance 
 

Employees in charge of other employees shall receive a loading of an amount equal to the following: 
 

 (i) the employee who is the Chief Projectionist at each cinema owned and operated by that employer shall receive 5%, in addition to the 
employees ordinary rate. 

 

 (ii) the employee who is the head of the “front of house” at each cinema owned or operated by that employer shall receive 5% in addition to the 
employees ordinary rate. 

 

SECTION C 
 

Drive-In Picture Shows 
 

Hours  
 
For projectionist and projectionists’ assistants the ordinary working hours shall not exceed 38 per week.  Not more than 8 hours shall be worked in any 
one day, between 10.00 a.m. and 12 midnight on 5 days in each week. 
 

The hours of duty of Cinema Employee Grade II engaged in the selling of tickets shall not exceed 7 hours and 36 minutes (to include 30 minutes 
changing time each day) in any one day and shall be worked on 5 days continuously except for a relief period of one-half hour to be given at a time to be 
mutually agreed upon between the employer and employee. 
 

The hours of duty of Cinema Employees shall not exceed 7 hours and 36 minutes in any one day on 5 days in each week, and shall be worked between 
4.00 p.m. and midnight. 
 

Overtime  
 

Except as hereinafter provided, all time worked in excess of the ordinary full-time or daily working hours shall be deemed overtime and shall be paid for 
as follows: 
 

Weekly employees – Time and a-half for the first 3 hours on each day and double time thereafter. 
 

Casual employees – Time and a-half for all time worked outside of or in excess of the hours prescribed for full-time employees of the same 
classification: 

 

Provided that all time worked on Sunday subject to the provisions of section “G” of this Award or after 12 midnight and up to 8.00 a.m. shall be paid 
for at the rate of double time. 

 

Meal Allowance  
 

Where a projectionist or projectionists’ assistant is required by an employer to carry out maintenance duties at a Drive-In Theatre at such time of the day 
as will prevent them from returning home to partake of a meal prior to commencing evening duties, shall be paid a meal allowance of $7.50 on each such 
occasion. 
 

Occupational Health & Safety 
 

Where it is necessary for a projectionist, projectionists’ assistant, or a cinema employee to perform duties in the open, the employer shall supply them 
with suitable footwear or pay an allowance of an amount mutually agreed between employee and employer for each day or night the employee performs 
such duties. 
 

Maintenance time 
 

Unused projection time may be added to maintenance time. 
 

SECTION D 
 

Picture Shows (Other than Continuous Drive-In Shows) 
 

Hours  
 

For projectionists and projectionists’ assistants, the ordinary working week shall not exceed 38 hours to be worked on 5 nights and 3 other performances, 
not at night: 
 

Provided that projectionists and projectionists’ assistants engaged in theatres which hold performances in excess of 4 each week, shall be classed as full-
time employees and paid accordingly. 
 

The hours of duty of projectionists and projectionists’ assistants shall not exceed 38 hours Actual Operating in each week and shall be worked between 
9.00 a.m. and 12 midnight. 
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The hours of duty of Cinema Employees Grade II shall not exceed 7 hours 36 minutes in any one day (to include 30 minutes changing time) on 5 days in 
each week and shall be worked continuously except for a relief period of one-half hour to be given at a time to be mutually agreed upon between the 
employer the employee. 
 
The hours of other full-time employees shall not exceed 7 hours and 36 minutes on any one day (to include 30 minutes changing time) on 5 days in each 
week, and shall be worked between 10.00 a.m. and 11.00 p.m.  The ordinary working hours shall be worked within a period of 10½ hours. 
 
Maintenance – Unused projection time may be added to maintenance time. 
 

SECTION E 
 

Theatres, Stadiums, Circuses, Skating Rinks, Sound Lounges, Discotheques, Theatre Restaurants, Dance and Other Halls, Cabarets, 
Planetariums and Clubs and Hotels in Connection with the Entertainment of Customers 

 
Wages  
 
The minimum rates of wages payable to the following classes of employees shall be: 
 
(1) Back of House Staff – 
 
   Award Rate 
 Classification Relativity Per Week 
  % $ 
 Property Department –  
 
 Head Property Master...................................................100.5 527.30 
 Property Person...............................................................92.4 491.50 
  
 Wardrobe Department – 
 
 Costume Supervisor......................................................100.5 527.30 
 Wardrobe Assistants .......................................................92.4 491.50 
 Wardrobe Attendant .......................................................85 460.60 
 
 Mechanical Department – 
 
 Head Stage Carpenters or mechanist } 
 Scene and/or Set Designer                      }  100.5 527.30 
 
 Stage Carpenter or mechanist } 
 Art (Scenic Artist/Artists/Set Painters)} 95 502.30 
 
 Light Department –  
 
 Head lightperson } 
 Public Address and/or Sound Operator} 100.5 527.20 
 
 Head Technicians (Audio/ } 
  Video/Maintenance) ) 
 Other Technicians (Audio/ ) 
 Video/Maintenance) ) 
 Lightperson } 95 502.30 
 
 Stage Staff –  
 
 Stage Property person, 
 lights and flys................................................................. 87.4 469.60 
 Head Flyer ..................................................................... 95 502.30 
 Person in charge of side................................................. 92.4 491.50 
 Employees required to 
 work counterweights...................................................... 92.4 491.50 
 Lightperson in perch, dome 
 boatswain’s chair or swinging 
 scaffold, or showing spotlight 
 or flooding by arc lamp ................................................. 92.4 491.50 
 Dresser ........................................................................... 85 460.60 
 Stage doorkeeper ........................................................... 82 448.10 
 
 Stage Manager’s Department – 
 
 Technical Stage Manager ............................................ 110 568.50 
 Stage Manager ............................................................. 105 546.90 
 Assistant Manager ......................................................... 92.4 491.50 
 With more than 2 years experience ............................... 95 502.30 
 
Hours 
 
The said working week may be extended to 46 hours per week for the 3 weeks immediately preceding the opening performance of a production and 43 
hours per week for each other week during the engagement by the payment of an additional amount as follows: 
 
  Per Week 
  $ 
 (a) To a Technical Stage Manager or Stage Manager .................................................................................................................... 29.90 
 (b) To an Assistant Manager........................................................................................................................................................... 26.40 
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(Note 1:  Rate (a) above is the technical Stage Managers full-time rate divided by 38 then multiplied by 2. 
Note 2:  Rate (b) above is the Assistant Manager with more than 2 years experience divided by 38 then multiplied by 2). 
 
The employer’s intention to so extend the working week shall be notified to the employees prior to the commencement of the engagement and the 
prescribed additional payment shall then continue to be made throughout the engagement. 
 
     Per Performance 
     $ 
 Stage Staff – 
 
 Lightperson, Public Address and/or Sound Operator .............................................................76.79 
 Stage, properties, lights and flys .............................................................................................68.40 
 Head Flyperson........................................................................................................................73.16 
 Person in charge of side and/or mechanical revolving stage ..................................................71.59 
 If working counterweights from stage – 43 cents extra 
 Lightperson in perch, dome, boatswain’s chair or swinging 
 Scaffold or showing light or flooding by arc lamp .................................................................71.59 
 Person in charge of dome – 50 cents extra 
 Dressers....................................................................................................................................67.09 
 
(Note 1:  the above rates are the full-time rates of the same title ÷ 38 x 23% x 4.5. 
Note 2:  the ‘if working counterweights from stage’ allowance is .6% of the performance rate. 
Note 3:  the ‘person in charge of dome’ allowance is .7% of the performance rate). 
 
Any employee in this section who is not employed for at least 6 performances in 7 weeks from the time of their first engagement shall be paid an extra 67 
cents per performance.  (Note 1:  the above allowance is the usher etc performance rate divided by 100). 
 
This classification shall not apply to employees sent by the relevant Union to fill the place of employees who do not intend to work during a performance. 
 
The rates to be paid to the following classes of employees shall be: 
 
Skilled property makers, carpenters – property or stage, flyer in rigging productions, person in charge of transport: 
 
  Per Hour 
  $ 
 
 From 8am to 6pm ................................................................................................................ 15.7305 
 From 6pm to midnight......................................................................................................... 16.9205 
 From midnight to 8am ......................................................................................................... 18.1205 
 During meal hours ............................................................................................................... 16.9205 
 Sunday midnight to 8am ) 
 Public Holidays midnight to 8am )..................................................................... 19.4395 
 
Provided further that casual rates shall not be payable to employees engaged on a per performance basis. 
 

(Note:  The above hourly rates are to be adjusted to accord with future State Wage Case increases for the classification of “Stage property person, lights 
and flys” – (Stage Staff in Section E.)) 
 
(2) Front of House Staff – 
 
  

Relativity 
% 

Award Rate 
Per Week 

$ 
Classification 
Ushers, Monitors, Ticket Takers, Door Attendants, 
Gallery Ushers or Monitors, Escape Door 
Attendants, Commissionairies, Cloakroom 
Attendants, Programme Sellers, All other employees 

 
 
 
 
 

85 

 
 
 
 
 

460.60 
 
Ticket Sellers 

 
87.4 

 
470.60 

 
Ticket Sellers (Booking) 

 
91.3 

 
486.80 

 
Spruikers- 

 
82 

 
448.10 

 
PERFORMANCE EMPLOYEES 
  Per Performance 
  $ 
(a) Ushers, Monitors, Cloakroom Attendants, ) 
Programme Sellers, All other employees, ) 
Ticket Takers, Door Attendants, Gallery Ushers, ) 
Effect people, Commissionairies, Stage Doorkeepers ) 
Barrier Door Attendants, Escape Door Attendants ........................................................................67.09 
 
(b) Ticket Sellers ...........................................................................................................................70.90 
 
(c) Spruikers ..................................................................................................................................65.26 
 
(Note 1:  Rate (a) is the full-time ushers etc rate divided by 38, multiplied by 23% and then by 4.5. 
Note 2:  Rate (b) is the full-time ticket sellers (booking) rate divided by 38, multiplied by 23% and then by 4.5. 
Note 3:  Rate (c) is the full-time spruiker rate divided by 38, multiplied by 23% and then by 4.5. 
Note 4:  4.5 in the above calculations represents 4.5 hours) 
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Any employee classified in this section who is not employed for at least 6 performances in 7 weeks from the time of their first engagement shall be paid 
an extra 67 cents per performance.  (Note:  the above allowance is the usher etc performance rate divided by 100). 
 
This classification shall not apply to employees sent by the relevant Union to fill the place of employees who do not intend to work during a performance. 
 
Employees who are in charge of, and supervise the duties of other employees shall be paid $1.34 cents in addition to the performance rates set out.  
(Note:  the above allowance is 2% of the ushers’ performance rate) 
 
Hours   
 

(a) For ticket sellers, the hours of duty shall not exceed 7 hours and 36 minutes (including 10 minutes changing time) on 5 days in each week and shall 
be worked continuously except for a relief period of one-half hour to be given at a time to be mutually agreed upon by the employer and the 
employees. 

 

(b) Mechanical, Property, Light and Stage Managers Department – 
 

 The ordinary working hours shall not exceed 7 hours and 36 minutes in any one day on 5 days in each week and shall be worked between the hours 
of 8.00am and 11.30pm. 

 

 Starting time to ceasing time shall not exceed 10.5 hours. 
 

The ordinary working hours for casual employees shall not exceed 7 hours and 36 minutes on any one day. 
 

(c) Wardrobe Department – The ordinary working hours shall not exceed 7 hours and 36 minutes in any one day on 5 days in each week and shall be 
worked between 9am and 8pm.  Starting time to ceasing time shall not exceed 10.5 hours. 

 

(d) Dressers – The ordinary working hours of dressers shall be from one hour prior to the raising of the curtain until 15 minutes after the final curtain 
fall. 

 

(e) Per Performance Employees – The ordinary working hours of employees engaged and paid on a performance basis shall be worked as follows: 
 

Other than at Dance Halls – 
 

Evening Performance – 6.30pm to 9.15pm or 7pm to 10pm 
Matinees – 12.30pm to 3.15pm 
Evening Performance – 6.30pm to 11.00pm 
Matinees – 12.30pm to 5.00pm 
 

Dance Halls – 
 

Ticket Sellers – 7.30pm to 11.00pm 
Other Employees – 7.30pm to 11.30pm 
 

The ordinary hours of duty for ordinary night hands in the mechanical, property, light, stage, managers and wardrobe department shall commence half an 
hour before the raising of the curtain and cease when the stage is cleared or at 11.00pm. 
 

Except that one lightperson, if required, must be in the theatre at least one hour and a-half before the raising of the curtain or at 6 o’clock and be 
responsible for electric lights in the front of the house. 
 

(f) General – Except as hereinbefore provided, the ordinary working hours of casual employees shall commence at the time employees are required to 
attend for work and actually attend whether the work commences or not. 

 

Performance employees shall be paid all ordinary pay due to them in the employer’s time.  All time in excess of ordinary working hours shall be paid for 
at overtime rates with quarter hour divisors, such payment to be made available during office hours on the next business day or paid on the next 
engagement by agreement between employer and employee. 
 

Meal Times  
 

Weekly employees shall be allowed time for a meal not later than 5 hours after their ordinary starting time each day: 
 

Provided that the time allowed for such meal shall not be less than half an hour. 
 

Overtime  
 

All time worked in excess of the full-time or daily hours prescribed or before the fixed starting time or after the fixed ceasing time shall be overtime and 
shall be paid for at the rate of time and a-half for the first 3 hours on any day and at the rate of double time thereafter. 
 

All time worked on Sunday subject to the provisions of Section “G” of this Award shall be paid for at the rate of double time. 
 

All time worked between midnight and 8am on the next day shall be paid for at the rate of double time. 
 

All time worked during meal times shall be paid at the rate of double time. 
 

Working in wet weather  
 

If an employee is required to work in the rain, or in an area where the rain makes conditions wet, and the employee gets their clothes or any part of their 
clothing wet, they shall be paid for all time so worked at the rate of double time and such payment continue until they cease work or are able to change 
into dry clothes: 
 

Provided however that this clause shall not apply where the employee is provided by the employer with waterproof clothing and footwear. 
 
Uniforms 
 

Every employer shall provide a dress coat or dinner jacket when they require an employee to wear such coat or dinner jacket, or in lieu thereof shall pay 
to such employee in addition to the rate of wages prescribed herein an allowance $1.34 per day or a maximum of $6.70 per week.  (Note 1:  the above per 
day allowance is the usher etc per performance rate divided by 50.  Note 2:  the maximum per week is the above allowance multiplied by 5). 
 

Employees required (in lieu of the above) to wear prescribed attire (other than the coat or dinner jacket referred to above) shall be paid $4.70 for 
Doorman or Head Usher and $4.36 for all other employees for each day they are required to do so when a performance occurs.  (Note 1:  the above 
allowances are 7% and 6.5% respectfully of the usher etc performance rate divided by 100). 
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Occupational Health & Safety 
 
Provision shall be made for all employees performing Front of House duties to sit down for the purpose of resting whilst not engaged in performing their 
duty. 
 

(3) Ten Pin Bowling 
 

 

Classification 
 

Relativity 
% 

Award Rate 
Per Week 

$ 
Ten Pin Bowling – 
Head Machine Serviceperson 
Machine Serviceperson 

 
95 

87.4 

 
502.40 
470.60 

 

  Percentage of 
  Adult Rate 
 Junior – Machine Serviceperson – % 
 Under 18 years 55 
 18 years and under 20 years ............................................................................................................................................................. 75 
 20 and under 21 years....................................................................................................................................................................... 85 
 21 years and over ............................................................................................................................................................................ 100 
 

    Award Rate 
 Classification  Relativity  Per Week 
  %  $ 
 

 Ten Pin Attendant .....................................................................82  448.10 
 

  Percentage of 
  Adult Rate 
 Junior Ten Pin Attendant – % 
 Under 18 years.................................................................................................................................................................................. 55 
 18 years and under 20 years ............................................................................................................................................................. 75 
 20 and under 21 years....................................................................................................................................................................... 85 
 21 years and over ............................................................................................................................................................................ 100 
 

    Award Rate 
 Classification Relativity  Per Week 
  %  $ 
 Counter Control Attendant 
 or Receptionist ..........................................................................85  460.60 
 Playroom Attendant..................................................................82  448.10 
 

  Percentage of 
  Adult Rate 
 Junior – Counter Control Attendant or Receptionist – % 
 Under 18 years.................................................................................................................................................................................. 55 
 18 years and under 20 years ............................................................................................................................................................. 75 
 20 and under 21 years....................................................................................................................................................................... 85 
 21 years and over ............................................................................................................................................................................ 100 
 

 Junior rates shall be calculated in multiples of 10 cents with any result of 5 cents or more being taken to the next highest 10 cent multiple. 
 

Casual employees who are employed for less than one week shall be paid 23% in addition to the rates prescribed for the various classifications with a 
minimum of not less than 3 hours for each engagement. 
 

Hours of Duty – The ordinary working hours of all employees employed at Ten Pin Bowling Centres shall not exceed 38 per week and shall be worked in 
5 days of not more than 7 hours and 36 minutes continuously, except for meal breaks, between the hours of 7.30 a.m. and 12 midnight: 
 

Provided that Counter Control Attendants or Receptionists and Playroom Attendants shall be allowed 30 minutes changing time in their daily hours and 
their ordinary working hours shall be worked within a spread of 10½ hours: 
 

(4) Roller Skating Rinks 
 

    Award Rate 
 Classification Relativity  Per Week 
  %  $ 
 Roller Skating Rinks –  
 

 Programme Director ) 
 Floor Attendant ) 
 Control Counter Attendant ) 82 448.10 
 

 Skate Maintenance Person ) 
 Skate Room Attendant ) ......................82  448.60 
 

Juniors – Junior employees shall be paid the following percentages of the minimum adult rate: 
 

  Performance 
  % 
 Under 18 years............................................................................................................................ 55 
 18 years and under 20 years ....................................................................................................... 75 
 20 and under 21 years................................................................................................................. 85 
 21 years and over ...................................................................................................................... 100 
 
Junior rates shall be calculated in multiples of 10 cents with any result of 5 cents or more being taken to the next highest 10 cent multiple. 
 



 
4 July, 2003 QUEENSLAND GOVERNMENT INDUSTRIAL GAZETTE 827 
 
 

S:\QIRCDEV-BASE\QGIG\2003\VOL 173\NO. 10 04.07.03.DOCno. 10 04.07.03 

Hours  
 
Weekly Employees – The ordinary hours of employment shall be between the hours of 9.00am and 11.00pm and shall not exceed 38 per week or 7 hours 
and 36 minutes on any one day on 5 days of the week, with 2 consecutive days off.  The ordinary working hours for full-time employees shall be worked 
within a maximum spread of 12 hours on any one day. 
 
Week-end Penalty Rates  
 
All ordinary time worked by full-time employees on a Sunday shall be paid for at the rate of double time. 
 
Casuals employed on a Sunday shall be paid at the rate of 150% of the ordinary hourly rate as specified for full-time employees. 
 
Casuals  
 
All work performed during ordinary hours by casual employees who are employed for less than a week shall be paid for at the rates of 23% in addition to 
the rate prescribed for the appropriate classification with a minimum payment of 3 hours per engagement. 
 
A casual employee is engaged by the hour and is not entitled to notice of termination of services, shall be paid as follows: 
 
   Per Hour 
  $ 
 
(a) From 8am to 6pm ..................................................................................................15.1105 
(b) From 6pm to midnight...........................................................................................16.4100 
(c) From midnight to 8am ...........................................................................................17.9815 
(d) During meal hours .................................................................................................16.4100 
(e) Sunday Midnight to 8am ) 
(f) Public Holidays Midnight to 8am ) ...............................................20.0970 
 
(Note 1: the (a) rate is the full-time skate room attendant rate divided by 38, multiplied by 28%. 
Note 2:  the (b) rate is the (a) rate multiplied by 8.6%. 
Note 3:  the (c) rate is the (a) rate multiplied by 19%. 
Note 4:  the (d) rate is the (a) rate multiplied by 8.6%. 
Note 5:  the (e) rate is the (a) rate multiplied by 33%). 
 
Provided that a minimum payment for 3 hours shall be made for each engagement. 
 

SECTION F 
 

GENERAL 
 

(1) Where an employee is employed, but is not provided for in the section of this Award applicable to the employer concerned, but is provided for in 
some other section of this Award, then the rate of wages and conditions of employment prescribed in such other section for the employee concerned 
shall be payable and granted. 

 
(2) Midnight Shows – Weekly employees shall be paid not less than 1/3rd of the prescribed full-time rate for work performed as follows: 
 

Sections “B” and “D” a minimum of 4.25 hours; Section “C” a minimum of 4 hours 48 minutes; Section “E” a minimum of 3.5 hours and treble time 
thereafter. 

 
All other employees shall be paid at the rate of double time for a minimum of 2 hours and maximum of 4.25 hours and treble time thereafter. 

 
A midnight show is a performance which may commence after the usual night performance or at 11.30pm or thereabouts. 

 
(3) Booking clerks and ticket sellers covered by Section “E” (excluding theatres) shall not be held responsible for cash shortages when they are 

instructed to allow another employee (including the manager) access to their cash during a selling period or when not given the opportunity to check 
change and tickets required to be sold by them. 

 
(4) Where the Executive of The Australian Workers’ Union of Employees, Queensland agrees with any employer that for special reasons conditions 

different to those prescribed herein should be accepted by any employee, altered conditions may be agreed upon between the said Union and the 
employer. 

 
(5) An employee required to continue working overtime between 12 midnight and 8am and required to continue or resume work after 8am without 

having had a break of at least 8 hours and in the cinema industry a break of at least 10 hours shall be paid at the highest overtime rate applying until a 
break of at least 8 hours or 10 hours as the case may be shall have been given to them. 

 
If an employee is required to work at a midnight performance after working during a night performance the employee shall be allowed a supper break of 
one-half hour between 10pm and 12 midnight. 
 
Employees required to continue working after a performance, i.e., bumping out, shall be entitled to a supper break of one-half hour for which no 
deduction in pay shall be made. 
 
Notwithstanding any other provision in this clause, where the arrangement of ordinary hours of work provides for a rostered day off, the employer and 
the employee concerned, may agree to accrue up to a maximum of 5 rostered days off.  Where such agreement has been reached, the accrued rostered 
days off shall be taken within 12 calendar months of the date on which the first rostered day off was accrued.  Consent to accrue rostered days off shall 
not be unreasonably withheld by either party. 
 
(6) Provided that all employees whose ordinary hours of work on or before 31 August 1995 were 36 per week, retain such ordinary hours under this 

Award. 
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(7) Wages – The minimum rates of wages payable to the following classes of employees wherever employed shall be: 
 
   Award Rate 
 Classification Relativity Per Week 
  % $ 
 
 Head Day Cleaner..................................................................87.4 471.05 
 
 Day Cleaner ...........................................................................85 460.60 
 
 Cleaners going to work twice a day ......................................87.4 471.05 
 
 Utility Men.............................................................................87.4 471.05 
 
Night Shift Allowance – Provided that employees required to work between the hours of 1.00pm and 5.45am shall be paid an allowance of $9.70 per 
shift. 
 
NOTE:  The rates of pay in this Award are intended to include the arbitrated wage adjustment payable under the 1 September 2002 Declaration of 
General Ruling and earlier Safety Net Adjustments and arbitrated wage adjustments.  [Disputed cases are to be referred to the President.]  This arbitrated 
wage adjustment may be offset against any equivalent amount in rates of pay received by employees whose wages and conditions of employment are 
regulated by this Award which are above the wage rates prescribed in the Award.  Such payments include wages payable pursuant to certified 
agreements, currently operating enterprise flexibility agreements, Queensland workplace agreements, award amendments to give effect to enterprise 
agreements and overaward arrangements.  Absorption which is contrary to the terms of an agreement is not required. 
 
Increases made under previous State Wage Cases or under the current Statement of Principles, excepting those resulting from enterprise agreements, are 
not to be used to offset arbitrated wage adjustments. 
 
(8) Casual employees, i.e. – employees who are employed for less than a week, shall be paid 23% in addition to the rate prescribed, with a minimum 

payment of not less than 3 hours for each engagement. 
 
(9) Hours – 
 

(a) Cleaners – The ordinary working hours of cleaners shall be 38 per week to be worked at 7 hours and 36 minutes in any one day on 5 days in any 
one week and shall be worked in the case of day cleaners between 6.30am and 6pm and in the case of night cleaners between 10pm and 10am on 
the following day. 

 
(b) Utility people – The ordinary working hours of utility people shall not exceed 8hours in any one day on 5 days in each week and shall be worked 

between 6.30am and 11.00pm.  Starting time to ceasing time shall not exceed 10.5 hours. 
 
(10) Meal Time – Day and night cleaners and utility person shall be allowed meal time of not less than one-half hour, such meal time to be granted not 

later than 5 hours after commencing work. 
 
(11) Overtime – Save as hereinafter provided all time worked in excess of the full-time working hours shall be paid for at the rate of time and a-half. 
 
All time worked before the fixed starting time or after the fixed ceasing time shall be paid for at time and a-half for the first 3 hours on any one day and 
double time thereafter. 
 
Cleaners whose normal working hours include Sunday or part thereof shall be excluded from the rates of pay and conditions prescribed in this Award 
under “Sunday Screening and/or Performances” (Section “G”). 
 
Provided, however, that a cleaner called upon to work on Sundays in addition to their 5 day week, and in connection with a Sunday performance within 
the area defined, shall be in accordance with Section “G”, otherwise all time worked on Sunday and for emergency or maintenance shall be paid at the 
rate of double time. 
 
All time worked during the meal time shall be paid for at the rate of double time. 

 
SECTION G 

 
Sunday Screenings and/or Performances 

 
(1) This Section shall apply to all employees (with the exception of night cleaners as provided elsewhere in this Award) required to work for public 

screenings, publicity or trade shows, private screenings, group or social screenings, private try-outs, technical screenings, run throughs, rehearsals, 
productions, dances, discotheques, sound lounges, skating and/or skating productions, entertainment for customers in cabarets, clubs, and hotels 
whether indoor or outdoor. 

 
(2) Wages – 
 

(a) Weekly Employees – If the work performed is outside the ordinary working week they shall be paid an amount equal to 1/3rd of the prescribed 
full-time rate in addition to their ordinary full-time payment: but if the work is part of the ordinary week they shall be paid an amount equal to 
1/5th of the prescribed full-time rate in addition to their ordinary full-time payment. 

 
Employees required to work on Sundays as part of their ordinary working week and who shall receive payment of 1/5th of the prescribed full-
time wage in addition to payment for the week shall be entitled to one full day off during the week and their prescribed total full-time working 
hours shall therefore be performed over 5 days including Sundays: Provided that – 

 
(i) Section “B” – Weekly Employees – If the work performed is outside the ordinary working week they shall be paid an amount equal to 

half the prescribed full-time rate in addition to their ordinary full-time payment; if the work is part of the ordinary week they shall be paid 
an amount equal to 1/5th of the prescribed full-time rate in addition to their ordinary full-time payment. 
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(ii) Section “C” – Weekly Employees – If the work performed is outside the ordinary working week they shall be paid an amount equal to 
1/3rd of the prescribed full-time rate in addition to their ordinary full-time payment; but if the work is part of the ordinary week they shall 
be paid an amount equal to 1/5th of the prescribed full-time rate in addition to their ordinary full-time payment. 

 
(iii) Section “D” – Full-time Employees – If the work performed is outside the ordinary hours they shall be paid an amount equal to one-third 

of the prescribed full-time rate in addition to their ordinary full-time payment; but if the work is part of the ordinary week they shall be 
paid an amount equal to one-fifth of the prescribed full-time rate in addition to their ordinary full-time payment. 

 
(b) Casual performance or hourly employees shall be paid double the rate prescribed elsewhere in this Award. 

 
(3) Overtime – All employees required to work on Sundays longer hours or outside the spread of hours than those prescribed elsewhere in this Award 

shall be paid hourly overtime at the rate of treble time, calculated by dividing the prescribed full-time ordinary wage by the prescribed full-time 
hours with half-hour divisors and a-half-hour minimum: 
 
Provided that any employee called upon to work on Sunday for maintenance or emergency purposes and not in connection with Sunday 
performances shall be paid at the rate of double time with a minimum of 2.5 hours. 

 
Dated 27 February 2003. 
 
By the Commission, 
[L.S.] E. EWALD, 
Industrial Registrar. 

  
Operative Date:  28 April 2003 
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QUEENSLAND INDUSTRIAL RELATIONS COMMISSION 
 

Industrial Relations Act 1999 – s. 130 – award review 
 

TOTALISATOR ADMINISTRATION BOARD OF QUEENSLAND 
EMPLOYEES’ AWARD – STATE 

 
(No. AR163 of 2002) 

DEPUTY PRESIDENT SWAN 
COMMISSIONERS EDWARDS AND BECHLY 22 April 2003 
 

AWARD REVIEW 
 

After reviewing the above Award as required by s. 130 of the Industrial Relations Act 1999, this Commission orders that the Award be repealed and the 
following Award be made, as from 23 June 2003. 
 

UNiTAB LIMITED EMPLOYEES AWARD – STATE 2003 
 

PART 1 – APPLICATION AND OPERATION 
 
1.1 Title 
 
This Award is known as the UNiTAB Limited Employees’ Award – State 2003. 
 
1.2 Arrangement 
 
Subject Matter  Clause No. 
 
PART 1 – APPLICATION AND OPERATION 
 
Title ............................................................................................................................................................................................................................ 1.1 
Arrangement .............................................................................................................................................................................................................. 1.2 
Award coverage ......................................................................................................................................................................................................... 1.3 
Date of operation ....................................................................................................................................................................................................... 1.4 
Parties bound.............................................................................................................................................................................................................. 1.5 
Area of operation ....................................................................................................................................................................................................... 1.6 
Definitions.................................................................................................................................................................................................................. 1.7 
 
PART 2 – FLEXIBILITY 
 
Enterprise flexibility .................................................................................................................................................................................................. 2.1  

 
PART 3 – COMMUNICATION, CONSULTATION AND DISPUTE RESOLUTION 
 
Grievance and dispute settling procedure.................................................................................................................................................................. 3.1 

 
PART 4 – EMPLOYER AND EMPLOYEES’ DUTIES, EMPLOYMENT RELATIONSHIP AND RELATED ARRANGEMENTS 
 
Contract of employment ............................................................................................................................................................................................4.1 
Part-time employment ...............................................................................................................................................................................................4.2 
Casual employment....................................................................................................................................................................................................4.3 
Trainees......................................................................................................................................................................................................................4.4 
Advertising of vacant positions .................................................................................................................................................................................4.5 
Termination of employment ......................................................................................................................................................................................4.6 
Continuity of service – transfer of calling.................................................................................................................................................................4.7 
Anti-discrimination....................................................................................................................................................................................................4.8 
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Subject Matter  Clause No. 
 
PART 5 – WAGES AND WAGE RELATED MATTERS 
 
Classification definitions ...........................................................................................................................................................................................5.1 
Classification levels ...................................................................................................................................................................................................5.2 
Wages.........................................................................................................................................................................................................................5.3 
Allowances.................................................................................................................................................................................................................5.4 
Superannuation ..........................................................................................................................................................................................................5.5 
Payment of wages ......................................................................................................................................................................................................5.6 
 
PART 6 – HOURS OF WORK, BREAKS, OVERTIME, SHIFT WORK, WEEKEND WORK 
 
Hours of work ............................................................................................................................................................................................................6.1 
Breaks.........................................................................................................................................................................................................................6.2 
Overtime ....................................................................................................................................................................................................................6.3 
Shift work...................................................................................................................................................................................................................6.4 
 
PART 7 – LEAVE OF ABSENCE AND PUBLIC HOLIDAYS 
 
Annual leave ..............................................................................................................................................................................................................7.1 
Sick leave ...................................................................................................................................................................................................................7.2 
Bereavement leave.....................................................................................................................................................................................................7.3 
Family leave...............................................................................................................................................................................................................7.4 
Long service leave .....................................................................................................................................................................................................7.5  
Public holidays...........................................................................................................................................................................................................7.6 
 
PART 8 – TRANSFERS, TRAVELLING AND WORKING AWAY FROM USUAL PLACE OF WORK 
 
Travelling time...........................................................................................................................................................................................................8.1 
Conveyances ..............................................................................................................................................................................................................8.2 
 
PART 9 – TRAINING AND RELATED MATTERS 
 
Training......................................................................................................................................................................................................................9.1 
 
PART 10 – OCCUPATIONAL HEALTH AND SAFETY MATTERS, EQUIPMENT, TOOLS AND AMENITIES 
 
Uniforms ....................................................................................................................................................................................................................10.1 
 
PART 11 – AWARD COMPLIANCE AND UNION RELATED MATTERS 
 
Right of entry .............................................................................................................................................................................................................11.1 
Time and wages record..............................................................................................................................................................................................11.2 
Union encouragement ................................................................................................................................................................................................11.3 
Award posting............................................................................................................................................................................................................11.4 
 
1.3 Award coverage 

 
This Award applies to all Employees of UNiTAB Limited and UNiTAB Pty Ltd for whom classifications and rates of pay are prescribed. 

 
1.4 Date of operation 
 
This Award takes effect from 23 June 2003. 
 
1.5 Parties bound 
 
This Award is legally binding upon the Employees as prescribed by clause 1.3 and their employer, and upon: 
 

(a) the Australian Municipal, Administrative, Clerical and Services Union, Central and Southern Queensland Clerical and Administrative 
Branch, Union of Employees; 

 
(b) the Federated Clerks’ Union of Australia, North Queensland Branch, Union of Employees; 
 
(c) the Queensland Services Industrial Union of Employees; and 
 
(d) their members. 

 
1.6 Area of operation 
 
For the purposes of this Award, the Divisions and Districts are as follows: 
 
1.6.1 Divisions 
 

Northern Division – That portion of the State along or north of a line commencing at the junction of the sea coast with the 21st parallel of south 
latitude; from that latitude due west to 147 degrees of east longitude; from that longitude due south to 22 degrees 30 minutes of south latitude; 
from that latitude due west to the western border of the State. 

Mackay Division – That portion of the State within the following boundaries: Commencing at the junction of the sea-coast with the 21st parallel 
of south latitude; from that latitude due west to 147 degrees of east longitude; from that longitude due south to 22 degrees of south latitude; from 
that latitude due east to the sea coast; from the sea-coast northerly to the point of commencement. 

Southern Division – That portion of the State not included in the Northern or Mackay Divisions. 



 
4 July, 2003 QUEENSLAND GOVERNMENT INDUSTRIAL GAZETTE 831 
 
 

S:\QIRCDEV-BASE\QGIG\2003\VOL 173\NO. 10 04.07.03.DOCno. 10 04.07.03 

1.6.2 Districts 
 

(a) Northern Division: 
 

Eastern District – That portion of the Northern Division along or east of 144 degrees 30 minutes of east longitude. 

Western District – The remainder of the Northern Division. 

(b) Southern Division: 
 

Eastern District – That portion of the Southern Division along or east of a line commencing at the junction of the southern border of the State 
with 150 degrees of east longitude; from that longitude due north to 25 degrees of south latitude; from that latitude due west to 147 degrees of 
east longitude; from that longitude due north to the southern boundary of the Mackay Division. 

Western District – The remainder of the Southern Division. 

1.7 Definitions 
 
1.7.1 The “Act” means the Industrial Relations Act 1999 as amended or replaced from time to time. 
 
1.7.2 “Afternoon Shift” means any shift commencing on or after midday and finishing after 6.30 p.m. 
 
1.7.3 “Casual in Charge” means a casual appointed to be in charge where no branch manager or supervisor is employed.  The term includes an 

Employee who is required to take charge of a branch office or telebet section and exercise control over other casuals in the absence of a branch 
manager or supervisor for a continuous period of 2 hours or more.  

 
1.7.4 “Commission” means the Queensland Industrial Relations Commission. 
 
1.7.5 “Employee” means any Employee of UNiTAB Limited ACN No. 085691738 or its subsidiary, UNiTAB Gaming Pty Ltd ACN No. 079909541 

for whom rates of pay are prescribed by this Award. 
 
1.7.6 “Night Shift” means any shift finishing after midnight and at or before 8.00 a.m. 
 
1.7.7 “Union” means the Australian Municipal, Administrative, Clerical and Services Union, Central and Southern Queensland Clerical and 

Administrative Branch, Union of Employees; or the Federated Clerks’ Union of Australia, North Queensland Branch, Union of Employees; or 
the Queensland Services Industrial Union of Employees as appropriate. 

 
1.7.8 “UNiTAB” means the UNiTAB Limited ACN No. 085691738 or its subsidiary, UNiTAB Gaming Pty Ltd ACN No. 079909541.  
 
PART 2 – FLEXIBILITY 
 
2.1 Enterprise flexibility 
 
2.1.1 As part of a process of improvement in productivity and efficiency, discussion should take place at each enterprise to provide more flexible 

working arrangements, improvement in the quality of working life, enhancement of skills, training and job satisfaction and to encourage 
consultative mechanisms across the workplace. 

 
2.1.2 The consultative processes established in an enterprise in accordance with clause 2.1 may provide an appropriate mechanism for consideration of 

matters relevant to clause 2.1.1.  Union delegates at the place of work may be involved in such discussions. 
 
2.1.3 Any proposed genuine agreement reached between an employer and Employee/s in an enterprise is contingent upon the agreement being 

submitted to the Commission in accordance with Chapter 6 of the Act and is to have no force or effect until approval is given. 
 
PART 3 –COMMUNICATION, CONSULTATION AND DISPUTE RESOLUTION 
 
3.1 Grievance and dispute settling procedure 
 

The matters to be dealt with in this procedure shall include all grievances or disputes between an Employee and UNiTAB in respect to any industrial 
matter and all other matters that the parties agree on and are specified herein.  Such procedures shall apply to a single Employee or to any number of 
Employees. 

3.1.1 In the event of an Employee having a grievance or dispute the Employee shall in the first instance attempt to resolve the matter with the 
immediate supervisor, who shall respond to such request as soon as reasonably practicable under the circumstances.  Where the dispute concerns 
alleged actions of the immediate supervisor the Employee/s may bypass this level in the procedure.  

 
3.1.2 If the grievance or dispute is not resolved under clause 3.1.1, the Employee or the Employee’s representative may refer the matter to the next 

higher level of management for discussion.  Such discussion should, if possible, take place within 24 hours after the request by the Employee or 
the Employee’s representative. 

 
3.1.3 If the grievance involves allegations of unlawful discrimination by a supervisor the Employee may commence the grievance resolution process 

by reporting the allegations to the next level of management beyond that of the supervisor concerned.  If there is no level of management beyond 
that involved in the allegation the Employee may proceed directly to the process outlined at clause 3.1.5. 

 
3.1.4 If the grievance or dispute is still unresolved after discussions mentioned in clause 3.1.2, the matter shall, in the case of a member of a Union, be 

reported to the relevant officer of that Union and the senior management of the employer or the employer’s nominated industrial representative.  
An Employee who is not a member of a Union may report the grievance or dispute to senior management or the nominated industrial 
representative.  This should occur as soon as it is evident that discussions under clause 3.1.2 will not result in resolution of the dispute. 

 
3.1.5 If, after discussion between the parties, or their nominees mentioned in clause 3.1.4, the dispute remains unresolved after the parties have 

genuinely attempted to achieve a settlement thereof, then notification of the existence of the dispute is to be given to the Commission in 
accordance with the provisions of the Act. 
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3.1.6 Whilst all of the above procedure is being followed, normal work shall continue except in the case of a genuine safety issue. 
 
3.1.7 The status quo existing before the emergence of the grievance or dispute is to continue whilst the above procedure is being followed. 
 
3.1.8 All parties to any dispute shall give due consideration to matters raised or any suggestion or recommendation made by the Commission with a 

view to the prompt settlement of the dispute. 
 
3.1.9 Any Order or Decision of the Commission (subject to the parties’ right of appeal under the Act) will be final and binding on all parties to the 

dispute. 
 
3.1.10 Discussions at any stage of the procedure shall not be unreasonably delayed by any party, subject to acceptance that some matters may be of 

such complexity or importance that it may take a reasonable period of time for the appropriate response to be made.  If genuine discussions are 
unreasonably delayed or hindered, it shall be open to any party to give notification of the dispute in accordance with the provisions of the Act. 

 
PART 4 – EMPLOYER AND EMPLOYEES’ DUTIES, EMPLOYMENT RELATIONSHIP AND RELATED ARRANGEMENTS 
 
4.1 Contract of employment 
 
4.1.1 Except in the case of casual Employees, employment shall be fortnightly.  
  
4.1.2 Employees covered by this Award shall be advised in writing of their employment status upon appointment.   
 

Employment  status can be either: 
 

(a) Full-time; 
 
(b) Part-time (as defined); or 
 
(c) Casual (as defined). 

 
4.2 Part-time employment 
 
4.2.1 A part-time Employee is an Employee who: 

 
(a) is employed for not less than 38 hours per fortnight and for less than 76 ordinary hours per fortnight; and 
 
(b) has reasonably predictable hours of work; and 
 
(c) receives, on a proportionate basis, equivalent pay and conditions to those of full-time Employees covered by this Award. 

 
4.2.2 At the time of engagement, the employer and the Employee will agree in writing on the pattern of work required, including specifying the 

number of ordinary hours per fortnight, the days on which the work is to be performed and the usual daily starting and finishing times.  
 
4.2.3 Any variation to the Employee’s roster will be made after one week’s notice to the Employee or a lesser period by mutual agreement.  
 
4.2.4 The agreed number of ordinary hours per fortnight will not be varied without the consent of the Employee.  Any such agreed variation to the 

number of fortnightly hours of work will be recorded in writing. 
 
4.2.5 An employer is required to roster a regular part-time Employee for a minimum of 4 consecutive hours on any day. 
 
4.2.6 All time worked outside the spread of ordinary working hours as provided for in clause 6.1 and all time worked in excess of the hours as 

mutually arranged in clauses 4.2.2 or 4.2.3 will be overtime and paid for at the rates prescribed in clause 6.3 – Overtime, of this Award. 
 
4.2.7 A part-time Employee must be paid for ordinary hours worked at the rate of 1/38th of the weekly rate prescribed for the class of work 

performed. 
 
4.2.8 Where a public holiday falls on a day upon which an Employee is normally employed, that Employee shall be paid the appropriate rate for the 

number of hours normally worked on that day. 
 
4.2.9 Where an Employee and their employer agree in writing, part-time employment may be converted to full-time, and vice-versa on a permanent 

basis or for a specified period of time.  If such an Employee transfers from full-time to part-time (or vice-versa), all accrued Award and 
legislative entitlements shall be maintained.  Following transfer to part-time employment accrual will occur in accordance with the provisions 
relevant to part-time employment. 

 
4.3 Casual employment 
 
4.3.1 Casual Employees are employed by the hour and from hour to hour. 
 
4.3.2 No notice is required to be given by UNiTAB or the Employee to terminate the hourly contract of employment of a casual Employee. 

4.3.3 Casual positions 
 

A casual Employee is appointed to undertake tasks as directed, such as those described in the relevant level.  Competency assessment is not 
relevant for Employees occupying these positions (e.g. casual clerk/operator and groundsperson), or for temporary assignment at higher levels, 
where the necessary skills are not readily available within UNiTAB. 

4.3.4 Hours of work – Casual Employees 
 

(a) Casual (Customer Contact) Employees – The ordinary working hours of Customer Contact Casuals shall not exceed 38 hours in any one 
week or 10 hours in any one day to be worked between the hours of 8.00 a.m. to midnight Monday to Sunday (both days inclusive), with a 
minimum of 2 hours’ work or 2 hours’ pay at the appropriate hourly rate for each engagement: 

 
Provided that on a public holiday listed in clause 7.6 of this Award the ordinary hours of casuals shall also be worked between 8.00 a.m. and 
midnight. 
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(b) Casual (Other Staff) Employees – The ordinary working hours of other casuals shall not exceed 38 hours in any one week or 10 hours in any 
one day to be worked between the hours of 6.30 a.m. to 6.30 p.m. Monday to Friday and where mutually agreed between 6.30 a.m. to 6.30 
p.m. Saturdays, with a minimum of 2 hours’ work or 2 hours’ pay at the appropriate rate for each engagement. 

 
4.4 Trainees 
 
Trainees are engaged under this Award, except as varied from time to time by the Order for Apprentices’ and Trainees’ Wages and Conditions 
(Excluding Certain Queensland Government Entities). 

4.5 Advertising of vacant positions 
 
Vacancies in positions covered by this Award shall be advertised within operations of UNiTAB at the discretion of UNiTAB. 

4.6 Termination of employment 
 
4.6.1 Certificate of employment 
 
If requested by an Employee, UNiTAB shall give a Certificate of Employment to such Employee upon the termination of the Employee’s services. 

4.6.2 Adverse reports 
 
No adverse report shall be placed with the personal records of an officer or noted on those records unless the officer concerned shall have been shown the 
said report and shall have been given an opportunity of replying. 

4.6.3 Fortnightly Employees 
 

(a) Termination by UNiTAB:  
 

(i) In order to terminate the employment of an Employee UNiTAB shall give the following notice: 
 

Period of Continuous Service Period of Notice 
 

not more than 1 year..............................................................................................................1 week 
more than 1 year, but not more than 3 years.........................................................................2 weeks 
more than 3 years, but not more than 5 years .......................................................................3 weeks 
more than 5 years ..................................................................................................................4 weeks 

 
(ii) In addition to the notice in clause 4.6.3(a)(i), Employees over 45 years of age at the time of giving of notice and with not less than 2 

years’ continuous service, shall be entitled to an additional week’s notice. 
 
(iii) Payment in lieu of notice shall be made if the appropriate notice is not given: 

 
Provided that employment may be terminated by part of the period of notice specified and part payment in lieu thereof. 

(iv) The period of notice in clause 4.6.3 shall not apply to casual Employees nor in the case of dismissal for misconduct including 
dishonesty, intoxication or wilful disobedience, or other grounds that justify instant dismissal. 

 
(b) Termination by Employee: 

 
(i) The notice of termination required to be given by an Employee to UNiTAB shall be 2 weeks. 
 
(ii) If an Employee fails to give notice, UNiTAB shall have the right to withhold monies due to the Employee with a maximum amount 

equal to the ordinary time rate for the period of notice. 
 

4.7 Continuity of service – transfer of calling 
 

In cases where a transfer of calling occurs, continuity of service should be determined in accordance with sections 67-71 of the Act as amended 
from time to time. 

4.8 Anti-discrimination 
 
4.8.1 It is the intention of the parties to this Award to prevent and eliminate discrimination, as defined by the Anti-Discrimination Act 1991 and the 

Industrial Relations Act 1999 as varied from time to time, which includes: 
 

(a) discrimination on the basis of sex, marital status, family responsibilities, pregnancy, parental status, age, race, impairment, religion, political 
belief or activity, trade union activity, lawful sexual activity and association with, or relation to, a person identified on the basis of any of the 
above attributes; 

 
(b) sexual harassment; and 
 
(c) racial and religious vilification. 
 

4.8.2 Accordingly, in fulfilling their obligations under the grievance and dispute settling procedure in clause 3.1, the parties to this Award must take 
reasonable steps to ensure that neither the Award provisions nor their operation are directly or indirectly discriminatory in their effects. 

 
4.8.3 Under the Anti-Discrimination Act 1991 it is unlawful to victimise an Employee because the Employee has made or may make or has been 

involved in a complaint of unlawful discrimination or harassment. 
 
4.8.4 Nothing in clause 4.8 is to be taken to affect: 
 

(a) any different treatment (or treatment having different outcomes) which is specifically exempted under the Anti-Discrimination Act 1991;  
 
(b) an Employee, employer or registered organisation, pursuing matters of discrimination, including by application to the Human Rights and 

Equal Opportunity Commission/Anti-Discrimination Commission Queensland. 
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PART 5 – WAGES AND WAGE RELATED MATTERS 
 
5.1 Classification definitions 

 
5.1.1 Classification criteria 

 
(a) “Classification Criteria” are guidelines to determine the appropriate classification under this award and consist of characteristics and typical 

duties/skills. 
 
(b) The characteristics are the principal or primary guide to classification as they are designed to indicate the level of basic knowledge, a 

comprehension of issues, problems and procedures required and the level of responsibility/accountability of the position.  The totality of the 
characteristics must be read as a whole to obtain a clear understanding of the essential features of any particular level and the competency 
required. 

 
(c) The typical duties/skills are a non-exhaustive list of duties/skills that may be comprehended within the particular level.  They are an 

indicative guide only and at any particular level Employees may be expected to undertake duties of any level lower than their own.  
Employees classified in accordance with the classification criteria may perform/utilise one such duty/skill, or many of them, depending on 
the particular work allocated. 

 
(d) The key issue to be looked at in properly classifying an Employee is the level of initiative, responsibility/accountability, competency and 

skill that the Employee is required to exercise in the work they perform.  When assigning a classification to an Employee, or when 
reclassifying an Employee, this needs to be done by reference to the specific characteristics of the level.  For example, whilst some tasks 
associated with a higher level may be performed, this does not mean that the Employee must automatically be classified at the higher level.  
The Employee would achieve a higher classification when a major and substantial number of the characteristics of that level are satisfied 
and where the Employee achieves the level of initiative, responsibility/accountability, skill and competency envisaged by those 
characteristics. 

 
5.1.2 Reclassification criteria 

 
(a) The assessment and placement of an Employee shall be the responsibility of the employer.  Should an Employee wish to challenge the 

assessment and placement or where there is a claim for reclassification of a position by an Employee to a higher level under this structure on 
the ground that the Employee’s duties and responsibilities are reflected within the classification criteria for that level, the matter shall be 
referred to an Appeals Committee.  The Appeals Committee shall enquire into the matter and make a recommendation to the parties as a 
means of settling the matter.  The Appeals Committee shall be comprised of: 

 
• The relevant Departmental Head; 
• A Union Official/member nominated by the Employee; and 
• A member of the Human Resources Department. 

 
(b) Should the matter remain unresolved, the following disputes avoidance procedure shall be followed: 
 

A meeting to be arranged between the Chief Executive, or their nominee, and the Employee’s representative.  If the matter remains 
unresolved either party may refer the matter to the Commission who shall endeavour to resolve the matter by conciliation. 

 
5.2 Classification Levels 
 
All adult Employees shall be classified in one of the following Levels: 
 
5.2.1 Trainee 

 
(a) An Employee shall be appointed as a trainee in any of the job descriptions within UNiTAB where the Employee does not possess the 

necessary skills or experience at the relevant level within the classification structure. 
 
(b) No Employee shall work in this capacity for a period longer that 6 months, assuming that an average of a least 30 hours per week has been 

worked within this period.  Casual Employees (who may work less than an average of 30 hours per week) shall be established at the relevant 
level at the completion of 780 hours of service, subject to achieving at that time a satisfactory assessment in respect of the work under 
training. 

 
(c) A trainee shall be paid 92.5% of the relevant level rate. 
 
Characteristics 

 
(d) Employees appointed as trainees perform routine duties, essentially of a minimal nature.  The trainees perform tasks relevant to their 

training and work under a “buddy” system during training.  Trainees exercise only minimal judgement during their training period.  An 
Employee at this level is required to develop knowledge of customer service and health and safety within the requirements of their 
classification level.  The Employee continues to undertake training structured by the employer to enable work to be performed at a higher 
level. 

 
5.2.2 Level 1 

 
(a) Employees shall be graded at this level where the principal characteristics of their employment, as determined by the employer, are 

identified as follows: 
 
Characteristics 
 
(b) Employees at this level may include the Employee who has limited relevant experience.  Initially, work is performed under close direction 

using established practices, procedures and instructions.  Later work is likely to be performed under routine supervision with intermittent 
checking. 

 
(c) Such Employees perform routine clerical and office functions and are trained in and apply customer service requirements as required by the 

section/department.  Where required the Employee exercises minimal judgement while performing routine functions requiring an 
understanding of clear procedures or guidelines.  An Employee at this level may require basic manual skills and be able to apply basic 
communication and interpersonal skills in dealing with customers and other workers.  All work performed by a Level 1 Employee consists 
of a limited range of tasks of very low variety and complexity. 
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(d) Indicative typical duties and skills of this level may include: 
 

• The ability to read and understand information sheets. 
• The ability to read and note testing equipment. 
• Perform all duties associated with mail sorting and distribution. 
• Perform basic office functions including filing, using photocopiers and other similar office equipment. 
• Keyboard and data entry skills. 
• Competent understanding of computer applications for the section/department. 
• Use wagering terminals. 
• Handle cash. 
● Maintenance activities. 

 
5.2.3 Level 2 

 
(a) Employees shall be graded at this level where the principal characteristics of their employment, as determined by the employer, are 

indicated as follows: 
 

Characteristics 
 

(b) Employees at this level perform work above and beyond the competencies of an Employee at Level 1.  Such Employees perform tasks with 
general supervision exercising limited discretion within defined procedures.  A Level 2 Employee is trained in, and applies, basic quality-
service requirements including general inquiry assistance to the customer.  An Employee at this level is required to co-ordinate and 
supervise work within a small team environment.  The Level 2 Employee applies advanced interpersonal and communication skills at a 
higher level than Level 1 in dealing with customers and other workers. 

 
(c) Indicative typical duties and skills at this level may include: 

 
• Competent use of software packages. 
• Operation and care of wagering terminals with the associated office equipment. 
• Perform log search analyses. 
• Reconcile office cash books. 
• Operate central switchboard and corporate filing system. 

 
5.2.4 Level 3 

 
(a) Employees shall be graded at this level where the principal characteristics of their employment, as determined by the employer, are 

identified as follows: 
 

Characteristics 
 

(b) Employees at this level perform work above and beyond the skills of an Employee at Level 2. 
 

(c) A Level 3 Employee supervises the work of others and has developed problem solving skills.  The Employee at this level is responsible for 
quality control and the quality of customer services and may have developed organising and planning skills.  A Level 3 Employee performs 
work to a standard which requires only irregular checking.  The Employee has a thorough knowledge of health and safety procedures 
relating to their area of responsibility.  The Level 3 Employee has the ability to communicate effectively and may be required to provide on-
the-job training. 

 
(d) Indicative typical duties and skills at this level may include: 

 
• A requirement to apply trade skills in the application of their work. 
• Corporate ordering and stock control. 
• Software compilation and construction. 
• Advanced office duties including staff rostering, preparing reports and preparing operating plans and managing budgets. 
• Manage a branch. 
• Trouble shooting equipment failure. 
• Conduct branch audits. 
• Shorthand. 
 

5.2.5 Level 4 
 

(a) Employees shall be graded at this level where the principal characteristics of their employment, as determined by the employer are 
identified as follows: 

 
Characteristics 

 
(b) Employees at this level perform work above and beyond the skills of a Level 3 Employee. 

 
(c) A Level 4 Employee co-ordinates work in complex team environment or works without general supervision.  An Employee at this level has 

a high degree of independence in organising work and is able to apply a high level of organising and planning skills.  The Level 4 Employee 
is accountable for revenue and expenses which are sustained at a level significantly higher than Level 3. 

 
(d) Indicative typical duties and skills at this level may include: 

 
• Assisting in the preparation of budgets. 
• Expert use of corporate system. 
• Establish and monitor internal controls. 
• Manage major branches. 
• Well developed problem solving skills which produce workable solutions. 
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5.2.6 Level 5 

 
(a) Employees shall be graded at this level where the principal characteristics of their employment, as determined by the employer, are 

identified as follows: 
 

Characteristics 
 

(b) An Employee at this level performs work above and beyond the skills of a Level 4 Employee due to the Employee’s specialised skill in a 
particular professional, technical or service field or, because of the level of responsibility and management, (eg administrative 
responsibilities, financial responsibilities or project co-ordination) held by the Employee, which is required to be used in the course of 
his/her duties. 

 
(c) An Employee at this level is responsible and accountable for workplace output and therefore generally works without supervision.  A Level 

5 Employee understands the employer’s entire operation.  The Employee has well developed communication, problem solving and 
analytical skills.  The Level 5 Employee co-ordinates the work of others in a team environment. 

 
(d) Indicative typical duties and skills in this level may include: 

 
• Co-ordinate construction programs. 
• Document functional requirements for UNiTAB systems. 
• Assess testing requirements. 
• Use specialised electronic equipment. 
• Manage critical operating, communications and business systems. 

 
5.2.7 Level 6 

 
(a) Employees shall be graded at this level where the principal characteristics of their employment, as determined by the employer, are 

identified as follows: 
 

Characteristics 
 

(b) An Employee at this level performs work above and beyond the skill of a Level 5 Employee.  Such Employees will have worked or studied 
in a relevant field and will have achieved a standard of specialist knowledge and expertise to enable the Employee to independently advise 
on a range of activities associated with the employer’s operation. 

 
(c) A Level 6 Employee is responsible and accountable for their work and responsible for the management and work output for their 

department.  A Level 6 Employee may delegate responsibility for work under their control and supervision.  An Employee at this level 
ensures all Employees within their department are correctly trained and that proper operational procedures are in place. 

 
(d) Indicative typical duties and skills at this level may include: 

 
• Management of specialist work groups. 
• Investigation and analysis of critical organisational work practices and systems to ensure corporate strategies are achieved. 
• Management of specialist projects. 
• Development, implementation and maintenance of critical procedures, routines and systems. 
• Development of programmes to maintain specialist team skills. 
 

5.2.8 Customer contact definitions 
 
The definitions and provisions of clause 5.2.8 shall apply to all relevant UNiTAB Employees. 

 
(a) Customer contact Employees 

 
Casual Employee shall be classified as either Category 1 or Category 2 Employees. 

Category 1 Employees shall be defined as casual Customer Contact Clerks.  These clerical positions include Telebet Operator, Raceday 
Control Clerks, and Branch Clerks. 

Junior casual Customer Contact Clerks shall be those Employees under 19 years of age. 

The rate of pay shall be 65% of the hourly rate for the casual Customer Contact Clerk as provided for in the Award. 

Category 2 Employees shall be defined as all other casual clerks not defined as Category 1 Employees. 

 

UNIiTAB Classifications Definition 
Level 1   
Assistant Network Officer 

Customer Contact 
Casual Customer Contact Clerk (including Telebet Operator, Raceday 
Control Clerk and Branch Casuals) 

Customer Contact 

  
Maintenance Assistant  
Storeperson  
Assistant Service Support Officer   Customer Contact 
  
Level 2  
C.I.C. Customer Contact 
Clerk/Typist  



 
4 July, 2003 QUEENSLAND GOVERNMENT INDUSTRIAL GAZETTE 837 
 
 

S:\QIRCDEV-BASE\QGIG\2003\VOL 173\NO. 10 04.07.03.DOCno. 10 04.07.03 

UNIiTAB Classifications Definition 
Level 2  
Experienced Storeperson  
  
OST Assistant  
Receptionist/Switchboard Operator  
Records Clerk  
  
Technical Storeperson Customer Contact 
  
Level 3  
Administrative Assistant/Secretary  
Branch Manager (Regular) Customer Contact 
Building Services Technician  
Co-ordinator Network Communications Customer Contact 
Field Auditor  
Finance Clerk  
Joiner  
Network Officer Customer Contact 
Service Support Officer  
Purchasing Officer  
Raceday Operator Customer Contact 
  
  
Senior Secretary  
Service Centre Officer Customer Contact 
Stores Supervisor  
Technician Grade 3 

Customer Contact 
Telebet Supervisor Customer Contact 
  
Level 4  
Branch Manager (Major) Customer Contact 
Senior Service Centre Officer Customer Contact 
Executive Assistant/Secretary  
Systems Librarian  
Technician Grade 4 Customer Contact 
  
Level 5  
Construction Supervisor  
OST Officer  
Payroll Supervisor  
Raceday Controller Customer Contact 
Senior Network Officer Customer Contact 
Technician Grade 5 Customer Contact 
  
Level 6  
Coordinator Help Desk Customer Contact 
Coordinator Network Resources Customer Contact 
Senior Raceday Controller Customer Contact 
Technical Officer Customer Contact 
  

 
5.3 Wages 
 
5.3.1 Adult full-time Employees 
 

The rates of pay for adult Employees per annum shall be as follows: 

 
Classification Level Award Rate Per Annum 
    $ $ 
Level 1 ...............................................................................23,948.60 - 24,687.00 
Level 2 ...............................................................................24,687.00 - 29,411.20 
Level 3 ...............................................................................29,411.20 - 33,698.60 
Level 4 ...............................................................................33,698.60  - 36,007.40 
Level 5 ...............................................................................36,007.40  - 38,966.20 
Level 6 ...............................................................................38,966.20 - 44,358.60 

 
5.3.2 Adult casual Employees – Category 1 and Category 2 
 

(a) The rates of pay for Category 1 (casual customer contact clerks, including telebet operators, raceday control clerks and branch clerks) 
Employees shall be as follows: 
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Per Hour 
    $ 

Monday to Friday...........................................................................................16.1470 
Saturdays ........................................................................................................21.5970 
Sundays ..........................................................................................................25.6470 
Public holidays ...............................................................................................31.1970 

  
(b) Category 2 Employees (defined as all other casual clerks not defined as category 1 Employees) shall be paid as follows (in addition to 

overtime rates as applicable): 
 
    Per Hour 

  $ 
Level 1............................................................................................................14.5485 
Level 2............................................................................................................14.9960 
Level 3............................................................................................................17.7790 

 
5.3.3 The rates of pay in this Award are intended to include the arbitrated wage adjustment payable under the 1 September 2002 Declaration of 

General Ruling and earlier Safety Net Adjustments and arbitrated wage adjustments.  [Disputed cases are to be referred to the President.]  This 
arbitrated wage adjustment may be offset against any equivalent amount in rates of pay received by Employees whose wages and conditions of 
employment are regulated by this Award which are above the wage rates prescribed in this Award.  Such payments include wages payable 
pursuant to certified agreements, currently operating enterprise flexibility agreements, Queensland workplace agreements, award amendments to 
give effect to enterprise agreements and overaward arrangements.  Absorption which is contrary to the terms of an agreement is not required. 

 
Increases made under previous State Wage Principles or under the current Statement of Principles, excepting those resulting from enterprise 
agreements, are not to be used to offset arbitrated wage adjustments. 

 
5.3.4 Casual Clerks in Charge (CIC’s) – Casual Clerks in Charge shall be paid the relevant Category 1 or Category 2 rate as the case may be plus 

10%. 
 
5.3.5 Juniors (other than junior casual Customer Contact Clerks) – The minimum annual rates of wages payable to junior Employees within the 

southern Division (Eastern District) shall be as follows: 
Percentage 

of Minimum 
Adults Rate 

% 
Under 16 years of age 45 
16 and under 17 years of age 50 
17 and under 18 years of age 55 
18 and under 19 years of age 65 
19 and under 20 years of age 75 
20 and under 21 years of age 85 
21 years of age and over 100 

 
Junior rates shall be calculated in multiples of 10 cents with any result of 5 cents or more being taken to the next highest 10 cent multiple. 
 

5.3.6 Divisional and District Parities 
 
In addition to the rates of wages set out in this Award for the Southern Division, Eastern District, the following amounts shall be paid to Employees to 
whom this Agreement applies employed in the divisions and districts referred to hereunder: 

     Adults 21 years Juniors under 
     of age and over 21 years of age 
     per fortnight per fortnight 
     $ $ 
 
Northern Division, Eastern Districts .............................................................................................. 2.10 1.05 
Northern Division, Western District............................................................................................... 6.50 3.25 
Mackay Division,............................................................................................................................ 1.80 0.90 
Southern Division, Western District............................................................................................... 2.10 1.05 
 
5.4 Allowances 
 
5.4.1 Higher duties 
 
An Employee who is called upon to perform for a period of 3 days or more, all or a substantial portion of the duties and responsibilities of an Employee 
of UNiTAB in a higher level, shall be paid at the minimum rate prescribed for such higher position and shall receive authorised overtime at the minimum 
rate prescribed for the higher level 
 
5.4.2 Availability allowance  
 
A Technician Grade 4 who is available to work on any day will be paid an allowance of $15.00 per day for each day the Employee is available to work.  
This allowance is in substitution of the vehicle and operation allowances previously prescribed in this Award.  This allowance also contains a loading in 
lieu of 2 hours overtime per week. 
 
5.4.3 Meal allowance  
 
Any Employee called upon to work overtime for more than one hour after the ordinary ceasing time shall be paid an allowance for a meal equal to the 
current meal allowance fixed from time to time as a General Ruling by the Commission, or shall be supplied by UNiTAB with a reasonable meal in lieu 
of such payment, in respect of each meal break allowed during such overtime as provided for in clause 6.2.1(c). 
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5.4.4 Vehicle allowance  
 
Any Employee authorised to use their own vehicle on UNiTAB’s business, shall be paid for all actual kilometres travelled by the vehicle on UNiTAB’s 
business a minimum allowance as follows: 
 

Vehicle up to 1.5 litres 0.2745 per kilometre 
Vehicle over 1.5 litres and up to 2.5 litres 0.2920 per kilometre 
Vehicles over 2.5 litres 0.3350 per kilometre 

 
Actual kilometres travelled by the vehicle shall mean and include authorised travel to and from the Employee’s place of residence where applicable. 

 
5.5 Superannuation 

 
5.5.1 In addition to the rates of pay prescribed by this Award, UNiTAB shall contribute on behalf of each eligible Employee an amount equal to the 

amount of Occupational Superannuation determined by the Commission or Government Statute from time to time into the Occupational 
Superannuation Plan for UNiTAB in accordance with the conditions of that plan. 

 
5.5.2 The employer and Employee may agree to have the Employee’s superannuation contributions made to an approved superannuation fund, other 

than those specified in this Award. 
 
(a) Any such agreement must be recorded in writing and signed by the employer and Employee and kept on the Employee’s file. 
 

(b) A person must not coerce someone else to make an agreement. 
 
(c) Such agreement, where made, will continue until such time as the employer and Employee agree otherwise, and shall be made available to 

relevant persons for the purposes of sections 371 and 373 (time and wage records) of the Act. 
 

(d) Any dispute arising out of this process will be handled in accordance with the grievance and dispute settling procedure in clause 3.1. 
 

5.6 Payment of wages 
 

5.6.1 Full-time and part-time Employees 
 
Wages and salaries shall be paid fortnightly one week in arrears and one week in advance and by electronic funds transfer. 

5.6.2 Casual Employees 
 
Payment to casual Employees shall be weekly and may be by electronic funds transfer.  Unless there is reasonable cause over which UNiTAB has no 
control, wages will be paid on the day after UNiTAB processes the casual payroll.  Where a public holiday falls on a Friday, processing of wages will be 
brought forward so payment is made no later than Thursday. 
 
PART 6 – HOURS OF WORK, BREAKS, OVERTIME, SHIFT WORK, WEEKEND WORK 
 
6.1 Hours of work 
 
6.1.1 Hours of work – full-time Employees 
 

(a) The 38 hour week will be an average of 38 hours per week to be worked on one of the following cycles: 
 

(i) 38 hours within a work cycle not exceeding 7 consecutive days; or 
 

(ii) 76 hours within a work cycle not exceeding 14 consecutive days; or 
 

(iii) 114 hours within a work cycle not exceeding 21 consecutive days; or 
 

(iv) 152 hours within a work cycle not exceeding 28 consecutive days. 
 

(b) The method of working the 38 hour week will follow one of these bases, clauses 6.1.1(b)(i), (ii) or (iii) most suitable to UNiTAB, after 
consultation with, and giving reasonable consideration to the wishes of the Employees concerned: 

 
(i) By Employees working less than 8 ordinary hours each day; 
 
(ii) By Employees working less than 8 ordinary hours on one or more days during each work cycle; 
 
(iii) By rostering Employees off on various days of the week during a particular work cycle. 
 

(c) This will provide for the working of the 38 hour week as follows: 
 

(i) 19 days of 8 hours per day or 20 days of 7.6 hours per day in a work cycle not exceeding 28 consecutive days; or 
 

(ii) within a fixed roster of 152 hours over a period of 28 consecutive days. 
 

(d) The ordinary hours of work will be as follows: 
 

(i) for customer contact Employees  between 8.00 a.m. to midnight Monday to Saturday inclusive; or 
 

(ii) for network services Employees between 6.30 a.m. to midnight on consecutive days Monday to Saturday inclusive; or 
 

(iii) except as specifically provided for in clauses 6.1.1(d)(i) and 6.1.1(d)(ii), ordinary hours of work for all other Employees will be 
between 6.30 a.m. and 6.30 p.m. Monday to Friday and where mutually agreed between 6.30 a.m. and 6.30 p.m. Saturdays.  Ordinary 
hours worked by Employees excluding customer contact and Network Services Employees on a Saturday shall be paid for at the rate 
of time and one-half: 

 

Provided that, except where mutually agreed when the ordinary hours of duty include Saturday, such duties performed on that day 
shall be restricted to those carried out in the Employee’s normal department. 

Provided further such spread of ordinary daily working hours may be altered as to all or a section of Employees provided there is 
agreement between UNiTAB and the majority of Employees involved. 
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(e) The ordinary starting and finishing times of various groups of Employees or individual Employees may be staggered, provided that there is 
agreement between the employer and the majority of Employees in the section or sections involved. 

 
(f) Notwithstanding clause 6.1.1 the spread of ordinary working hours for Employees whose work is ancillary to the main business of UNiTAB 

may be the same spread applicable for Employees engaged in the main business of UNiTAB. 
 
(g) The ordinary hours of work prescribed herein shall not exceed 10 hours on any day: 

 
Provided that where the ordinary hours are to exceed 8 on any day, the arrangement of hours shall be subject to the agreement of UNiTAB 
and the majority of Employees in the section or sections concerned. 

(h) Where there is agreement between UNiTAB and the Employee, banked time may accumulate for authorised work performed where an 
officer: 

 
(i) has completed in excess of the ordinary daily hours but within the ordinary spread of hours; 
 
(ii) has been recalled for duty, worked on public holidays on days substituted in lieu (excluding Labour Day), rest day, week-ends and 

concessional days. 
 

(i) Notwithstanding any other provisions in clause 6.1.1, where the arrangement of ordinary hours of work provides for a rostered day off, the 
employer and Employee or the majority of Employees concerned, may agree to accrue up to a maximum of 5 rostered days off.  Where this 
agreement has been reached, the accrued rostered days off shall be taken within that work cycle and cannot accumulate and transfer to the 
next cycle. 

 
(j) Rostered days off will only be approved subject to operational requirements.  Where time banked/accrued at the end of the cycle or on 

termination or dismissal has not been taken, it shall be paid to the Employee at ordinary rates at the end of each work cycle or on 
termination or dismissal. 

 
(k) The method of working the 38 hour week shall be recorded in writing. 

 
6.2 Breaks 
 
6.2.1 Meal breaks 
 

(a) Full-time and part-time Employees shall be allowed an unpaid meal break each day of not less than 30 minutes and not more than one hour 
between the 1/3rd and 1/6th hour worked after starting work.  If the meal break is not given the Employee shall be paid for half an hour’s 
crib time in addition to payment for time worked. 

 
(b) Where a casual is required to continue working for more than 5 hours continuously, the Employee shall be allowed a meal break of not less 

than half an hour or more than one hour between the 1/3rd and 1/5th hours worked or immediately after the 1/6th hour worked by 
agreement.  Such meal break shall not be regarded as working time, if the meal break is not given the Employee shall be paid for half an 
hour’s meal time in addition to the time worked and such extra payment shall be made at the hourly rate prevailing at the time the meal 
break ought to have been given.  

 
(c) Any full-time or part-time Employee who is required to continue working for more than one hour after the ordinary ceasing time shall be 

allowed 30 minutes for a meal after the first hour worked (and 20 minutes after each further 4 hours worked): 
 

Provided in each case work is to continue thereafter.  No deduction of pay shall be made for such meal breaks. 

6.2.2 Rest pauses 
 

(a) Full-time and part-time Employees – A rest pause of 10 minutes’ duration in the first half of their working day in the employer’s time shall 
be allowed for each Employee.  Rest pauses shall be taken at times to suit the convenience of UNiTAB and so as not to interfere with the 
continuity of work where continuity in the opinion of UNiTAB is necessary. 

 
(b) Casual Employees – Where the engagement extends beyond 2 hours, the casual shall be allowed a rest pause of 10 minutes after 2 hours and 

such rest pauses shall be taken at such times as will not interfere with the continuity of work where continuity is necessary. 
 
6.3 Overtime 
 
6.3.1 Any time worked before the ordinary starting or ceasing times on any one day or in excess of 152 hours in a 4 week period shall be deemed to be 

overtime. 
 
6.3.2 All overtime except as hereinafter provided shall be paid for at one and a-half times the ordinary rate for the first 3 hours and double time 

thereafter.  Each day is to stand alone in calculating for the purpose of clause 6.3. 
 
6.3.3 Overtime worked by shift workers shall be paid for at the rate of double time. 
 
6.3.4 An Employee who works so much overtime between the termination of ordinary work on one day and the commencement of ordinary work on 

the next day, so that there has not been at least 10 consecutive hours off duty for the Employee between those times, shall, subject to clause 
6.3.4, be released after completion of such overtime until the Employee has had 10 consecutive hours off duty without loss of pay for ordinary 
working time occurring during such absences.  If, on the instruction of the employer, such Employee resumes or continues work without having 
had such 10 consecutive hours off duty, the Employee shall be paid double ordinary time until released from duty for such period, and shall then 
be entitled to be absent until the Employee has had 10 consecutive hours off duty without loss of pay for ordinary working time occurring during 
such absence.  Further, clause 6.3.4 shall apply in the case of shift workers who rotate from one shift to another as if 8 hours were substituted for 
10 hours when overtime is worked: 

 
(a) for the purpose of changing shift rosters; or 

 
(b) where a shift worker does not report for duty. 



 
4 July, 2003 QUEENSLAND GOVERNMENT INDUSTRIAL GAZETTE 841 
 
 

S:\QIRCDEV-BASE\QGIG\2003\VOL 173\NO. 10 04.07.03.DOCno. 10 04.07.03 

6.3.5 Employees shall work reasonable overtime whenever necessary in the opinion of the employer.  However, 24 hours’ notice shall be given where 
practicable. 

 
6.3.6 All work done on Sundays shall be paid for at the rate of double time. 
 
6.3.7 All time worked by Technicians, the Systems Librarian and Communications Co-ordinator outside or in excess of the ordinary hours prescribed 

in clause 6.1, shall be deemed overtime. 
 

(a) Subject to prior approval of the employer, an Employee who so requests may be allowed time off duty in lieu of the overtime payment 
pursuant to clause 6.3.7 subject to the following conditions: 

 
(b) The time allowed off-duty shall be computed at the value of the appropriate penalty rate applicable to the overtime worked; and 

 
(c) No Employee shall be allowed to accumulate more than 5 working days’ credit at any time. 
 
(d) All approved accumulated time must be taken within 6 months of such accrual or forfeited and paid for. 

 
6.3.8 Call back 
 

(a) An Employee recalled to work overtime after leaving the premises of UNiTAB (where notified before or after leaving the premises), shall 
be paid for a minimum of 4 hours’ work at the appropriate rate for each time the Employee is so recalled, provided that except in the case of 
unforeseen circumstances arising, the Employee shall not be required to work the full 4 hours, if the work to be performed is completed 
within a shorter period. 

 
(b) In the event of cancellation or postponement of such recall when an Employee reports for duty the Employee shall be paid the above 

minimum of 4 hours for each time so recalled. 
 
(c) Clause 6.3.8 shall not apply in cases where the overtime is continuous (subject to a meal break) with the completion or commencement of 

ordinary shift time. 
 
(d) No Employee shall work overtime unless instructed to do so by the Employee’s immediate supervisor. 

 
6.4 Shift work 

Shift work may only be worked by Employees where agreement has been reached between UNiTAB and the relevant Union.  Afternoon or Night Shift 
workers as defined in clause 1.7 (Definitions) shall be paid a shift allowance of 15% of their ordinary rate in addition to their ordinary rate. 
 
PART 7 – LEAVE OF ABSENCE AND PUBLIC HOLIDAYS 
 
7.1  Annual leave 
 
7.1.1 Except as otherwise provided, every Employee (other than a casual Employee) shall at the end of each year of employment be entitled to annual 

leave on full pay of 4 weeks. 
 
7.1.2 An annual leave of 5 weeks shall be allowed in the case of Electronic Maintenance Technicians, Senior Race Day Controllers, Race Day 

Controllers, Assistant Network Officers, Network Officers, Senior Network Officers, Raceday Operators, Co-ordinators – Help Desk and Co-
ordinators – Network Services, Assistant Service Support Officers and Service Support Officers. 

 
7.1.3 Such annual leave shall be exclusive of any public holiday which may occur during the period of that annual leave and (subject to clause 7.1.10) 

shall be paid for by the employer in advance. 
 
7.1.4 In the case of any and every Employee in receipt immediately prior to going on annual leave of ordinary pay at a rate in excess of the ordinary 

rate payable, such Employee shall be paid for the annual leave at that excess rate.  In every other case, Employees shall be paid at the ordinary 
rate prescribed by this Award.  

 
7.1.5 If the employment of any Employee is terminated at the expiration of a full year of employment, UNiTAB shall be deemed to have given the 

leave to the Employee from the date of the termination of the employment and shall forthwith pay to the Employee in addition to all other 
amounts due, payment calculated in accordance with clause 7.1.10, for 4 weeks or 5 weeks, as the case may be, and also ordinary pay for any 
public holidays occurring during such period of 4 or 5 weeks. 

 
7.1.6 If the employment of any Employee is terminated before the expiration of a full year of employment, such Employee shall be paid, in addition to 

all other amounts due, an amount equal to 1/12th of the Employee’s ordinary pay for the period of employment calculated in accordance with 
clause 7.1.10 (or 1/10th of such pay in the case of Employees who receive 5 weeks’ annual leave). 

 
7.1.7 Reasonable notice of not less than 2 weeks after submitting a leave application form shall be given by the Employee, provided that where an 

Employee requests leave inside of 2 weeks of the commencement of such leave, such period shall not apply. 
 
7.1.8 At least 14 days’ notice of the commencement of annual leave shall be given to the Employee by UNiTAB where UNiTAB and the Employee 

cannot agree as to when the Employee is to take leave. 
 
7.1.9 Except as hereinbefore provided, it shall not be lawful for the employer to give or for any Employee to receive, payment in lieu of annual leave. 
 
7.1.10 Calculation of annual leave pay – In respect to annual leave entitlements, annual leave pay (including any proportionate payments) shall be 

calculated as follows: 
 

(a) Shift workers – Subject to clause 7.1.10(c) the rate of wages to be paid to a shift worker shall be at the rate payable for work in ordinary 
time according to the Employee’s roster or projected roster, including Saturday, Sunday or holiday shifts.  
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(b) All Employees – Subject to clause 7.1.10(c), in no case shall the payment by UNiTAB to an Employee be less than the sum of the following 
amounts: 

 
(i) the Employee’s ordinary wage rate as prescribed by the Award for the period of the annual leave excluding shift premiums and week-

end penalty rates); plus  
 
(ii) a further amount calculated at the rate of 17.5% of the amounts referred to in clause 7.1.10(b)(i). 
 

(c) Clause 7.1.10(b)(ii) shall not apply to: 
 

(i) any period or periods of annual leave exceeding: 
 

– 5 weeks in the case of Employees employed in a calling where 3 shifts per day are worked over a period of 7 days per week; or 
 

– 4 weeks in any other case. 
 
(ii) Employees of UNiTAB who are receiving an annual leave bonus, loading or other annual leave payment which is not less favourable to 

the Employees. 
 

7.2 Sick leave 
 
7.2.1 Entitlement 
 

(a) Where Employees work more than 8 ordinary hours per day they shall be entitled to 64 ordinary hours of sick leave for each completed year 
of employment.  This entitlement will accrue at the rate of one day’s sick leave after each 6 weeks of employment.  

 
(b) Every other Employee, except casuals, and school-based apprentices and trainees, is entitled to 60.8 hours’ sick leave for each completed 

year of their employment with their employer. 
 
(c) This entitlement will accrue at the rate of 7.6 hours’ sick leave after each 6 weeks of employment. 
 
(d) Payment for sick leave will be made based on the ordinary number of hours which would have been worked if the Employee were not 

absent on sick leave. 
 
(e) Sick Leave may be taken for part of a day. 

 
(f) Sick leave shall be cumulative, but unless the employer and Employee otherwise agree, no Employee shall be entitled to receive, and no 

employer shall be bound to make, payment for more than 13 weeks’ absence from work through illness in any one year. 
 

(g) Part-time Employees accrue sick leave on a proportional basis. 
 
7.2.2 Employee must give notice 
 
The payment of sick leave is subject to the Employee promptly advising the employer of the Employee’s absence and its expected duration.  
 
7.2.3 Evidence supporting a claim 
 
When the Employee’s absence is for more than 2 days, the Employee is required to give the employer a doctor’s certificate, or other reasonably 
acceptable evidence, about the nature and approximate duration of the illness.  
  
7.2.4 Accumulated sick leave 
 
An Employee’s accumulated sick leave entitlements are preserved when: 
 

(a) The Employee is absent from work on unpaid leave granted by the employer; 
 

(b) The employer or Employee terminates the Employee’s employment and the Employee is re-employed within 3 months; or 
 

(c) The Employee’s employment is terminated because of illness or injury and the Employee is re-employed by the same employer without 
having been employed in the interim.  

 
The Employee accumulates sick leave entitlements whilst absent from work on paid leave granted by the employer. 
 
7.2.5 Workers’ compensation 
 
Where an Employee is in receipt of workers’ compensation, the Employee is not entitled to payment of sick leave. 
 
7.3 Bereavement leave 
 
7.3.1 Full-time and part-time Employees 
 
Full-time and part-time Employees shall, on the death of a member of their immediate family or household in Australia, be entitled to paid bereavement 
leave up to and including the day of the funeral of such person.  Such leave shall be without deduction of pay for a period not exceeding the number of 
hours worked by the Employee in 2 ordinary days of work.  Proof of such death is to be furnished by the Employee to the satisfaction of the employer. 
 
7.3.2 Long-term casual Employees 
 

(a) A long-term casual Employee is entitled to at least 2 days unpaid bereavement leave on the death of a member of the person’s immediate 
family or household in Australia. 

 
(b) A “long-term casual Employee” is a casual Employee engaged by a particular employer, on a regular and systematic basis, for several 

periods of employment during a period of at least 1 year immediately before the Employee seeks to access an entitlement under clause 7.3.2. 
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7.3.3 “Immediate family” includes: 
 

(a) A spouse (including a former spouse, a de facto spouse and a former de facto spouse, spouse of the same sex) of the Employee; and 
 

(b) A child or an adult child (including an adopted child, a foster child, an ex-foster child, a stepchild or an ex-nuptial child), parent, 
grandparent, grandchild or sibling of the Employee or spouse of the Employee. 

 
7.3.4 Unpaid leave 
 
An Employee with the consent of the employer, may apply for unpaid leave when a member of the Employee’s immediate family or household in 
Australia dies and the period of bereavement leave entitlement provided above is insufficient. 
 
7.4 Family leave 
 
The provisions of the Family Leave Award apply to and are deemed to form part of this Award. 
 
7.4.1 It is to be noted that: 
 

(a) part-time work can be performed by agreement in the circumstances specified in the Family Leave Award; 
 
(b) a copy of the Family Leave Award is required to be displayed in accordance with section 697 of the Act. 

 
7.4.2 The Family Leave Award also provides for the terms and conditions of leave associated with: 
 

(a) Maternity leave 
 

(b) Parental leave 
 

(c) Adoption leave 
 
(d) Special responsibility leave for the care and support of the Employee’s immediate family or household.  

 
7.5 Long service leave 
 
All Employees covered by this Award are entitled to long service leave on full pay under, subject to, and in accordance with, the provisions of Chapter 2, 
Part 3, sections 42-58 of the Act as amended from time to time.  
 
7.6 Public holidays 
 
7.6.1 All work done by any Employee on: 

 
– the 1st January; 
– the 26th January; 
– Good Friday; 
– Easter Saturday (the day after Good Friday); 
– Easter Monday; 
– the 25th April (Anzac Day); 
– The Birthday of the Sovereign; 
– Christmas Day; 
– Boxing Day; or 
– any day appointed under the Holidays Act 1983, to be kept in place of any such holiday 
 

will be paid for at the rate of double time and a-half with a minimum of 4 hours. 
 
7.6.2 Labour Day 
 
All Employees are entitled to be paid a full day’s wage for Labour Day (the first Monday in May or other day appointed under the Holidays Act 1983, to 
be kept in place of that holiday) irrespective of the fact that no work may be performed on such day, and if any Employee concerned actually works on 
Labour Day, such Employee will be paid a full day’s wage for that day and in addition a payment for the time actually worked by the Employee at the 
rate of time and a-half with a minimum of 4 hours. 
 
7.6.3 Annual show 
 
All work done by Employees in a district specified from time to time by the Minister by notification published in the Industrial Gazette on the day 
appointed under the Holidays Act 1983, to be kept as a holiday in relation to the annual agricultural, horticultural, or industrial show held at the principal 
city or town, as specified in such notification of such district shall be paid for at the rate of double time and a-half with a minimum of 4 hours. 
 
In a district in which a holiday is not appointed for an annual agricultural, horticultural or industrial show, the Employee and employer must agree on an 
ordinary working day that is to be treated as a show holiday for all purposes. 
 
7.6.4 Double time and a-half 
 
For the purposes of clause 7.6, where the rate of wages is a weekly rate, “double time and a-half” means one and one half day’s wages in addition to the 
prescribed weekly rate, or pro rata if there is more or less than a day: 
 
Provided that where a fortnightly Employee is not required to work on a public holiday, such Employee shall be paid for such holiday for the ordinary 
hours which would normally have been worked on such day if that day had not been a holiday. 
 
Further, all time worked on any of the holidays mentioned above outside starting and ceasing times prescribed by this Award for the day of the week on 
which such holiday falls shall be paid for at double the rate prescribed by this Award for such time when worked outside the ordinary starting and ceasing 
times on an ordinary day. 
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7.6.5 Employees who do not work Monday to Friday of each week 
 
Employees who do not ordinarily work Monday to Friday of each week are entitled to public holidays as follows: 
 

(a) A full-time Employee is entitled to either payment for each public holidays or a substituted day’s leave. 
 

(b) A part-time Employee is entitled to either payment for each public holiday or a substituted day’s leave provided that the part-time Employee 
would have been ordinarily rostered to work on that day had it not been a public holiday. 

 
(c) Where a public holiday would have fallen on a Saturday or a Sunday but is substituted for another day all Employees who would ordinarily 

have worked on such Saturday or Sunday but who are not rostered to work on such day are entitled to payment for the public holiday or a 
substituted day’s leave. 

 
(d) Where Christmas Day falls on a Saturday or a Sunday and the public holiday is observed on another day an Employee required to work on 

Christmas Day (i.e. 25 December) is to be paid at the rate of double time. 
 

(e) Nothing in clause 7.6.5 confers a right to any Employee to payment for a public holiday as well as a substituted day in lieu. 
 
PART 8 – TRANSFERS, TRAVELLING AND WORKING AWAY FROM USUAL PLACE OF WORK 
 
8.1 Travelling time 

 
8.1.1 All time spent by an Employee in travelling at the direction of the employer during ordinary working hours shall be paid for at ordinary time 

rates of pay. 
 
8.1.2 An Employee directed to perform work at a location different from the usual workplace or territory shall be entitled to claim ordinary time 

payment for time spent in travelling outside normal rostered hours of work. 
 
8.1.3 All time spent by an Employee in travelling at the direction of the employer on Sundays and public holidays shall be paid at the appropriate 

penalty rate: 
 

Provided that the Employee shall be reimbursed by the employer for all fares and reasonable expenses, including meal and accommodation 
expenses, incurred in such travel: 

 
Provided further that clause 8.1.3 shall not apply where an Employee, for personal reasons, elects to travel on week-ends, public holidays or 
rostered days off. 

 
8.2 Conveyances 

When an Employee is required to commence or cease duty at a time when the Employee’s usual means of transport is not available, UNiTAB shall pay 
any reasonable additional amount incurred by that Employee in travelling to or from the Employee’s home or lodgings. 
 
PART 9 – TRAINING AND RELATED MATTERS 
 
9.1 Training 

 
9.1.1 The parties recognise that in order to increase the efficiency, productivity and competitiveness of the enterprise, commitment to training and skill 

development is required.  Accordingly, the parties commit themselves to: 
 

(a) developing a more highly skilled and flexible workforce; 
 
(b) providing Employees with career opportunities facilitated through appropriate training to acquire additional skills to be utilised in the 

enterprise. 
 
9.1.2 Following consultation with the members concerned, UNiTAB will develop a training programme consistent with: 

 
(a) the current and future skill needs of the enterprise; 
 
(b) the size, structure and nature of the operations of the enterprise; 
 
(c) the need to develop vocational skills relevant to the enterprise through internal courses or courses conducted by accredited educational 

institutions and providers. 
 
PART 10 – OCCUPATIONAL HEALTH AND SAFETY MATTERS, EQUIPMENT, TOOLS AND AMENITIES 
 
10.1 Uniforms 
 
10.1.1 If UNiTAB directs an Employee to wear a special uniform, such uniform shall be supplied to the Employee or Employees concerned by 

UNiTAB.  Employees will be required to change into or out of such uniforms in their own time, and launder and maintain such uniforms. 
 
10.1.2 Such special uniforms will be replaced by UNiTAB on a condemnation basis. 
 
PART 11 – AWARD COMPLIANCE AND UNION RELATED MATTERS 
 
Preamble 
 
Clauses 11.1 and 11.2 replicate legislative provisions contained within the Act.  In order to ensure the currency of existing legal requirements parties are 
advised to refer to sections 366, 372 and 373 of the Act as amended from time to time. 
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11.1  Right of entry 
 
11.1.1 Authorised industrial officer 
 

(a) An “Authorised industrial officer” is any Union official holding a current authority issued by the Industrial Registrar. 
 
(b) Right of entry is limited to workplaces where the work performed falls within the registered coverage of the relevant Union. 

 
11.1.2 Entry procedure 
 

(a) The authorised industrial officer is entitled to enter the workplace during normal business hours as long as: 
 

(i) the authorised industrial officer alerts the employer or other person in charge of the workplace to their presence; and 
 
(ii) shows their authorisation upon request. 
 

(b) Clause 11.1.2(a)(i) does not apply if the authorised industrial officer establishes that the employer or other person in charge is absent. 
 

(c) A person must not obstruct or hinder any authorised industrial officer exercising their right of entry. 
 

(d) If the authorised industrial officer intentionally disregards a condition of clause 11.1.2 the authorised industrial officer may be treated as a 
trespasser. 

 
11.1.3 Inspection of records 

 
(a) An authorised industrial officer is entitled to inspect the time and wages record required to be kept under section 366 of the Act. 
 
(b) An authorised industrial officer is entitled to inspect such time and wages records of any former or current Employee except if the 

Employee: 
 
(i) is ineligible to become a member of the relevant Union; or 
 
(ii) is a party to a QWA or ancillary document, unless the Employee has given written consent for the records to be inspected; or  
 
(iii) has made a written request to the employer that they do not want their record inspected. 

 
(c) The authorised industrial officer may make a copy of the record, but cannot require any help from the employer. 

 
(d) A person must not coerce an Employee or prospective Employee into consenting, or refusing to consent, to the inspection of their records by 

an authorised industrial officer.  
 
11.1.4 Discussions with Employees 
 
An authorised industrial officer is entitled to discuss with the employer, or a member or Employee eligible to become a member of the relevant Union: 

 
(a) matters under the Act during working or non-working time; and 

 
(b) any other matter with a member or Employee eligible to become a member of the relevant Union, during non-working time. 

 
11.1.5 Conduct 
 
An authorised industrial officer must not unreasonably interfere with the performance of work in exercising a right of entry. 

 
11.2  Time and wages record 
 
11.2.1 An employer must keep, at the place of work in Queensland, a time and wages record that contains the following particulars for each pay period 

for each Employee, including apprentices and trainees: 
 

(a) the Employee’s award classification; 
 

(b) the employer’s full name; 
 

(c) the name of the award under which the Employee is working; 
 

(d) the number of hours worked by the Employee during each day and week, the times at which the Employee started and stopped work, and 
details of work breaks including meal breaks; 

 
(e) a weekly, daily or hourly wage rate – details of the wage rate for each week, day, or hour at which the Employee is paid; 

 
(f) the gross and net wages paid to the Employee; 
 
(g) details of any deductions made from the wages; and 
 
(h) contributions made by the employer to a superannuation fund. 

 
11.2.2 The time and wages record must also contain: 
 

(a) the Employee’s full name and address; 
 

(b) the Employee’s date of birth; 
 
(c) details of sick leave credited or approved, and sick leave payments to the Employee; 
 
(d) the date when the Employee became an Employee of the employer;  

 

(e) if appropriate, the date when the Employee ceased employment with the employer; and 
 

(f) if a casual Employee’s entitlement to long service leave is worked out under section 47 of the Act – the total hours, other than overtime, 
worked by the Employee since the start of the period to which the entitlement relates, worked out to and including 30 June in each year. 
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11.2.3 The employer must keep the record for 6 years. 
 
11.2.4 Such records shall be open to inspection during the employer’s business hours by an inspector of the Department of Industrial Relations, in 

accordance with section 371 of the Act or an authorised industrial officer in accordance with sections 372 and 373 of the Act. 
 
11.3 Union encouragement 
 
Clause 11.3 gives effect to section 110 of the Act in its entirety.  Consistent with section 110 a Full Bench of the Commission has issued a Statement of 
Policy on Union Encouragement (reported 165 QGIG 221) that encourages an Employee to join and maintain financial membership of a Union. 
 
11.3.1 Documentation to be provided by employer 
 
At the point of engagement, UNiTAB shall provide Employees with a document indicating that a Statement of Policy on Union Encouragement has been 
issued by the Commission, a copy of which is to be kept on the premises of the employer in a place readily accessible by the Employee. 
 
The document provided by the employer shall also identify the existence of a Union encouragement clause in this Award. 
 
11.3.2 Union delegates 
 
Union delegates and job representatives have a role to play within a workplace.  UNiTAB will advise designated Union delegates of the engagement of 
new Employees to fill Award positions, within one week of their commencement.  The employer shall not unnecessarily hinder accredited Union 
delegates and/or job representatives in the reasonable and responsible performance of their duties. 
 
11.3.4 Deduction of union fees 
 
Where arrangements can be entered into, employers are encouraged to provide facilities for the deduction and remittance of Union fees for Employees 
who signify in writing to their employer, their desire to have such membership fees deducted from their wages. 
 
11.4 Award posting 
 
A copy of this Award shall be exhibited at Head Office and each Branch Office of UNiTAB where Employees can easily read it. 
 
Dated 22 April 2003. 
 
By the Commission, 
[L.S.] E. EWALD, 
Industrial Registrar. 

  
 
Operative Date:  23 June 2003 
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