THE FAIR WORK COMMISSION

Matter number: AG2026/2183

Applicant: REGIS AGED CARE PTY LTD

WITNESS STATEMENT OF CLAIRE SLATTERY

I, Claire Slattery, c/- Level 2, 293 Camberwell Road, Camberwell, Victoria, say as follows:
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I make this statement in support of an application by Regis Aged Care Pty Ltd (Regis) for
orders in relation to a transfer of business, pursuant to section 318 of the Fair Work Act 2009
(Cth) (FW Act) (Application).

Regis is an aged care provider with 73 residential aged care homes across Australia, and
offers care for residents with all levels of care needs, from independent living to high care.
Regis also provides home care services in Victoria, Tasmania, the Northern Territory, and
Queensland, comprising personal care, allied health care, help around the home (including
home maintenance, cooking and meal preparation, gardening and domestic assistance),
shopping and transport, companionship and social support. Across all operations, Regis
employs over 13,000 employees.

| am currently employed by Regis in the position of General Manager - Workplace Relations.
My role as General Manager - Workplace Relations is a national role, in which | provide the
full range of workplace relations services to Regis.

Regis’ operations are subject to a variety of industrial regulation. Across the business, there
are a number of enterprise agreements (11 in total), and other arrangements which apply to
different categories of employees at the various locations. In general (and in particular, in
Victoria), enterprise agreements are on a state-wide basis.

Regis’ Victorian home care operations

5

Regis’ Victorian operations comprise home care services and separate residential aged care
homes.

As at 1 October 2026, Regis employed approximately 70 employees in its Victorian home
care business, a majority of whom are home care employees.

With the exception of the Royal Freemasons Home Care Business following the successful
Acquisition (as defined in the Form F40 Application and Outline of Submissions), Regis’
Victorian employees are covered by common regulation for its respective groups of
employees, including an enterprise agreement made under the FW Act for employees
working in Regis’ residential aged care homes, and a separate enterprise agreement which
covers Home Care Employees and Allied Health Assistants working in Regis’ home care
business, namely the Regis Aged Care Pty Ltd In-Home and Centre Based Services (Victoria)
Enterprise Agreement 2024 (AG2025/850) (Regis Home Care Agreement).

A copy of the Regis Home Care Agreement is annexed and marked “CS-1".

The Regis Home Care Agreement was approved by Commissioner Tran of the Fair Work
Commission (Commission) on 16 May 2025, and took effect on 23 May 2025. It has a



nominal expiry date of 1 March 2028. It does not contain classifications which apply to
Registered Nurses or Enrolled Nurses.

Acquisition of the Royal Freemasons Home Care Business
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Employees of Royal Freemasons Ltd (ABN 52 082 106 821) (Royal Freemasons), who are
engaged in the Royal Freemasons Home Care Business (as defined in the Form F40
Application), are currently covered by one enterprise agreement, being the Royal Freemasons
Ltd, ANMF and HWU Home Care Enterprise Agreement 2023 (AG2024/4644) (Royal
Freemasons Agreement). The Royal Freemasons Agreement has a nominal expiry date of
30 June 2027.

A copy of the Royal Freemasons Agreement is annexed and marked “CS-2".

The Royal Freemasons Agreement applies to 45 employees of Royal Freemasons engaged
in the Royal Freemasons Home Care Business who are employed in the following
classifications:

(a) Enrolled Nurses.

(b) Registered Nurses.

(c) Home Care Employees.

(d) Home Care Case Managers.

(Together, Transferring Employees).

The Australian Nursing and Midwifery Federation (Victorian Branch) (ANMF) is a party to the
Royal Freemasons Agreement.

There are also some employees at Royal Freemasons who are not covered by the Royal
Freemasons Agreement and are therefore not Transferring Employees as defined in this
statement.

Views of employees who will be affected by the order
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Since signing the business sale agreement on 31 July 2026, Regis has engaged in an
extensive consultation process with the Transferring Employees (and their representatives)
about the proposed transfer of their employment to Regis, including with respect to the
Application.

In summary, and as set out in further detail below, the steps that Regis has taken to consult
with the Transferring Employees, and to understand their views in relation to the Application
and the proposed order, have included:

(a) notifying the Transferring Employees of the Application on 6 August 2026, and
making a copy of the Application and the Regis Home Care Agreement available to
them through an online portal (see annexures “CS-7”, “CS-8" and “CS-9”);

(b) holding group information and consultation sessions, on 12 August 2026 and between
11 and 18 September 2026, to which all Transferring Employees (and their nominated
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(c)

representatives) were invited, and at which they could ask questions about, and
discuss, their terms and conditions of employment with Regis if the order were made;

offering one-on-one meetings to Transferring Employees to discuss their individual
circumstances and their offers of employment and, where requested, conducting
those meetings (see annexure “CS-22");

engaging and negotiating with the ANMF, as the representative of Transferring
Nurses (as defined below), regarding the terms and conditions that would apply to
them on transfer, and corresponding with the Health Services Union (HSU) in relation
to the Application and the proposed undertakings;

providing undertakings and assurances to the Transferring Employees that certain
beneficial terms and conditions that they currently enjoy will be maintained following
their transfer to Regis if the order is made, including in relation to travel allowance,
salary packaging, personal/carer’s leave accrual and overall earnings;

operating a dedicated “concierge” email inbox through which Transferring Employees
could raise queries with Regis about the terms of their transfer and their employment
offers (including their terms and conditions with Regis if the proposed order were
made), to each of which Regis has responded individually; and

providing information materials, including FAQ documents, Regis’ ‘Vehicle Allowance
and Reimbursement Policy’, a comparison of the terms of the Royal Freemasons
Agreement and the Regis Home Care Agreement, and plain language
communications explaining the proposed undertakings (see annexures “CS-12”, “CS-
16” and “CS-19”).

Through that process, the Transferring Employees (and the ANMF on behalf of Transferring
Nurses) raised a number of initial queries about whether their existing terms and conditions
would be maintained following their transfer to Regis, including in relation to:

(@)
(b)
(c)

(d)

(e)

(f)

(9

travel allowance and Regis’ travel expectations;
salary packaging arrangements;

overall earnings and take-home pay, including the pay rates and contract hours
specified in their offers of employment;

working hours, shift patterns, rostering arrangements and existing flexible working
arrangements;

recognition of prior service and the transfer of accrued leave entitlements, including
long service leave;

operational matters, such as car parking, uniforms, working from home and access to
devices and systems; and

in the case of the Transferring Nurses, their preference to have an enterprise
agreement apply to them as a term of their employment contract on transfer to Regis.

Following that consultation, and its negotiations with the ANMF, Regis responded to each of
those concerns. In particular, Regis assured and undertook to the Transferring Employees
that: they would not suffer any reduction in their pay as a result of the transfer; a beneficial
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travel allowance would apply (including, for the Transferring Nurses, clause 10(f)(i) of the
Regis Home Care Agreement); the value of their existing salary packaging arrangements
would be maintained; their personal/carer’s leave accrual would be maintained; and their prior
service and accrued entitlements would be recognised. Regis also revised its offers to the
Transferring Nurses so that the Regis RAC Agreement, and certain home care-specific
clauses, would apply to them as contractual terms.

Following the provision of those assurances, nearly all of the Transferring Employees have
signed and returned their offers of employment with Regis (31 out of 38), as set out in further
detail below.

The ANMF has also expressly confirmed to Regis that it supports the Application being made
(subject to Regis providing certain undertakings to the Commission in support of its
Application, which are discussed further below at paragraphs 55 to 57).

Consultation with the Transferring Employees
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On 3 August 2026:

(a) Royal Freemasons announced to the Transferring Employees that it had sold the
Royal Freemasons Home Care Business to Regis; and

(b) Regis:
0] published a statement announcing, for the purpose of its listing on the
Australian Securities Exchange (ASX), that it had entered into a binding
agreement to acquire the Royal Freemasons Home Care Business; and

(ii) wrote to the ANMF and the HSU announcing the Acquisition.

An example of the Royal Freemasons’ communication, and copies of Regis’ ASX

announcement and Regis’ letter to the ANMF, are annexed and marked “CS-3”, “CS-4” and
“CS-5" respectively. The letter to the HSU was identical to annexure “CS-5".

On 4 August 2026, Royal Freemasons representatives, on behalf of Regis, circulated a
‘welcome letter’ to the Transferring Employees announcing the Acquisition.

A copy of the welcome letter is annexed and marked “CS-6".

On 6 August 2026, Royal Freemasons representatives, on behalf of Regis, circulated a
‘transfer of employment letter’ to all Transferring Employees, informing them:

(a) that the Royal Freemasons Home Care Business would be joining the Regis group;
(b) of the proposal to transfer their employment to Regis on 1 November 2026;

(c) that Regis had filed the Application, and that a copy of the Application and the Regis
Home Care Agreement were available through an online portal; and

(d) that Regis had made a ‘frequently asked questions’ (FAQ) document available to the
Transferring Employees online which, among other things:

(i) set out answers to common questions which Regis anticipated Transferring
Employees may ask, in relation to their proposed transfer to Regis;
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(ii) confirmed that Regis’ employment offers would be on terms that were,
overall, no less favourable than their existing terms and conditions with Royal
Freemasons; and

(iii) invited them to direct any questions to Regis’ dedicated concierge; and

(e) that Regis would be conducting ‘drop-in’ sessions (consultation sessions), where
Transferring Employees could attend and ask questions about the proposed transfer
of their employment to Regis.

Copies of the ‘transfer of employment’ letters to each cohort of Royal Freemasons’ employees

” o«

are annexed and marked “CS-7”, “CS-8" and “CS-9” respectively.

The FAQs can be accessed via this link.

On 7 August 2026, Regis was copied to an email from the ANMF to Royal Freemasons. The
email attached a letter from the ANMF raising queries about the impact of the proposed
transfer of certain Transferring Employees, who are members of the ANMF, to Regis.

A copy of the ANMF’s 7 August letter is annexed and marked “CS-10".

On 12 August 2026, Regis provided its response to the ANMF’s 7 August letter. In providing
its response, Regis also served the ANMF with a copy of the Application.

A copy of Regis’ letter to the ANMF is annexed and marked “CS-11".
That evening:

(a) Regis also conducted an information session that the Transferring Employees were
invited to attend, at which Regis would discuss the proposed transfer of their
employment to Regis, and at which they could ask questions about that transfer. That
information session was facilitated by Melanie Mazzarolli, National General Manager,
Home Care at Regis, and a number of representatives from the Regis People and
Culture team; and

(b) | received an email from Ms Mazzarolli from which | understand that the information
session was positive and well attended, and that general themes arising from the
Transferring Employees’ questions included:

(i) understanding if shift patterns would remain the same after the Transfer Date;
(ii) interest in how salary packaging would be applied at Regis;
(iii) whether Regis has nursing-related policies and procedures and how much

nursing care is presently delivered at Regis;
(iv) whether Regis would honour existing flexible working arrangements;
(v) Regis’ travel expectations;
(vi) whether Transferring Employees would need to work across Regis’ residential

aged care business and the home care business, or only in the home care
business; and


https://url.au.m.mimecastprotect.com/s/r4HFC5QZpXSjWpkKSzfqGskGFiU?domain=regis.com.au
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(vii) whether the Transferring Employees would continue to have access to Royal
Freemasons-provided car parking at the Coppin Centre.

To ensure that the Transferring Employees would be no worse off as a result of the transfer of
their employment to Regis (if the Application was granted), on 7 September 2026, Regis sent:

(a)

an email to the Royal Freemasons Home Care Employees:

0] explaining the additional benefits to which they will have access under the
Regis Home Care Agreement; and

(ii) undertaking to maintain the rate at which the Royal Freemasons Home Care
Employees accrue personal/carer’s leave, and to provide an allowance that
was equivalent to the value of their existing salary packaging arrangements
with Royal Freemasons, on their transfer to Regis; and

a separate email to the Royal Freemasons Registered Nurses, Enrolled Nurses and
Home Care Case Managers undertaking to preserve the rate at which they accrue
personal/carer’s leave, and compensate them for the value of their existing salary
packaging arrangements, as part of its contractual offers of employment underpinned
by the Nurses Award 2020.

Copies of Regis’ emails dated 7 September to the Transferring Employees are annexed and
marked “CS-12” and “CS-13" respectively.

On 8 September 2026, Regis:

(@)

(b)

sent letters to the Royal Freemasons’ Home Care Employees, and separately to the
Registered Nurses, Enrolled Nurses and Home Care Case Managers, notifying them
that Regis would shortly commence issuing offers of employment and providing dates
for different consultation sessions for different cohorts of employees; and

began issuing individual letters of offer and employment contracts to Transferring
Employees. All such employment offers were made to the Transferring Employees
on the basis that:

0] the terms and conditions of their employment with Regis will be substantially
similar to, and overall no less favourable than, the terms and conditions which
they currently enjoy with Royal Freemasons;

(ii) Regis will assume liability for all current service-related entitlements, including
accrued leave; and

(iii) Regis will recognise their prior service with Royal Freemasons as continuous
service with Regis.

Copies of Regis’ letters dated 8 September 2026 are annexed and marked “CS-14" and “CS-
15” respectively.

In addition to the employee communications (see annexures “CS-12” and “CS-13"), Regis
also prepared formal undertakings to be filed in support of this Application, confirming the
terms of the Royal Freemasons Agreement that it proposed to apply to the Transferring
Employees’ employment on and from their transfer to Regis (in the event that the Application
was granted).
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On 9 September 2026, Regis sent correspondence to the ANMF and the HSU:

(a) providing them with copies of the proposed undertakings, and a comparison of the
Royal Freemasons Agreement and the Regis Home Care Agreement; and

(b) outlining the current status of the Application and inviting them to provide feedback on
the proposed undertakings.

A copy of the email with attachments to the ANMF is annexed and marked “CS-16". The
correspondence to the HSU was identical.

On 11 September 2026:

(a) | was copied to an email from the ANMF in which it:
(i) indicated that it had no immediate objections to the proposed undertakings;
and
(ii) queried the pay rates and contract hours contained in some of Regis’ offers of

employment to certain Transferring Employees.

A copy of the ANMF’s email dated 11 September is annexed and marked “CS-17";
and

(b) | called the ANMF, and left a voicemail, advising that Regis had received incorrect
pay rates and contract hours from Royal Freemasons on which it had relied when
issuing the employment offers, but that updated employment offers had already been
sent with the correct information.

On 15 September 2026, | responded to the ANMF’s queries by email, reiterating that Regis
had corrected the error and issued fresh offers of employment to the affected Transferring
Employees, and advising the ANMF that Regis was conducting a robust consultation process.
A copy of my email to the ANMF dated 15 September is annexed and marked “CS-18".
Between 11 and 18 September 2026, Regis conducted the consultation sessions (as
mentioned above). All Transferring Employees were invited to attend these consultation

sessions, as was the ANMF.

At those sessions:

(a) employees asked questions about:
(i) their working hours and rostering arrangements;
(ii) the transfer of their long service leave accruals;
(iii) their travel allowance, salary packaging, parking arrangements and uniforms;

(iv) their employment with Royal Freemasons ending by way of resignation; and

(b) the ANMF asked if Regis would retain and apply the Royal Freemasons Agreement to
the Transferring Employees’ employment with Regis after the Transfer Date.
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Regis responded to the above questions during the consultation sessions and, on 21
September 2026, it also circulated a further FAQ document and its ‘Vehicle Allowance and
Reimbursement Policy’ to the Transferring Employees.

A copy of Regis’ correspondence dated 21 September 2026 is annexed and marked “CS-19”.

During the consultation sessions, no Transferring Employees informed Regis that they did not
support, or opposed, the Application.

Regis also received queries from the Transferring Employees about the proposed transfer of
their employment, which they submitted to Regis’ dedicated “concierge” inbox. In summary,
those queries were similar to those that Regis has fielded in the course of past acquisitions,

and related to:

(a) offers of employment, including the Transferring Employees’ monetary entitlements,
hours of work, rostering arrangements, and any discrepancy between Regis’ offers of
employment and the Transferring Employees’ current terms and conditions of
employment at Royal Freemasons (see paragraph 30 above);

(b) recognition of prior service and the transfer of accrued leave entitlements; and

(c) operational matters, including Regis’ expectations for attendance in the office,
working from home arrangements, the provision of technical devices, and access to
Regis’ human resources and payroll systems.

Regis has responded to each query in the “concierge” inbox on an individual basis.

However, more broadly, Regis has assured the Transferring Employees that (among other
things):

(a) they would be no worse off as a result of their employment transferring to Regis
(including if the Application was granted); and

(b) in many if not all cases, they would in fact be materially better off in their employment
with Regis, if the Application was granted.

As at the date of this witness statement, no Transferring Employee has expressed any
opposition to Regis’ Application, by way of the “concierge” inbox.

On 29 September 2026, Regis sent a further communication to the Transferring Employees in
response to queries about signing their contracts and their contract hours of work.

A copy of Regis’ correspondence dated 29 September 2026 is annexed and marked “CS-20".

Further correspondence with the ANMF
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On 22 September 2026, | received a letter from the ANMF raising its concerns about Regis’
proposal in the Application that certain employees in nursing classifications (namely one or
more employees engaged as a Registered Nurse, Enrolled Nurse, and Clinical Nurse
Consultant) (Transferring Nurses) would be employed under common law contracts
underpinned by the Nurses Award 2020, rather than a Regis enterprise agreement on transfer
of their employment to Regis. The ANMF:



41

(@)

(b)

accepted, in consultation with its members, that Home Care Employees would be
covered by the Regis Home Care Agreement; and

proposed that Regis apply the Royal Freemasons Agreement to the Transferring

Nurses.

A copy of the ANMF’s letter dated 22 September is annexed and marked “CS-21".

On 28 September 2026:

(a)

(b)

| responded to the ANMF’s letter in writing:

(i)

(ii)

confirming Regis’ view that no Transferring Nurse would suffer a reduction in
their take-home pay as a result of the proposed terms and conditions of their
employment with Regis (if the Application were to succeed), and providing
Regis’ reasons for holding that view, which included that:

(A) in determining each Transferring Nurse’s annual salary, Regis had
considered all of their earnings under the Royal Freemasons
Agreement with reference to their hours worked (and not by reference
to the minimum ordinary hours in their Royal Freemasons
employment contracts) over the past three years and set their annual
salary with Regis by taking into account all relevant payments
received during that period;

(B) Regis had assessed the Transferring Nurses’ after-tax benefit from
their current Royal Freemasons salary packaging arrangement, and
had converted this to an equivalent pre-tax amount using the
marginal tax rate, including the Medicare levy, to form part of their
annual salary; and

offering to hold one-on-one consultation meetings with any Transferring
Nurse to discuss their circumstances if they remained concerned about their
offer of employment.

A copy of Regis’ letter dated 28 September is annexed and marked “CS-22”; and

| received an email from the ANMF:

(i)

(ii)

reiterating that certain Transferring Nurses did not want to cease being
agreement-covered and that the Transferring Nurses would be worse off if
they accepted the offers of employment from Regis, for reasons including
that:

(A) guaranteed hours being offered by Regis were not reflected in the
Transferring Nurses’ offers of employment; and

(B) Transferring Nurses and Home Care Employees appear to have been
offered contracts that mean they must work unpaid overtime; and

purporting to raise a dispute under the Royal Freemasons Agreement with
respect to Regis’ offers of employment and the proposed transfer of certain
Transferring Nurses’ employment to Regis.
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A copy of the ANMF’s email is annexed and marked “CS-23".

On around 28 September 2026, | called both Megan Reeves (Senior Industrial Officer) and
Cate Larkins (ANMF Industrial Officer) to discuss the above email. During that conversation:

(a) Ms Larkins informed me that the ANMF members who were Transferring Nurses were
concerned that the annual salaries in their employment offers would not sufficiently
compensate them, if the Royal Freemasons Agreement ceased to apply to them as a
result of the Application, and that instead the ANMF (and the relevant Transferring
Nurses) wanted to be covered by an enterprise agreement on transfer to Regis, in the
same way that the Home Care Employees would be; and

(b) | responded that, whilst Regis was very confident that the annual salaries for the
Transferring Nurses would more than compensate them for their earnings under the
Royal Freemasons Agreement, | would consider some alternative options.

In response to the ANMF’s ongoing concerns, between 28 September and 2 October 2026,
Regis reviewed the employment arrangements it had offered the Transferring Nurses.

While Regis’ view remains that the Transferring Nurses would have suffered no disadvantage
had they accepted Regis’ offer of employment underpinned by the Nurses Award 2020, Regis
acknowledged the Transferring Nurses’ preference to remain covered by an enterprise
agreement on transfer of their employment to Regis.

In light of this preference, Regis undertook a comparison of the Transferring Nurses’ terms
and conditions contained in the Royal Freemasons Agreement against the provisions in the
Regis Aged Care Pty Ltd, ANMF & HWU Enterprise Agreement - Victoria 2025 which applies
to Regis’ Registered Nurses and Enrolled Nurses (amongst others) who work in its residential
aged care homes in Victoria, to the exclusion of Regis employees working in its home care
business (Regis RAC Agreement). As such, the Regis RAC Agreement cannot cover, and
will not apply to, any of the Transferring Employees.

A copy of the Regis RAC Agreement is annexed and marked “CS-24".

Regis came to the view that if it applied, as terms of the Transferring Nurses’ employment
contracts with Regis:

(a) the Regis RAC Agreement;
(b) certain home care-specific terms contained in the Royal Freemasons Agreement; and

(c) the terms of the Royal Freemasons Agreement contained in Regis’ proposed
undertakings,

the Transferring Nurses would equally suffer no disadvantage as a result of their transfer to
Regis and the Application succeeding. In fact, they would be much better off under those
terms than they would be if the Royal Freemasons Agreement continued to apply to them,
including because the base rates of pay in the Regis RAC Agreement are higher than those in
the Royal Freemasons Agreement, and the Regis RAC Agreement also contains higher shift
loadings, more beneficial rates for shifts worked on weekends, an extra week’s annual leave
for Enrolled Nurses and 12 weeks’ paid parental leave (compared to four weeks’ paid leave
under the Royal Freemasons Agreement).
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On 1 October 2026, | called Ms Larkins and offered to apply the Regis RAC Agreement, and
specific clauses in the Regis Home Care Agreement, to the Transferring Nurses’ employment
with Regis as contractual terms of employment. During the call, Ms Larkins told me that the
ANMF would agree to this proposal.

On 2 October 2026, Regis made revised offers of employment to the seven Transferring
Nurses, comprising a contract of employment in which Regis committed to applying, as
contractual terms:

(a) the Regis RAC Agreement; and

(b) the following clauses in the Royal Freemasons Agreement (for which there is no
equivalent clause in the Regis RAC Agreement):

(i) clause 16 (Sleepovers);
(ii) clause 17 (24-hour care);
(iii) clause 18 (Excursions); and

(iv) clause 19(d) (Client Cancellation).

As at the date of this statement, four of the Transferring Nurses have accepted Regis’ revised
offer of employment.

The ANMF has also assisted Regis to consult with Specialist Case Managers regarding their
transfer from coverage by the Royal Freemasons Agreement to common law contracts
underpinned by the Nurses Award 2020 at Regis.

On 9 October 2026, | sent an email to Ms Larkins:

(a) informing her that, in response to queries from Transferring Nurses about their travel
allowance, Regis would undertake to apply clause 10(f)(i) in the Regis Home Care
Agreement (Travel and mileage) to the Transferring Nurses in addition to the other
home care specific clauses of the Regis Home Care Agreement outlined in their offers
of employment;

(b) attaching copies of the revised undertakings (see “CS-28") and a communication to
the Transferring Nurses explaining this additional benefit; and

(c) requesting that the ANMF confirm to Regis that:
(i) it accepts the undertakings;
(ii) it will support Regis’ Application; and

(iii) effective immediately, it withdraws the dispute raised under the Royal
Freemasons Agreement, and notified to Royal Freemasons, on 28 September
2026.

A copy of my email to the ANMF is annexed and marked “CS-25".

On 13 October 2026, Regis will issue the employee communication regarding the application
of clause 10(f)(i) to the Transferring Nurses.
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A copy of that employee communication is annexed and marked “CS-26".

As at the date of this witness statement:

(a) Regis has received signed employment contracts from 31 out of 38 Transferring
Employees;
(b) seven Transferring Employees, comprising two Home Care Employees, two

Registered Nurses and one Clinical Nurse Consultant, are yet to return their signed
employment offers; and

(a) one Transferring Employee elected not to accept Regis’ offer of employment (and as
such will not be transferring to Regis on 1 November 2026).

Regis understands that the seven Transferring Employees who are yet to return their signed
employment offers, have not done so because they have outstanding queries about their
proposed terms of employment with Regis. Whilst those discussions are ongoing, none of
those employees have declined their employment offers or indicated to Regis that they
oppose the Application.

In an email on the afternoon of 12 October 2026, the ANMF expressly confirmed to me that it:
(a) supported the Application; and

(b) withdrew, or would soon withdraw, the dispute raised under the Royal Freemasons
Agreement.

A copy of an email exchange | had with Ms Larkins, in which she confirmed the above, is
annexed and marked “CS-27” (the email chain omits some correspondence, which was on a
“without prejudice” basis).

Undertakings
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In support of the Application, and consistent with Regis’ commitment to the Transferring
Employees that their overall terms and conditions of employment will not be less favourable
than those currently enjoyed with Royal Freemasons, Regis is prepared to provide reasonable
and appropriate undertakings to the Commission (and to the Transferring Employees, the
ANMF and the HSU) to maintain certain entitlements contained in the Royal Freemasons
Agreement for the relevant Transferring Employees on transfer of their employment to Regis.

Those undertakings:

(a) are conditional on this Application being successful;

(b) would, in Regis’ view, ensure that the Transferring Employees would not be
disadvantaged in relation to their terms and conditions of employment, as a result of
having:

(i) the Regis Home Care Agreement cover them (in respect of Home Care

Employees); or

(ii) no enterprise agreement covering them (in the case of the Transferring
Nurses); and



58

(c) would apply whilst the Transferring Employees remain employed in Regis’ home care
business in their present employment, in accordance with the employment contracts
they sign prior to transferring to Regis, and until any new Regis enterprise agreement
replaces the Regis Home Care Agreement.

A copy of the proposed undertakings is annexed and marked “CS-28".

Regis has previously provided undertakings to the Commission in resolution of section 318
applications, and | understand that it is an approach commonly adopted in such matters. For
example, Regis provided undertakings in earlier section 318 applications when it acquired the
Village Glen and OC Health homes in Victoria, and Rockpool homes in Queensland. Regis
has observed the undertakings it gave the Commission in those matters.

Views of the Transferring Employees - summary
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As a result of the consultation process described in this statement, the Transferring
Employees have had multiple opportunities to make their views about the Application and the
proposed order known to Regis, whether at the information and consultation sessions, in
individual meetings, through the “concierge” inbox, in writing, or through the ANMF or the
HSU.

As at the date of this statement, and having made enquiries of Ms Mazzarolli and Malika
Chanday, | am not aware of any Transferring Employee having communicated to Regis, by
any of those means, that they oppose the Application or the making of the proposed order.

The ANMF, as the representative of the Transferring Nurses, has been served with the
Application and consulted with throughout the process.

While the ANMF initially raised concerns on behalf of the Transferring Nurses, those concerns
were the subject of the revised offers of employment and undertakings described above. On
12 October 2026, the ANMF confirmed that it supported Regis’ proposed undertakings and
withdrew its dispute. To my knowledge, the ANMF has not opposed the Application, has not
sought to be heard or joined in the proceedings, and has not made any submissions to the
Commission on the Application.

The HSU, which is entitled to represent the industrial interests of the Home Care Employees,
was notified of the Acquisition on 3 August 2026 (see annexure “CS-5"), and was provided
with the proposed undertakings and a comparison of the Royal Freemasons Agreement and
the Regis Home Care Agreement on 9 September 2026 (see annexure “CS-16”). To my
knowledge, the HSU has not raised any objection to the Application with Regis, has not
sought to be heard or joined in the proceedings, and has not made any submissions to the
Commission on the Application. | am not aware that the HSU has acknowledged, or
responded to, Regis’ correspondence.

Having regard to the matters set out in this statement, including the extent of Regis’
engagement with the Transferring Employees and their representatives, the resolution of the
concerns they raised, the number of Transferring Employees who have accepted Regis’ offers
of employment, and the absence of any expressed opposition, | believe that the Transferring
Employees support the making of the proposed order or, at the very least, do not oppose it.

Claire Slattery



12 October 2026
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DECISION

Fair Work Act 2009
s.185 - Application for approval of a single-enterprise agreement

Regis Aged Care Pty Ltd
(AG2025/850)

REGIS AGED CARE PTY LTD IN-HOME AND CENTRE BASED
SERVICES (VICTORIA) ENTERPRISE AGREEMENT 2024

Health and welfare services

COMMISSIONER TRAN MELBOURNE, 16 MAY 2025

Application for approval of the Regis Aged Care Pty Ltd In-home and Centre Based Services
(Victoria) Enterprise Agreement 2024.

[1] Regis Aged Care Pty Ltd has applied for approval of an enterprise agreement known
as the Regis Aged Care Pty Ltd In-home and Centre Based Services (Victoria) Enterprise
Agreement 2024 under s 185 of the Fair Work Act 2009.

[2]  The Agreement is a single enterprise agreement.

[3] I note clause 5 of the Agreement, which gives precedence to the NES and am
satisfied that the more beneficial entitlements of the NES will prevail where there is an
inconsistency between the Agreement and the NES.

[4] | am satisfied that each requirement of ss186, 187 and 188 as are relevant to this
application for approval have been met.

[5] The Australian Nursing and Midwifery Federation (ANMF) and the Health Services
Union (HSU) lodged Form F18 statutory declarations giving notice under s 183 of the Act
that they wants the Agreement to cover them. In accordance with s 201(2) of the Act, | note
the Agreement covers the unions.

[6] The Agreement is approved and, in accordance with s 54 of the Act, will operate
from 23 May 2025.

[7] In accordance with clause 6(a)(i), the nominal expiry date of the Agreement is 1
March 2028.



[2025] FWCA 1650

Variation under s 218A

[8] Section 218A of the Act allows the Commission to correct or amend obvious errors,
defects or irregularities. It is a discretionary power, and the Commission must first be satisfied
that the identified errors or amendments sought are obvious errors, defects or irregularities.

[9] | determined to vary the Agreement on my own initiative, following the
identification of the errors in the schedule of rates under “Allied Health Assistant (L2)”.

[10] The Applicant provided an amended copy of the Agreement, with only the
amendments identified above.

[11] I am satisfied that the amendments should be made and that it is appropriate to do so
in accordance with s 218A. The variation will operate from the date the Agreement
commences.

[12] The Agreement attached to this Decision is the Agreement as varied and will operate
from 23 May 2025. The nominal expiry date of the Agreement as varied is 1 March 2028.

COMMISSIONER

Printed by authority of the Commonwealth Government Printer

<AE529049 PR787400>



Regis Aged Care Pty Ltd, In-home
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(Victoria)
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Part 1 - Application and Operation of this Agreement

1

Name of the Agreement

The Agreement shall be known as the Regis Aged Care Pty Ltd In-home and Centre
Based Services (Victoria) Enterprise Agreement 2024.

Definitions

In this Agreement, unless contrary intention appears:

(i)
(if)
(iif)

(xii)

(xiii)

Act means the Fair Work Act 2009 (Cth) as amended from time to time.
AHPRA means the Australian Health Practitioner Regulation Authority.

Agreement Regis Aged Care Pty Ltd In-home and Centre Based Services
(Victoria) Enterprise Agreement 2024.

Commencement Date means the date this Agreement commences operation
in accordance with clause 6(a).

Comparable Alternative Employment means an offer of employment for a
position, which is on substantially similar but no less favourable terms and
conditions than those which the Employee enjoyed immediately prior to the offer
of employment and which recognises the Employee’s continuity of service with
the Employer.

Continuous service has the meaning given to it by the Act.

Day Worker means an Employee whose ordinary hours are worked between
6.00am and 8.00pm Monday to Sunday.

Employee(s) means the employees employed by the Employer in Victoria who
fall within the classifications set out in this Agreement.

Excluded Employee(s) means Registered and Enrolled Nurses, Regional
General Managers, General Managers, Office Managers, State Managers
(however titled), Health Professionals, or any other state office employee or
retirement village employee employed by the Employer in Victoria.

Employer means Regis Aged Care Pty Ltd ACN 125 223 645.

Family and domestic violence means violent, threatening or other abusive
behaviour by a close relative of an employee (being a member of the employee’s
Immediate Family or is related to the employee according to Aboriginal or Torres
Strait Islander kinship rules per the NES), a member of an employee's
household, or a current or former intimate partner of an employee, that:

(1) seeks to coerce or control the Employee; and
(2) causes the employee harm or to be fearful.

FWC means Fair Work Commission, the statutory body established under the
Act or any successor organisation established under Commonwealth legislation
which performs the functions of conciliation and arbitration.

Immediate Family means:



(xvii)

(xviii)

(xxii)

(xxiii)

(1) the spouse (including a former spouse), de facto partner (including a
former de facto partner), child, parent, grandparent, grandchild or sibling
of an Employee; or

(2) the child, parent, grandparent, grandchild or sibling of the spouse or de
facto partner of an Employee.

(3) For the purposes of this term de facto partner of an Employee means a
person who, although not legally married to the Employee, lives with the
Employee in a relationship as a couple on a genuine domestic basis
(whether the Employee and the person are of the same sex or different
sexes).

Jury Service Pay means an amount paid in relation to jury service under a law
of the Commonwealth, a State or Territory, other than an amount that is, or is in
the nature of, an expense related allowance.

Long Service Leave Act means the Long Service Leave Act 2018 (Vic) as
amended from time to time.

Registered Health Practitioner means a registered and practising health
practitioner (e.g. General Practitioner or other doctor), Dentist, Chiropractor,
Clinical Psychologist Psychiatrist or Physiotherapist but does not include a
Pharmacist.

NES means the National Employment Standards as set out in the Act.

Ordinary Rate means an Employee’s ordinary hourly rate of pay set out in
Appendix A to the Agreement as applicable to an Employee and as adjusted
according to clause 9(b), but excludes overtime, penalty rates, allowances, shift
allowances, incentives, bonuses and any other ancillary payments of a like
nature.

Ordinary Pay means the amount payable to an Employee for his or her ordinary
hours of work (per period as applicable) paid at the Ordinary Rate.

Ordinary Time Earnings has the meaning given to it by section 6(1) of the
Superannuation Guarantee (Administration) Act 1993 (Cth) as amended from
time to time.

Redundancy occurs where the Employer decides that it no longer wishes the
job an Employee has been doing to be done by anyone (except where this is
due to the ordinary and customary turnover of labour) and that decision leads to
the termination of an Employee’s employment (Redundant has a corresponding
meaning).

Redundancy Pay means the redundancy pay set out in clause 36(b).

Remote Work means the performance of work by an Employee at the direction
of, or with the authorisation of, the Employer that is:

(1) not part of their ordinary hours of work rostered in accordance with
clause 20(e) (or, in the case of casual employees, not a designated shift);
and

(2) not additional hours worked by a part-time employee at the Ordinary
Rate or overtime contiguous with a rostered shift; and



(xxiv)

(xxv)

(xxvi)

(xxvii)

(3) not required to be performed at a designated workplace.

Shift Worker, (excluding for the purposes of additional annual leave under the
Agreement), means an Employee who is regularly rostered to work their ordinary
hours outside the ordinary hours of a Day Worker.

Superannuation Law means any requirement under the Superannuation
Guarantee (Administration) Act 1992 (Cth), Superannuation Guarantee
(Administration) Regulations 1993, Superannuation Industry (Supervision) Act
1993 (Cth), Superannuation Industry (Supervision) Regulations 1994,
Superannuation Guarantee Charge Act 1992 (Cth), and any other present or
future legislation, regulations or ordinances that govern the imposition of the
superannuation guarantee charge.

Union means the Health Services Union of Australia Victoria No. 1 Branch,
trading as the Health Workers Union (HWU) and the Australian Nursing and
Midwifery Federation (ANMF).

Week’s Pay means what an Employee would expect to receive for working their
ordinary hours of work per week, excluding:

(1) loadings;

(2) monetary allowances;

(3) overtime or penalty rates; and

(4) other any separately identifiable amounts (Weeks’ Pay has a

corresponding meaning).

(xxviii) Modern Award means the Social, Community, Home Care and Disability

Services Industry Award 2010 as amended, varied, or replaced from time to time.

Interpretation

In this Agreement, headings are inserted for convenience only and do not affect the
interpretation of this Agreement, and unless the context otherwise requires:

(i)
(ii)
(iif)

(iv)

words importing the singular include the plural and vice versa;
words importing a gender include the other genders;

if words or phrases are defined, their other grammatical forms have a
corresponding meaning;

‘including’ and similar words or expressions are not words of limitation.

Coverage

This Agreement covers:

(i)

(ii)

(iii)

the Employer with regard to its in-home and centre-based services in the State
of Victoria; and

the Employees (other than Excluded Employees) employed as at or after the
date this Agreement comes into operation; and

subject to section 183 of the Act,
(N the HWU;
(2) the ANMF



(@)

(@)

(@)

Scope

This Agreement constitutes the entire agreement between the Employer and the
Employees in relation to collectively applicable terms of employment with the Employer.

Relationship to the NES

This Agreement contains terms that are also NES matters. It is not the intention of the
parties to exclude the NES or any provision of the NES and it is acknowledged that such
terms can only operate in the manner and to the extent prescribed by s. 55 of the Act
specifically:

0] the Agreement applies subject to the Act and does not exclude the NES;

(i) where the Agreement provides for terms also provided for in the NES, the
Agreement terms apply to the extent that they are:

(1) incidental to the operation of the NES;

(2) supplementary to, or more beneficial than, the terms set out in the NES.
Term of Agreement

Commencement and Duration

0] This Agreement will commence operating from seven days after it is approved
by the FWC and will have a nominal expiry date of 1 March 2028 (NED).

(i) The Agreement will continue to operate after its NED unless it is terminated or
replaced.

(iii) The parties agree that discussions shall commence for a new Agreement no
later than six months prior to the expiry date of the Agreement.

Agreement flexibility

Terms of flexibility arrangement

(i The Employer and an Employee may agree to vary the application of certain
terms of this Agreement to meet the genuine individual needs of the Employer
and the Employee. The terms the Employer and the individual Employee may
agree to vary the application of are those concerning:

1) arrangements about when work is performed;
2) overtime rates;

(

(

(3) penalty rates;
4) allowances;

(

4
5) leave loading;

(i) The Employer may agree to a request, provided the Employee and the Employer
genuinely agree to the arrangement, and the Employee is better off overall than
if no individual flexibility arrangement were agreed to.

(iii) The Employer must ensure that the individual flexibility arrangement:

(1) is in writing; and



(vi)

(2) includes the name of the Employer and Employee; and

(3) is signed by the Employer and Employee and if the Employee is under
18 years of age, signed by a parent or guardian of the Employee; and

(4)
()
(6) how the arrangement will vary the effect of the terms; and
(7)

includes details of:

the terms of this Agreement that will be varied by the arrangement; and

how the Employee will be better off overall in relation to the terms and
conditions of his or her employment as a result of the arrangement; and

(8) states the day on which the arrangement commences.

The Employer must give the Employee a copy of the individual flexibility
arrangement within 14 days after it is agreed to.

The Employer or Employee may terminate the individual flexibility arrangement:
(1) by giving 28 days’ written notice to the other party to the arrangement; or
(2) if the Employer and Employee agree in writing — at any time.

Subject to the written agreement of the relevant employee, the Employer must
provide copies of all flexibility arrangements made under this Clause to the
Union, upon request.

Compliance with the Act

(i)

The Employer will ensure that the terms of any individual flexibility arrangement
entered into under this clause:

(1) are about matters that would be permitted matters under section 172 of
the Act;

(2) are not unlawful terms under section 194 of the Act;

(3) result in the Employee being better off overall than the Employee would
be if no individual flexibility arrangement was made; and

(4) will be documented in such a manner as to allow inspection under
section 482 of the Act.



Part 2 - The Employment Relationship

8

(@)

Employment status

Types of employment

(i)

(ii)

Employees may be employed in any one of the following capacities:

(1) Full time;
(2) Part time; or
(3) Casual.

At the time of engagement, the Employer will inform each Employee in writing of
the capacity in which they are employed.

Full Time Employees

Full time Employees will be required to work 38 ordinary hours per week or an average
of 38 hours per week pursuant to clause 14(a)(i).

Part Time Employee

(i)

(ii)

(v)

A part time Employee is an Employee who is employed and who works less than
an average 76 hours in a fortnight and has reasonably predictable hours of work.

Before commencing employment, the Employer and Employee shall agree in
writing on:

(1) the number of hours of work which is guaranteed to be provided and paid
to the Employee each fortnight (the guaranteed hours); and

(2) the days of the week the Employee will work and the starting and
finishing times each day; or

(3) at the employee’s election, and in the alternative to subclause (ii)(2) the
days of the week and the periods in each of those days (including broken
shift arrangements), when the Employee will be available to work the
guaranteed hours (the Employee’s availability).

The agreement made pursuant to subclause (ii) may subsequently be varied by
agreement between the employer and employee in writing. Any such agreement
may be ongoing or for a specified period of time.

The Employer must not require a part-time Employee to work additional hours in
excess of their guaranteed hours. However, an Employee may agree to work
hours that are additional to their guaranteed hours.

Unless otherwise indicated or required by the context, the terms of this
Agreement apply to part time Employees on a pro rata basis, in the same
proportion as the Employee's contract hours bear to ordinary full-time hours.

Casual Employees

(i)
(ii)

The definition of a Casual Employee is set out at section 15A of the Act.

Casual Employees will be paid for each ordinary hour worked at the applicable
Ordinary Rate for the classification in which they are employed, plus a casual
loading of 25%. Casual Employees are paid a casual loading in compensation
for not having entitlements under the NES and this Agreement to paid annual

9



(iif)

leave, paid personal leave, paid compassionate leave, payment for public
holidays not worked, payment in lieu of notice of termination and redundancy
pay. A casual Employee is not entitled to paid leave entitlements set out in this
Agreement unless expressly provided otherwise.

Where a casual Employee is engaged to work a shift that attracts a weekend or
shift penalty, these penalties will be calculated on the Ordinary Rate (exclusive
of casual loading) with the casual loading component then added to the penalty
rate of pay. The penalty rate shall not be compounded by the casual loading.

Casual Conversion

(1)

(2)

A casual employee may have a pathway to permanent employment by
way of written notification in accordance with the NES.

A casual Employee may give the Employer written notification if the
Employee (in summary):

(A) believes they no longer meet the definition of a casual employee
(noting as per subclause (a) this is defined in the Act);

(B) is not in dispute with the Employer about their status as a casual
Employee under the Act;

(C) has been employed by the Employer for a period of at least 6
months; and

(D) has not, in the last 6 months prior to the written notification being
given, received a response from the Employer under s. 66AAC the
Act not accepting a previous notification made under this section;
or had a dispute with the Employer relating to the operation of
Division 4A of Part 2-2 of the Act resolved under s. 66M or s.739 of
the Act.

The Employer must give the Employee a written response to a written
notification (given in accordance with the Act) within 21 days after the
notification is given to the Employer. In accordance with the Act, the
Employer must consult with the Employee before providing the
Employee with its written response. If accepting the Employee’s written
notification, the Employer must discuss with the Employee:

(A) whether the Employee is changing to full-time or part-time
employment;

(B) the hours of work after the change takes effect; and

(C) the day the change in employment takes effect.

The information that must be included in the written response when the
Employer is accepting the notification, the obligation to consult with the
Employee and the grounds for non-acceptance of the notification, are set
out in the Act.

Where the Employer accepts the notification, the Employee is taken to
be a full-time or part-time employee (as the case may be) beginning on
the day specified in the response (being the first day of the Employee’s

10



first full pay period that starts after the day the Employer response is
given — unless the Employee and Employer agree to another day).

Maximum/Fixed Term Contracts

(i) Subject to applicable limitations and requirements set out in the Act, employees
may be engaged in writing for a specified period of time, task, or season, without
an expectation of ongoing work after the specified end date/completion event —
subject to applicable early termination provisions.

(i) If an Employee us engaged pursuant to this clause and then re-engaged within
12 weeks of the fixed term employment ending, the Employee shall be deemed
to have originally been employed under clauses 8(b) or (c).

(iii) Maximum/Fixed term contracts will only to be used for genuine maximum term
arrangements and it is not intended that they will be used to undermine the job
security of permanent employees.

11



Part 3 — Wages and Related Matters

9

(@)

Remuneration

Rates of pay

(i)

Employees will be paid at the Ordinary Rates, per the prescribed dates of effect,
set outin Appendix A to this Agreement, (as applicable to a particular Employee).

Wage increases

(i)

(ii)

The Ordinary Rates, as increased, are as set out in Appendix A of this
Agreement.

Any further wage increases shall be at the discretion of the Employer unless the
Ordinary Rates fall below the applicable minimum rates of pay in the relevant
modern award.

Stage 3 Work Value Decision

(i)

The Fair Work Commission has handed down a decision and subsequent Award
Determinations under Stage 3 of the Aged Care Work Value Case (ACWVC)
that provide the operative dates of the increases to the minimum rates of pay in
the Social, Community, Home Care and Disability Services Industry
Award 2010 for the Stage 3 classifications (Stage 3 Decision).

The Commonwealth Government has published guidance / directions to
providers about how increased funding must be applied by providers in order to
give effect to the Stage 3 Decision.

Accordingly, the Employer will apply the applicable minimum rates under this
Agreement for Stage 3 classifications in accordance with the guidance / direction
from the Commonwealth Government, including with respect to the operative
timing of those increases. Agreement percentage wage increases will be applied
to these uplifted rates at the time prescribed in Appendix A as follows:

Date FFPPOA Increase

1 March 2025 3%

1 October 2025 ACWVC uplift
1 March 2026 3%

1 March 2027 3%

12



(d)

(e)

10

(@)

Once-off lump sum payment

(i Full and part time employees subject to their calculated full-time equivalency
(FTE), will receive a once-off lump sum payment as follows:
FTE Lump Sum Payment ($) (gross)
Greater than 75% FTE 2,750
Greater than 50% FTE and up to 2,500
75% FTE
25% FTE and up to 50% FTE 2,000
Less than 25% FTE 1,500
(i) Casual Employees, employed during the access period and who work at least

one shift in the two weeks prior to the Commencement, will be entitled to the
lump-sum payment in accordance with (iii).

(iii) A Full time, Part time and Casual Employee’s FTE for the purposes of this clause
is calculated according to the Employee’s paid ordinary hours in the period
commencing 12 weeks prior to the Commencement Date and up to the
Commencement Date (inclusive), divided by the equivalent full-time hours for
the same period.

(iv) The lump sum payment will be payable by the Employer to Employees within 28
days from the date of a majority vote of employees to approve the Agreement.

(v) For avoidance of doubt, the lump sum payment amounts referred to in this clause
are gross (pre-tax) figures subject to applicable taxation.

Payment of Wages

(i Wages are to be paid fortnightly, by way of electronic funds transfer into the
Employee’s nominated bank or financial institution account.

(i) The Employer will not be in breach of its obligations, and will not be held liable,
where the Employer’s ability to comply with the requirements of subclause 9(e)(i)
is prevented by reason of an event outside the control of the Employer, including
delay caused by bank error or a public holiday.

Progression through pay points

0] Progression through pay points of a classification, as set out in Appendix A to
this Agreement, for which there is more than one pay point will be as follows:

(1) incremental progression to the next pay point will occur 12 months from
the date of the Employee’s appointment to their existing pay point.

Allowances

Uniforms

Employees required by the Employer to wear uniforms will be supplied with an adequate
number of uniforms appropriate to the occupation free of cost to Employees.

13



(b)

(d)

Laundry allowance

(i All Employees required by the Employer to wear a uniform are entitled to a
laundry allowance at the rate set out at Appendix A.

(i) The laundry allowance set out is not payable for any paid or unpaid absences of
the Employee.

Availability allowance

(i An Employee who agrees to make themselves available outside their rostered
ordinary hours, in readiness to work an additional ordinary shift at short notice,
for a period of up to 4 hours (Availability Period), will be paid an availability
allowance of $30, for the Availability Period.

Broken shift allowance

(i) An Employee required to work a broken shift with 1 unpaid break in
accordance with clause 15(a)(i) will be paid an allowance of $20.12, per broken
shift.

(i) An Employee who agrees to work a broken shift with 2 unpaid breaks in
accordance with clause 15(a)(ii) will be paid an allowance of $26.63, per broken
shift.

First aid allowance
(i Full-time Employees will be paid a weekly first aid allowance of $19.76 where:

(1) the Employee is required by the Employer to hold a current first aid
certificate; and

(2) the Employee is required by the Employer to be, in a given week,
responsible for the provision of first aid to Employees employed by the
Employer.

(i) The first aid allowance in subclause 10(e)(i) will apply to eligible part time and
casual Employees on a pro rata basis.

Travel and mileage

0] Where an employee is required and authorised by the Employer to use their
motor vehicle in the course of their duties, the employee is entitled to be
reimbursed at the rate of $0.99 per kilometre. Provided that:

(1) This allowance does not apply to travel prior to the commencement of
work or after the cessation of work, nor does it apply to travel within the
unpaid breaks (in addition to the unpaid meal break) for a broken shift.

(2) Notwithstanding 10(f)(i)(1), if the distance between the Employee’s home
and their first and last place of work is greater than 25 kilometres, then
the Employees will be reimbursed at the rate of $0.99 cents per kilometre
for every kilometre travelled in excess of 25 kilometres in each direction.
The exception to this is:

(A) the Employee has been engaged for a total of 2 hours or more on
the relevant client appointment.

(i) Vehicle Interior Cleaning

14



(iif)

(4)

The Employer recognises that Employees should not be disadvantaged
by having their personal vehicle soiled or made foul as the result of the
involuntary actions of a client of the Employer, whilst transporting that
client as part of a care plan activity.

Where, as a result of a client's involuntary actions, primarily unintentional
bodily functions, an Employee's vehicle is soiled or made foul the
Employee is to file an incident report outlining the details.

The Employer will arrange the cleaning of the Employee's vehicle to
avoid the necessity of the Employee incurring costs upfront and having
to seek reimbursement from the Employer via the provision of receipts.

To avoid any doubt this clause is not intended to cover any panel
damages, windscreen chips/cracks or any other damage beyond interior.

Travel Expenses

(1)

When an Employee is involved in travelling on duty, if the Employer
cannot provide the appropriate transport, all reasonably incurred
expenses in respect to fares, meals and accommodation will be met by
the employer on production of receipted account(s) or other evidence
acceptable to the Employer.

Provided that the Employee will not be entitled to reimbursement for
expenses referred to in clause 10(f)(iii)(1)which exceed the mode of
transport, meals or the standard of accommodation agreed with the
Employer for these purposes.

An Employee required to stay away from home overnight will be
reimbursed the cost of reasonable accommodation and meals.
Reasonable proof of costs so incurred is to be provided to the Employer
by the Employee.

The allowance rates set out at clauses 10(d), (e) and (f), be adjusted and paid at the
applicable Modern Award rate, as amended from time to time.

Education, training and meetings

All Employees must attend or undertake mandatory training required by the Employer
including e-learning modules.

All mandatory training (which includes required e-learning) must be undertaken by
Employees at a time, or times, authorised by the Employer.

Attendance at mandatory training and/ or mandatory meetings will be paid at the
Ordinary Rate, subject to the following:

(i)

(ii)

Where such training/ meeting is undertaken during the course of the Employee’s
ordinary rostered shift (Ordinary Shift) — the Employee will be paid, in addition
to the Ordinary Rate, any applicable shift or weekend penalty rate (or casual
loading in the case of a casual Employee) that is payable on the Ordinary Shift;

Where operationally practicable, e-learning will be rostered/undertaken during
the Employee’s Ordinary Shift.

15



12

(@)

(iif)

For on-site training undertaken outside of the Employee’s ordinary rostered
hours the Employee will be paid a minimum period of 2 hours. E-learning and
mandatory meetings will be subject to a 1 hour minimum payment. In addition to
the Ordinary Rate, the Employee will be paid any shift or weekend penalty rate
(or casual loading in the case of a casual Employee) that would be applicable to
ordinary hours for such attendance;

Where mandatory training/ meetings are undertaken outside of the Employee’s
rostered ordinary hours

(1) the first 12 hours per year of such training will be paid in accordance with
11(c)(iii);

(2) any remaining training beyond 12 hours per year will be paid at the
applicable overtime penalty rate.

Attendance at other training courses maybe supported by the Employer in accordance
with specific policy initiatives.

Superannuation

Compulsory superannuation contributions

(i)

The Employer shall make superannuation contributions for the benefit of each
Employee to a compliant superannuation fund nominated by an Employee in
such amount as is required so as to avoid the Employer being required to pay
the superannuation guarantee charge under the Superannuation Law with
respect to that Employee.

In the absence of a complying nomination in accordance with 10.1(a), or a
stapled fund per Superannuation Law, contributions under clause 12(a)(i) will be
made to Health Employees Superannuation Trust of Australia (HESTA), subject
to its trust deed dated 23 July 1987, as amended from time to time (Default
Fund). The Default Fund offers a MySuper product.

Salary sacrifice of superannuation

(i)

The Employer may make contributions to an Employee’s nominated
superannuation fund over and above any contributions required by clause 12(a)
in accordance with a valid written salary sacrifice agreement between the
Employer and the relevant Employee in the form determined by the Employer
from time to time and in accordance with any relevant policy that may be
established by the Employer from time to time.

Where an Employer makes contributions to the Employee’s nominated
superannuation fund on behalf of the relevant Employee in accordance with
clause 12(b)(i), any contributions required by clause 12(a) shall be based on the
relevant Employee’s Ordinary Time Earnings as determined immediately before
entering into a salary sacrifice agreement under clause 12(b)(i).
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Part 4 — Hours of Work and Rostering
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(@)

(b)

14

(@)

(b)

(d)

Span of Hours
The ordinary hours of work for a Day Worker will be worked between 6.00 am and 8.00
pm Monday to Sunday.

A Shiftworker is an Employee who works shifts in accordance with clause 21(a) of this
Agreement.

Ordinary hours of work
Ordinary hours of work shall be arranged by the Employer to meet the operational

requirements of the business. The ordinary hours of an Employee:

0] will not exceed 76 hours in a two-week period (or, if otherwise agreed, an
average of no more than 38 hours per week for a period not exceeding 4 weeks).

(i) will not exceed 10 hours per shift exclusive of unpaid meal breaks,

(iii) subject to Broken Shift provisions in the Agreement, will be worked continuously
on any day or shift (excluding any unpaid meal break provided for by this
Agreement).

Days Off in a Roster Cycle

0] Employees, other than a casual Employee, will be free from ordinary duty for not
less than two full days in each week, four full days in each fortnight or eight full
days in each four-week period. Where practicable, days off will be consecutive.

Rest breaks between rostered work

(i An Employee (other than a casual Employee) will be allowed a break of not less
than 10 hours between the end of one shift or period of work and the start of
another. However, the Employer and an Employee may agree to a minimum
break of eight hours.

(i) Notwithstanding the provisions of subclause 14(c)(i), the break between:

(1) the end of a shift and the commencement of a shift contiguous with the
start of a sleepover; or

(2) a shift commencing after the end of a shift contiguous with a sleepover

may not be less than eight hours.

(iii) A casual Employee will be allowed a break of not less than 8 hours between the
end of one shift or period of work and the start of another.

(iv) Notwithstanding clause 14(c)(i) to 14(c)(iii) if on the instruction of the Employer,
an Employee resumes or continues to work without having had 10 consecutive
hours off duty, or 8 hours as applicable, they will be paid at the rate of 200% of
the Ordinary Rate (or 250% on a public holiday) for all ordinary hours worked
until released from duty for such period.

Minimum hours per shift

(i The minimum number of ordinary hours per shift is two hours.
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(@)
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(@)

(i) Where an Employee is required to attend compulsory paid training or a
compulsory meeting as required by the Employer, the minimum number of hours
is set out at clause 11(c).

Broken Shifts

The broken shift arrangements are as follows:
(i Broken shift with 1 unpaid break

(1) The Employer may roster the Employee to work a broken shift of 2
periods of work with 1 unpaid break (other than a meal break). Where an
Employee works a broken shift in accordance with this clause, the
Employee will be entitled to payment of a broken shift allowance set out
at clause 10(d)(i)

(i) Broken with 2 unpaid breaks

(1) Subject to the arrangements set out at clause 8(c) for part-time
employees, and otherwise as agreed by the Employer and an Employee,
an Employee may be rostered to work broken shifts consisting of 3
periods of work with 2 unpaid breaks (other than meal breaks).

(2) Where an Employee works a broken shift in accordance with this clause,
the Employee will be entitled to payment of a broken shift allowance set
out at clause10(d)(ii).

Each period of work in a broken shift, per clauses 15(a)(i) and 15(a)(ii) above, will be no
less than 2 hours.

Payment for a broken shift will be at the Ordinary Rate with weekend, overtime and
public holiday penalty rates to be paid in accordance with the respective clauses set out
in Agreement.

The application of shift, weekend or public holiday penalties are only payable in respect
of the periods of work in a broken shift that satisfy the definitions of afternoon, night,
weekend or a public holiday in accordance with clauses 21 and 34 of the Agreement.
Provided that the night shift penalty set out at clause 21(a)(i)(2) is not payable for work
performed on a night shift that commences before 6.00am and is not contiguous with a
sleepover portion.

The span of hours for a broken shift is up to 12 hours. All ordinary hours performed
outside a span of 12 hours will be paid at 200% of the Ordinary Rate or, at the rate of
250% of the Ordinary Rate on a public holiday.

An Employee will receive a minimum break of 10 hours between broken shifts rostered
on successive days — subject to clause 14(c) — Rest Breaks between rostered work.

Sleepovers

A sleepover means when the Employer requires an Employee to sleep overnight at
premises where the client for whom the Employee is responsible is located (including
respite care) and is not a 24 hour care shift pursuant to clause 17 or an excursion
pursuant to clause 18 (Sleepover).
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(e)
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(@)

Sleepovers will be rostered in accordance with clause 19. An Employee may refuse a
sleepover in the circumstances where they have not been given 7 days’ notice of such
but only with reasonable cause.

The span for a Sleepover will be a continuous period of eight hours. Employees will be
provided with a separate room with a bed, use of appropriate facilities (including staff
facilities where these exist) and free board and lodging for each night when the
Employee sleeps over.

The Employee will be entitled to a sleepover allowance of $110 for each night on which
they sleep over. The sleepover allowance incorporates payment for one interruption to
attend work of up to 30 minutes in the sleepover period.

In the event of the Employee on Sleepover being required to perform work during the
Sleepover period, in addition to the allowable period referred at subclause 16(d), the
Employee will be paid for the time worked at the prescribed overtime rate with a
minimum payment as for one additional hour worked. Where such additional work
exceeds one hour, payment will be made at the prescribed overtime rate for the duration
of the work. For clarity, the performance of work attracting the overtime payment during
a Sleepover period does not trigger the rest period obligations set out at clause 20(d) of
the Agreement.

The Employer may roster an Employee to perform work immediately before and/or
immediately after the Sleepover period, but must roster the Employee or pay the
Employee for at least four hours’ work — which may be made up of hours immediately
before and/ or after the sleepover period and such work need not be in relation to the
sleepover client. The payment prescribed by subclause (d) will be in addition to the
minimum payment prescribed by this subclause.

The Employer may roster an Employee to perform work immediately before and/or
immediately after the sleepover period, but must roster the Employee or pay the
Employee for at least four hours’ work for these periods of work.

The dispute resolution procedure in clause 38 of this Agreement applies to the sleepover
provisions.

24 hour care

A 24-hour care shift requires an Employee to be available for duty in a designated client
location for a 24-hour period. During this period, the Employee is required to provide the
client with the services specified in the care plan. The Employee is required to provide
a total of no more than eight hours of care during this period. Subject to prior approval
from the Employer, an Employee may undertake care hours in excess of eight during
such period and will be paid at the overtime penalty rate of 150% of the Ordinary Rate
for the first two hours and 200% of the Ordinary Rate thereafter. For clarity, the
performance of work attracting the overtime payment during a 24-hour care period does
not trigger the rest period obligations set out at clause 20(d) of the Agreement.

The Employee will be afforded the opportunity to sleep during a 24-hour care shift, in a
separate room and the use of appropriate facilities and free board and lodging for each
night the Employee sleeps over.

The Employee engaged will be paid eight hours work at:
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(@)

0] 155% of their appropriate rate for each 24 hour period — for part-time and full-
time Employees.

(i) Casual employees shall be paid the 25% casual loading in addition to the penalty
rate set out clause 17(c)(i). For the avoidance of doubt, the rate per (i) or (ii) will
be in substitution for and not cumulative upon the weekend, shift, public holiday
and overtime penalties in this Agreement.

For clarity, clause 14(c)- Rest breaks between rostered work, applies with regard to 24
hour care shifts.

An employer may only require an employee to work a 24-hour care shift by agreement.
Excursions
Where an Employee who is not a shift worker agrees to supervise clients in excursion

activities involving overnight stays away from home, the following provisions shall apply:-

(i payment at ordinary rates of pay for time worked between the hours of 8am and
6pm Monday to Sunday up to a maximum of 10 hours per day.

(i) payment of overtime in accordance with Clause 20 — Overtime for all other hours.

Where an employee who is a shift worker agrees to supervise clients in excursion
activities involving overnight stays away from home, the provisions of Clause 21 — Shift
and Weekend Work, and Clause 20— Overtime shall apply.

Payment for a sleepover will be in accordance with the provisions of Clause 16 —
Sleepover.

Weekend excursions

In addition to the above arrangements set out at subclauses (a) to (b) above, where an
Employee involved in overnight excursion activities is required to work on a Saturday
and/or Sunday, the days worked in the two week cycle, including that weekend, will not
exceed 10 days.

Casual employees will be paid casual loading in accordance with the remaining terms
of this Agreement.

Rosters

The Employer shall provide a roster 14 days before the commencement of the roster
period. The roster will set out the Employee’s daily ordinary working hours including
commencing and finishing times.

Rostering arrangements and subsequent changes to rosters may be communicated by
direct contact or electronic means.

Change in Roster
(i Once published, the Employer may change the roster at any time:

(1) at the Employee's request or by mutual agreement with the Employee;
or
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(ii)

(2) subject to the Employee’s availability and to enable the functions of the
Employer to be carried out where:

(A) another Employee is absent from work due personal/ carer’s leave,
compassionate leave, family and domestic violence leave, or
(B) in an emergency.

In circumstances outside those set out at clause (c)(i), where the Employer
requires a change of roster, 7 days’ notice of the change will be given by the
Employer to the Employee.

Client Cancellation (Part-time and full-time Employees only)

(i)

(iif)

Where a client cancels a scheduled service, with notice occurring after 5.00pm
on the day prior to the scheduled service and for reasons other than those
outlined in subclause (d)(iii), permanent Employees shall be entitled to receive
payment for the period of the scheduled service.

The Employer may direct the Employee to make-up time equivalent to the
cancelled time, in that or the subsequent fortnightly period. This time may be
made up working with other home care clients, provided that in the case of a
part-time Employee, such make-up time will be scheduled within the Employee’s
availability.

Where the Employer is unable to meet the guaranteed minimum number of
contracted hours of a permanent Employee for reasons associated with death,
hospitalisation or other like extenuating circumstances, the following procedures
shall be followed:

(1) work shall be re-allocated from casual Employees to the permanent
Employee; or hours shall be reallocated from another Employee who is
working hours additional to their guaranteed minimum number of hours;
or

(2) the Employee and Employer may agree as to a period of authorised paid
or unpaid leave.

Overtime

Overtime hours

The Employer may request that an Employee work reasonable additional hours
to their ordinary hours of work (Overtime).

For the purposes of this Agreement, Overtime means work that is performed:

(1) by a Full-Time Employee, in excess of the Employee’s rostered ordinary
hours of work on any one shift or day;

(2) by a Part-Time or Casual Employee, in excess of 76 hours in a fortnight
or 10 hours on any one shift or day;

(3) by a Day Worker, outside the span of ordinary hours specified in clause
13(a).
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(b)

(e)

Calculation of Overtime

(i)

(iif)

Approved Overtime for Employees (excluding casual Employees) will be paid as
follows:

(1) Overtime worked by a full-time or part time Employee on:

Monday to  |will be paid at the 150% of the Ordinary Rate for the first
Saturday 2 hours and the 200% of the Ordinary Rate thereafter

Sunday will be paid at the 200% of the Ordinary Rate

Public Holiday |will be paid at the 250% of the Ordinary Rate

Approved Overtime for casual Employees (in lieu of the casual loading) will be
paid as follows:

Monday to  |will be paid at the 175% of the Ordinary Rate for the first
Saturday 2 hours and the 225% of the Ordinary Rate thereafter

Sunday will be paid at the 225% of the Ordinary Rate

Public Holiday |will be paid at the 275% of the Ordinary Rate

Overtime rates in this clause are in substitution for and not cumulative upon shift
and weekend penalties prescribed in clause 21 of this Agreement.

Authorisation to work Overtime

Employees will not be paid for Overtime unless the Overtime the Employee works was
authorised by the Employer prior to the Employee working the Overtime.

Rest period after Overtime

(i)

An Employee, other than a Casual Employee, who works so much overtime
between the termination of their ordinary work on any day or shift and the
commencement of their ordinary work on the next day or shift, that they have not
had at least 10 consecutive hours off duty between those times, will be released
after completion of such overtime until they have had 10 consecutive hours off
duty without loss of pay for rostered ordinary hours occurring during such
absence.

If on the instructions of the Employer, such an Employee resumes or continues
work without having had 10 consecutive hours off duty, they will be paid at the
rate of 200% of the Ordinary Rate until they are released from duty for such rest
period and they will then be entitled to be absent until they have had 10
consecutive hours off duty without loss of pay for rostered ordinary hours
occurring during such absence.

Remote Work

(i)
(ii)

This clause applies where the Employee performs Remote Work.
Minimum Payments for Remote Work

(1) Where an Employee performs Remote Work, they will be paid for the
time spent performing Remote Work, with the following minimum
payments applying:
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(iif)

(A) where the Employee is on call between 6.00am and 10.00pm — a
minimum payment of 15 minutes’ pay;

(B) where the Employee is on call between 10.00pm and 6.00am — a
minimum payment of 30 minutes’ pay;

(C) where the Employee is not on call - a minimum payment of one
hour’s pay;

(D) where the Remote Work involves participating in staff meetings or
staff training remotely - a minimum payment of one hour’s pay.

(2) Any time worked continuously beyond the minimum payment period
outlined above will be rounded up to the nearest 15 minutes and paid
accordingly.

(3) Where multiple instances of remote work are performed on any day,
separate minimum payments will be triggered for each instance of
remote work performed, save that where multiple instances of remote
work are performed within the applicable minimum payment period, only
one minimum payment period is triggered.

Rates of pay for remote work

(1) Remote work will be paid at the employee’s minimum hourly rate unless
one of the following exceptions applies:

(A) Remote work performed outside the span of 6am-8pm will be paid
at the rate of 150% of the Ordinary Rate for the first two hours
and 200% of the Ordinary Rate thereafter or, in the case of casual
employees, at 175% of the Ordinary Rate for the first two hours
and 225% of the Ordinary Rate thereafter;

(B) Remote work performed in excess of 38 hours per week or 76 hours
per fortnight will be paid at the applicable overtime rate prescribed
in clause 20.

(C) Remote work performed in excess of 10 hours per day will be paid
at the rate of 150% of the Ordinary Rate for the first two hours
and 200% of the Ordinary Rate thereafter or in the case of casual
employees, 175% of the Ordinary Rate for the first 2 hours
and 225% of the Ordinary Rate thereafter;

(D) Remote work performed on a Saturday will be paid at the rate
of 150% of the Ordinary Rate or, in the case of casual
employees, 175% of the Ordinary Rate;

(E) Remote work performed on a Sunday, it will be paid at the rate
of 200% of the Ordinary Rate or, in the case of casual
employees, 225% of the Ordinary Rate;

(F) Remote work performed on a public holiday will be paid at the rate
of 250% of the Ordinary Rate or, in the case of casual
employees, 275% of the Ordinary Rate.
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(@)

(2) The rates of pay in this clause above are in substitution for and not
cumulative upon the penalty rates prescribed for weekends, overtime,
shift work and public holidays.

Other requirements

(1) An employee who performs remote work must maintain and provide to
the Employer a time record specifying the time at which they commenced
and concluded performing any Remote Work and a description of the
work that was undertaken. Such records must be provided to the
Employer within a reasonable period of time after the remote work is
performed.

(2) Where Remote Work is performed:
(A) Minimum engagement does not apply;
(B) It will not count as work or overtime for the purposes of:

rostered days off,

rest breaks between rostered work;
rest period after overtime; and

rest break during overtime.

(3) When calculating overtime payments each day or shift will stand alone.

Penalty rates

Shift penalties

(i)

In addition to the Ordinary Rate for a shift, where an Employee’s ordinary shift:

(1) finishes after 8.00 pm and at or before 12 midnight Monday to Friday
(Afternoon Shift) the Employee will be paid a penalty of 12.5% of the
Ordinary Rate for each hour or part thereof of the rostered shift.

(2) which finishes after 12 midnight or commences before 6.00 am Monday
to Friday (Night Shift), the Employee will be paid a penalty of 20% of the
Ordinary Rate for each hour or part thereof of the rostered shift.

Shifts are to be worked in one continuous block of hours that may include meal
breaks and sleepovers, except where broken in accordance with clause 15.

A casual Employee will be paid the above shift penalties calculated on the
Ordinary Rate (excluding the casual loading) with the casual loading then added
to the penalty rate of pay.

Shift Penalties prescribed in this clause will not apply to ordinary hours
performed by an Employee on a Saturday, Sunday or Public Holiday.

Weekend penalties

(i)

(ii)

All ordinary hours worked between midnight Friday and midnight Saturday will
be paid at the 150% of the Ordinary Rate.

All ordinary hours worked between midnight Saturday and midnight Sunday will
be paid at the 200% of the Ordinary Rate.
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(iif)

A casual Employee (in lieu of the rates set out above at subclauses (i) and (ii)
and the casual loading) will be paid for all ordinary hours worked between:

(1) midnight Friday and midnight Saturday at the 175% of the Ordinary Rate;

(2) midnight Saturday and midnight Sunday at the 225% of the Ordinary
Rate.

Meal breaks and rest pauses

Meal Breaks

(i)

(iif)

Where an Employee is rostered to work at least five hours on a single shift, the
Employee will be entitled to an unpaid meal break of at least 30 minutes, to be
taken as rostered or at a mutually agreed time after commencing work. Provided
that, by agreement with an Employee, the Employee who works shifts of six
hours or less may forfeit the meal break.

Where an Employee is required by the Employer to work during a meal break
and continuously thereafter, excepting the circumstances set out at subclause
(iii), they will be paid overtime for all time worked during the meal break until the
meal break is taken or the Employee is released from duty, whichever occurs
first.

Where an Employee is required by the Employer to have a meal with a client or
clients as part of the normal work routine or client program, they will be paid for
the duration of the meal period at the Ordinary Rate, and clause (a)(ii) does not
apply. This paid meal period is to be counted as time worked.

Meals Provided

(i)

Where an Employee is required to work more than one hour of overtime after
their rostered finishing time, the Employer will pay the Employee an allowance
as set out in Appendix A, provided that where such overtime work exceeds four
hours the further meal allowance set out in Appendix A will be paid.

Rest Pauses

(i)

(ii)

(iif)

Employees will be entitled to a rest pause of 10 minutes duration within each
period of four ordinary hours of work.

Rest pauses are to be taken at a time agreed between the Employer and the
Employee.

Rest pauses will be counted as time worked.
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(@)

Annual leave

Entitlement to annual leave

(i)

Employees (excluding casual Employees) are entitled to five (5) weeks paid
annual leave for each year of service with the Employer. This entitlement
includes the additional week of annual leave for a shift worker (as defined) under
the NES.

Note: For clarity, both a day worker and shift worker are entitled to 5 weeks annual leave for
each year of service with the Employer.

A shiftworker for the purposes of the NES and this clause is an Employee who:
(1) works for more than four ordinary hours on 10 or more weekends; or
(2) works at least eight 24-hour care shifts in accordance with clause 17;

during the yearly period in respect of which their annual leave accrues.

Annual leave accrues progressively during a year of service according to the Employee’s
ordinary hours of work and accumulates from year to year.

Payment for annual leave

(i)
(ii)

(iif)

(iv)

Employees will be paid their Ordinary Rate during a period of annual leave.

In addition to their Ordinary Rate, an Employee, other than a shift worker, will be
paid an annual leave loading of 17.5% of their Ordinary Pay.

Shift workers, in addition to their Ordinary Pay, will be paid the higher of:
(1) 17.5% of their Ordinary Pay; or

(2) the weekend and shift penalties the Employee would have received had
they not been on leave during the relevant period.

For clarity, an Employee who is paid the 17.5% loading on annual leave, is paid
this leave loading in compensation for being unable to work overtime while on
annual leave.

Accruing and taking annual leave

(i)

(iif)

Annual leave accrues and is credited in accordance with the Act according to an
Employee’s ordinary hours of work. Annual leave is cumulative.

Subject to clause 23(e), annual leave is to be taken at a time agreed between
the Employer and Employee. The Employer will use its best endeavours to
accommodate the Employee’s request to take annual leave on particular dates.
However, this is subject to the business requirements of the Employer.

Unless otherwise agreed between the Employer and Employee, the Employee
must provide to the Employer at least four weeks’ notice prior to the time the
Employee wishes to commence annual leave.

Direction to take annual leave

(i)

Notwithstanding the provisions of subclause 23(d), the Employer may direct an
Employee to take a period of annual leave in accordance with this subclause.
Where an Employee has accrued more than:
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(iif)

(1) 8 weeks paid annual leave, (10 weeks in the case of shift workers as
defined in this clause);

such Employee has accrued excessive annual leave (Excessive Leave).

Prior to the Employer issuing a direction for an Employee to take a period of
annual leave in accordance with subclause (i), where an Employee has accrued
Excessive Leave, the Employer will engage in discussions with the Employee to
schedule leave within an agreed upon time.

If an agreement cannot be reached in accordance with subclause (ii), the
Employer may require the Employee to take such leave at a time directed by the
Employer. The direction to take such leave will be provided by the Employer to
the Employee in writing, provided that any such direction by the Employer for an
Employee to take a period of annual leave must:

(1) not occur until the Employer has afforded the Employee a reasonable
opportunity to submit a leave plan to reduce their annual leave balance.
The Employer will not unreasonably refuse to agree to a leave reduction
plan which includes for example saving leave for an extended holiday
within 12 months of the date of agreement;

(2) relate to a minimum period of leave of one week;
(3) provide at least 8 weeks’ notice; and

(4) ensure the Employee maintains at least 4 weeks’ annual leave.

Shut-down or partial shut-down periods

(i)

(ii)

It is noted that the last week of December and the first two weeks of January,
together with the Easter period, are times of less activity for the Employer. This
reduction in activity gives rise to the shut-down or partial shut-down of certain
areas and services at the relevant times (including a shut-down of centre-based
activities over the Christmas and New Year period).

Management will consult with affected staff a minimum of 6 weeks beforehand
concerning changes to rosters and deployment options (as set out at subclause
(iii)) or the use of leave, over the period(s) set out at (i) above, noting that the
shut-down or partial shutdown period approximately 1.5 weeks.

Where there are no deployment options, management reserves the right to direct
employees to utilise up to 1.5 weeks of accrued leave entitlement over the
period(s) set out at (i) of this clause, provided that such direction is reasonable.

Where an Employee does not have sufficient accrued annual leave for these
period(s), Employees may elect to take other accrued leave (ie: long service
leave) or leave without pay for all or part of the shut-down period(s).

Notwithstanding the provisions:

(1) at subclause (f), the provisions set out for annual leave during close
down periods provision will apply; and

(2) above, where the Employer shuts down the part of the business in which
the Employee works, arising from circumstances beyond the Employer’s
control, including but not limited to Government health directives or other
state of emergency directives, an Employee must take annual leave if
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they are directed to do so by the Employer, upon the Employer giving
one weeks’ notice of such to the Employee(s). If the Employee does not
have sufficient annual leave accrued to cover the shut-down period,
he/she may be required to take unpaid leave.

Cashing out of annual leave

(i)

An Employee may cash out a period of annual leave provided that:

(1)

(2)

3)

The Employer and Employee will enter into a separate written agreement
for each cashing out of a particular amount of annual leave, subject to
the following:

Paid annual leave must not be cashed out if the cashing out would result
in the Employee’s remaining accrued entitlement to paid annual leave
being less than 4 weeks; and

Where an Employee forgoes an entitiement to take an amount of annual
leave, the Employer will pay the Employee the amount of pay that the
Employee is entitled to receive in lieu of the amount of annual leave, plus
leave loading that would otherwise have been payable.

Payment of annual leave on termination of employment

Any accrued but untaken annual leave will be paid out on termination of employment in
accordance with the Employee’s Ordinary Rate. Employees will also be paid annual
leave loading of 17.5% on accrued but untaken annual leave (or in the case of
employees defined as shift workers in subclause (b) the amount they would have been
paid had they taken that leave calculated in accordance with section 23(d)).

Personal leave

Paid sick leave and carer’s leave

(i)

(ii)

Permanent Employees are entitled to paid personal/ carer’s leave at the Ordinary

Rate:

(1)
(2)

in the event of their iliness or injury (sick leave); or

to provide care or support (carer’s leave) to a member of the Employee’s
Immediate Family or member of the Employee’s household in the event
of:

(A) an illness or injury of the member; or

(B) in case of an unexpected emergency affecting the member.

Casual Employees are not entitled to paid personal/carer’s leave.

Amount of personal leave

(i)

Full time Employees are entitled to:

(1)

(2)

10 days’ paid personal leave for each year of service with the Employer
in the first three years of service;

12 days’ paid personal leave for each year of service with the Employer
in the fourth and fifth years of service;
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(ii)

(3) 14 days’ paid personal leave for each year of service with the Employer
in the sixth year of service;

(4) 15 days’ paid personal leave for each year of service with the Employer
in the seventh year of service and thereafter;

Part time Employees are entitled to paid personal leave calculated as a pro rata
amount of the full-time entitlement to paid personal leave set out at (b)(i) for each
year of service with the Employer

Accrual of personal leave

Paid personal leave accrues progressively during a year of service according to an
Employee’s ordinary hours of work and accumulates from year to year.

Unpaid carer’s leave

(i)

All Employees, including casual Employees, are entitled to two days’ unpaid
carer’s leave per occasion in the event an Immediate Family member or member
of the Employee’s household requires care or support because of:

(1) a personal iliness, or injury, of the member; or
(2) an unexpected emergency affecting the member.
The two days' unpaid carer's leave do not need to be taken consecutively.

Permanent Employees are only entitled to unpaid carer's leave if they have
exhausted their accrued paid personal leave entitlements.

Notification and evidence requirements

(i)

(iif)

Where an Employee is unfit to attend for work by reason of personal injury or
illness or is absent by reason of carer’s leave in accordance with clause (a), the
Employee must notify the Employer at least two hours prior to the Employee’s
normal starting time on the day of absence or, where this is not possible, as soon
as practicable thereafter (which may be a time after the commencement of
personal leave). An Employee must also advise the period or, expected period,
of the absence.

Where the Employee has given notice of the taking of personal/carer's leave
under this clause, the Employee is required to provide evidence in the form of a
medical certificate from a registered Health Practitioner of the absence where
the absence:

(1) is 2 or more consecutive days;
(2) abuts a public holiday or annual leave.
Subject to compliance with clause (e)(ii):

(1) the first three single days of personal/carer’'s leave in any 12-month
period of employment do not require provision of evidence to the
Employer;

(2) the fourth and any subsequent days or personal/carer’s leave, in any 12-
month period of employment require evidence in the form of a medical
certificate from a registered Health Practitioner or statutory declaration.
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(@)

(iv) Non-provision of any necessary evidence will result in the day being an unpaid
personal/carer's leave day as well as representing non-compliance with this
requirement.

Compassionate leave
Employees are entitled to up to five days compassionate leave (whether taken together
or separately) for each occasion when:

(i a member of the Employee’s Immediate Family or a member of the Employee’s
household:

(1) contracts or develops a personal illness that poses a serious threat to his
or her life; or

(2) sustains a personal injury that poses a serious threat to his or her life; or
(3) dies.

(i) A child is stillborn, where the child would have been a member of the Employee’s
immediate family, or a member of the Employee’s household, if the child had
been born alive.

(iii) the Employee, or the Employee’s spouse or de facto partner, has a miscarriage.

In circumstances where the Employee is involved in funeral arrangements, or excessive
travel, the Employer can exercise discretion to allow extra days compassionate leave.
The exercise of such discretion will be exercised in a reasonable manner.

Where an Employee who has given notice to the Employer of taking compassionate
leave under this clause, the Employer may require reasonable evidence of such,
including a medical certificate stating that the condition is life threatening or satisfactory
evidence of a death.

Permanent Employees are entitled to be paid for compassionate leave taken under
clause 25(a) at the Ordinary Rate. For Casual Employees the entitlement to
compassionate leave is unpaid leave.

An Employee may make application for additional unpaid compassionate leave.
Parental leave

Parental Leave Entitlement

(i Employees are entitled to unpaid Parental Leave (birth related leave and
adoption related leave) in accordance with the provisions contained in the NES
(Eligible Employees).

(i) Primary Carer’s Leave (arrangements) for Eligible Employees:

(1) Primary Carer Leave is the unpaid leave set out in the NES associated
with:

(A) The birth of a child of the Employee or the Employee’s spouse or
de facto partner (Birth Related Leave); or

(B) The placement of a child with the Employee for adoption (Adoption
Leave).
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(b)

(iif)

Secondary Carer’s Leave (arrangements) for Eligible Employees:

(1) Secondary Carer Leave is the unpaid leave set out in the NES
associated with an “employee couple”, where each of the employees
intends to take the unpaid parental leave, being Birth-Related or
Adoption Leave, where one employee takes the primary carer leave and
the other employee (being the secondary carer) takes up to 8 weeks of
leave concurrently.

In addition, the Australian Government’s Paid Parental Scheme (PPS) and Dad
and Partner Pay (DaPP) is in operation and an Employee may be eligible for
payment under the provisions of the Paid Parental Leave Act 2010.

Eligible Employees (excluding casual Employees) are entitled to paid leave at
the Ordinary rate as follows.

Birth Related or (1) a lump sum of 6 weeks’ pay in

Adoption Leave advance at the commencement

(Primary Carer) of the Primary Carer's Leave;
OR

(2) continuation of their Ordinary

fortnightly pay for the first 6
weeks of the Primary Carer’s
Leave; OR

(3) fortnightly pay at 50% of normal
pay for the first 12 weeks of the
Primary Carer's Leave.

Additional Parental Leave Arrangements

(i)

(iif)

Superannuation during paid parental leave

The Employer will make superannuation contributions, at the minimum rate and
in accordance with Superannuation Law, for the period of the paid leave set out
at clause 26(a)(ii)(1) and 26(a)(iii)(1).

Birth Related Leave may commence up to 9 weeks prior to the expected date of
birth of the child. Itis not compulsory for an Employee to take this period off work.
However, if an Employee decides to work within 6 weeks before the birth, the
Employer may ask the Employee to provide a medical certificate certifying
matters pertaining to their fitness for work in accordance with the arrangements
set out at s.73 and s.74 of the Act.

An Eligible Employee may, in conjunction with periods of paid Primary Carer’s
Leave access any accrued annual leave or long service leave entitlements which
they have accrued — subject to the total amount of leave not exceeding 24
months in the case of Primary Carer’'s Leave.

Where an Employee has satisfied the necessary service requirements in
accordance with clause 26(a)(i) and is an Eligible Employee, the Employee is
not required to complete a further period of 12 months of continuous service
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immediately before taking (and being eligible for) a second or subsequent period
of paid Primary Carer’s Leave, unless:

(1) there has been a break in service - where the Employee has been re-
employed or re-appointed after a resignation, medical retirement or after
the Employee’s services have been otherwise terminated; or

(2) the Employee has taken a period of leave without pay of more than 52
weeks. In this context, leave without pay does not include personal (sick)
leave without pay, Primary Carer Leave without pay, or leave without pay
associated with an illness or injury compensable under workers
compensation legislation.

27 Long service leave

(a) Entitlement to long service leave

Employees will be provided with long service leave in accordance with the Long Service
Leave Act 2018 (Vic), as amended, (the LSL Act).

(b) Long service leave grand-parented arrangements

(i For Employees employed as at and before this Agreement came into operation,
the entitlement to long service leave is as follows:

(1) An Employee shall have the following entitlement to long service leave:

(A) On the completion by the Employee of fifteen years continuous
service - six months long service leave and thereafter an additional
two months long service leave on the completion of each additional
five years’ service.

(B) In addition, in the case of an Employee who has completed more
than fifteen years’ service and whose employment is terminated
otherwise than by the death of the Employee, an amount of long
service leave equal to 1/30th of the period of their service since the
last accrual of entitlement to long service leave under (a)(iii)(1).

(C) In the case of an Employee who has completed at least seven
years service, but less than fifteen years service, such amount of
long service leave as equals 1/30th the period of service.

(2) Service entitling to leave

(A) Subject to this subclause service shall also include all periods
during which an Employee was serving in His Majesty’s Forces or
was made available by the Employer for National Duty.

(B) Where a business is transferred from one Employer (the old
Employer) to another Employer (the new Employer) an Employee
who worked with the old Employer and who continues in the service
of the new Employer shall be entitled to count their service with the
old Employer as service with the new Employer for the purposes of
this clause.

(C) For the purposes of this Clause service shall be deemed to be
continuous notwithstanding the following:
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(D) the taking of any annual leave or long service leave; or other paid
leave approved in writing by the Employer and not covered by
subclause (B) to (D).

(E) any absence from work of not more than fourteen days in any one
year on account of illness or injury or if applicable such longer period
as provided in the Personal Leave clause of this Agreement;

(F) any interruption or ending of the employment by the Employer if the
interruption or ending is made with the intention of avoiding
obligations in respect of long service leave or annual leave;

(G) any absence on account of injury arising out of or in the course of the
employment of the Employee for a period during which payment is
made under the Accident Pay clause of this Agreement.

(H) Any leave of absence of the Employee where the absence is
authorised in advance in writing by the Employer to be counted as
service;

() Any interruption arising directly or indirectly from an industrial
dispute;

(J) The dismissal of an Employee, but only if the Employee is re-
employed within a period not exceeding two months after the
dismissal;

(K) any absence from work of an Employee from work for a period not
exceeding twelve months or longer as agreed under the parental
leave clause of this Agreement in respect of any pregnancy or
adoption;

(L) any unpaid absence of not more than 24 months for the sole purpose
of undertaking a course of study related to nursing where the written
approval of the Employer is given;

(M) any other absence of an Employee by leave of the Employer, or on
account of injury arising out of or in the course of their employment
not covered by (D) of this subclause.

(N) In calculating the period of continuous service of any Employee,
any interruption or absence of a kind mentioned in (A) to (E) shall
be counted as part of the period of their service, but any interruption
or absence of a kind mentioned in (F) to (10) shall not be counted
as part of the period of service unless it is so authorised in writing
by the Employer.

(O) The Employer shall keep or cause to be kept a long service record
for each Employee, containing particulars of service, leave taken
and payments made.

(3) Payment in lieu of long service leave on the death of an Employee

(A) Where an Employee who has completed at least the service period
set out at clause (b)(i)(1) who dies while still in the employment of
the Employer, the Employer shall pay to such Employee’s personal
representative a sum equal to the pay the Employee would have
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been entitled had they taken the leave in accordance with clause
clause (b)(i)(1).

(4) Payment for period of leave

(A) Payment to an Employee in respect of long service leave shall be
made in one of the following ways:

(B) in full in advance when the Employee commences their leave; or

(C) atthe same time as paymentwould have been made ifthe Employee
had remained on duty; in which case payment shall, if the Employee
in writing so requires, be made by cheque posted to a specified
address; or

(D) in any other way agreed between the Employer and the Employee.

(E) Where the employment of an Employee is for any reason
terminated before the Employee takes any long service leave to
which he or she is entitled or where any long service leave accrues
to an Employee pursuant to (b)(i)(1) hereof the Employee shall
subject to the provisions of (b)(i)(1) be entitled to pay in respect of
such leave as at the date of termination of employment.

(F) Where any long service leave accrues to an Employee pursuant
(a)(i) hereof the Employee shall be entitled to pay in respect of such
leave as at the date of termination of employment.

(G) Where an increase occurs in the ordinary time rate of pay during
any period of long service leave taken by the Employee, the
Employee shall be entitled to receive payment of the amount of any
increase in pay at the completion of such leave.

(5) Taking of leave

(A) When an Employee becomes entitled to long service leave such
leave shall be granted by the Employer within six months from the
date of the entitlement, but the taking of such leave may be
postponed to such a date as is mutually agreed or in default of
agreement as is determined by FWC; provided that no such
determination shall require such leave to commence before the
expiry of six months from the date of such determination.

(B) Any long service leave shall be inclusive of any public holiday or
accrued day off occurring during the period when leave is taken.

(C) Leave may be taken in such periods as are mutually agree between
the Employer and an Employee, provided no period of leave will be
less than one week (unless it is to supplement income in accordance
with a written transition to retirement arrangement). No application
for leave will be unreasonably refused.

(6) Leave allowed before due date

(A) An Employer may by agreement with an Employee grant long
service leave to the Employee before the entitlement to that leave
has accrued, provided that such leave shall not be granted before

34



28

29

(@)

the Employee has completed ten years’ service or as otherwise
specified in sub-clause (b)(i)(1)(C). Such a request for taking of
leave before the due date shall not be unreasonably refused, taking
into account operational requirements and already scheduled
leave.

(7) Definitions
(A) For the purposes of this Clause the following definitions apply:

(B) “Pay” means remuneration for an Employee’s normal weekly hours
of work calculated at the Employee’s ordinary time rate of pay
provided in Appendix 1 hereof at the time the leave is taken or (if
the Employee dies before the completion of leave so taken) as at
the time of their death; and shall include the amount of any increase
to the Employee’s ordinary time rate of pay which occurred during
the period of leave as from the date such increase operates.

(C) “Month” shall mean a calendar month.

Professional development leave

(i)

(ii)

Full-time Employees will be entitled to take up to five days paid professional
development leave per annum (pro rata for Part time Employees) at the Ordinary
Rate, for the purposes of continuing their education in the aged care field. This
entittement is subject to approval by the relevant manager based on work
requirements.

The entitiement to professional development leave is non-cumulative.

Jury service leave

Entitlement to paid jury service leave

(i)
(ii)

(iif)

Permanent Employees may be entitled to paid jury service leave.

Employees must inform the Employer as soon as practicable if they are selected
for jury service, together with the expected length of their absence.

An Employee who has given notice of an absence under clause 29(a)(ii) must, if
required by the Employer, give the Employer evidence that the absence is
because the Employee has been or will be engaging in jury service.

If required by the Employer, an Employee who has given notice of an absence
under clause 29(a)(ii) must provide the Employer with reasonable evidence of
the steps the Employee has taken to obtain any amount of Jury Service Pay to
which the Employee is entitled and the total amount of Jury Service Pay that has
been paid, or is payable, to the Employee for the period of jury service.

Upon production of appropriate evidence, the Employer will pay the Employee
the difference between the Employee’s Ordinary Rate and the amount of Jury
Service Pay the Employee receives.

An Employee will only be entitled to payment under this clause for the first 10
days of their absence on jury service, subject to any more favourable entitlement
under applicable State or federal legislation.
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(vii)  If an Employee is not required to serve on a jury for a day or part of a day after
attending for jury service and the Employee would ordinarily be working for all or
part of the remaining day, the Employee must, if practicable, present for work at
the earliest reasonable opportunity.

Entitlement to unpaid jury service leave

Casual Employees are entitled to unpaid jury service leave in accordance with the Act.

Community service leave

Employees will be entitled to unpaid community service leave in accordance with the
Act.

Blood donors leave

Full time Employees are entitled to request paid leave at the Ordinary Rate to donate
blood on a maximum of two occasions per year at a nominated time at a blood donor
collection centre located nearest to the facility at which the Employee primarily works.

An Employee must, if requested, provide to the Employer evidence that the Employee’s
absence from work is because the Employee will be donating, or donated, blood at a
blood collection unit or blood donor collection centre of the type specified in clause 31(a).

Ceremonial Leave

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

Family and Domestic Violence Leave

This clause applies to all Employees, including casuals.

For the purpose of this clause, family and domestic violence is defined at clause 2 and
‘full rate of pay’ has the meaning set out in the Act.

Entitlement to leave

0] An Employee is entitled to 20 days’ paid leave to deal with family and domestic
violence, as follows:

(1) for Full and Part-time Employees, the leave is paid at the Employee’s full
rate of pay, calculated on what the Employee would have received had
they worked the period rather than taken the leave;

(2) for a Casual Employee, the leave is paid at the Employee’s full rate of
pay, calculated on what the Employee would have received had they
worked the hours in the period for which they had been rostered. For
clarity, a Casual Employee:

(A) is taken to have been rostered to work hours in a period if the
Employee has accepted an offer by the Employer of work for those
hours;
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(e)

(B) may take a period of family and domestic violence leave in
accordance with clause 33(c) that does not include hours for which
the Employee is rostered to work, however such leave will be
unpaid.

(3) the leave is available in full at the start of each 12 month period of the
Employee’s employment; and

(4) the leave does not accumulate from year to year;

(i) A period of leave to deal with family and domestic violence may be less than a
day by agreement between the Employee and the Employer.

(iii) The Employer and Employee may agree that the Employee may take additional
unpaid leave to deal with family and domestic violence.

Taking leave to deal with family and domestic violence
(i An Employee may take leave to deal with family and domestic violence if:
(1) the Employee is experiencing family and domestic violence; and

(2) the Employee needs to do something to deal with the impact of the family
and domestic violence; and

(3) it is impractical for the Employee to do that thing outside their work hours.

(4) The reasons for which an Employee may take leave include arranging
for the safety of the employee or a close relative (including relocation),
attending court hearings, accessing police services, attending
counselling and attending appointments with medical, financial or legal
professionals.

Service and continuity

(i The time an Employee is on leave to deal with family and domestic violence,
which is:

(1) paid leave — does count as service for all purposes

(2) unpaid leave - does not count as service but does not break the
Employee’s continuity of service

Notice and evidence requirements
0] Notice

(1) An Employee must give the Employer notice of the taking of leave by the
Employee under this clause. The notice:

(A) must be given to the Employer as soon as practicable (which may
be a time after the leave has started); and

(B) must advise the Employer of the period, or expected period, of the
leave.

Evidence

0] An Employee who has given the Employer notice of the taking of leave under
this clause must, if required by the Employer, give the Employer evidence that
would satisfy a reasonable person that the leave is taken for the purpose
specified in clause 33(b).
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(i) Depending on the circumstances such evidence may include a document issued
by the police service, a court or a family violence support service, or a statutory
declaration.

Confidentiality

0] Employers must take steps to ensure information concerning any notice an
Employee has given, or evidence an Employee has provided under clause 28(f),
is treated confidentially, as far as it is reasonably practicable to do so.

(i) Nothing in clause 33(h)(i) prevents the Employer from disclosing information
provided by an Employee if the disclosure is required by an Australian law or is
necessary to protect the life, health or safety of the Employee or another person.

Note: Information concerning an Employee’s experience of family and domestic
violence is sensitive and if mishandled can have adverse consequences for
the Employee. The Employer may consult with such Employees regarding the
handling of this information.

Compliance

An Employee is not entitled to take leave under clause 33 unless the Employee
complies with clause 33.

Public holidays

Public holidays observed
() The following days are public holidays:
1) New Year’s Day;

N
N
N

Christmas Day;

N
w
N

Boxing Day;

(

(2) Australia Day;
(3) Labour Day;

(4) Good Friday;

(5) Easter Saturday;
(6) Easter Sunday;
(7) Easter Monday;
(8) Anzac Day;

(9) King’s Birthday;
(10)  Friday before AFL Grand Final;
(11)  Melbourne Cup;
(

(

(

14)  Any other day declared by or under a law of Victoria to be observed
generally within the State, or a region of Victoria, as a public holiday by
people who work in that State or region.

(i) The following substitute holidays apply:

(1) If Boxing Day falls on a Saturday or Sunday, 28 December will be
observed as a holiday instead.
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(iif)

(2) If New Years’ Day or Australia Day fall on a Saturday or Sunday, the
following Monday will be observed as a holiday instead.

An Employee is entitled to be absent from their employment on a day or part day
that is a public holiday in the place where the Employee is based for work
purposes. However, the Employer may reasonably request an Employee work a
public holiday.

Payment for working public holidays

(i)

(ii)

Where an Employee is required to work on a public holiday they will be paid at
the rate of double time and a half the Employee’s Ordinary Rate for such time
worked.

For the avoidance of doubt, where a substitute holiday applies, Employees
required to work on a day which is not the gazetted public holiday will be paid at
the ordinary applicable rate of pay.

Payment for public holidays not worked

(i)

A full-time or part-time Employee who would be ordinarily rostered to work on a
day of the week on which a public holiday falls, and who is not required to work
on that day, shall be paid at the Ordinary Rate for the ordinary hours which would
otherwise have been worked on that day.
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Part 6 — Ending Employment
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(@)

(b)

Termination of employment

Termination on notice

(i)

The Employer may terminate the employment of an Employee and an Employee
may resign from their employment by giving notice. The amount of notice
required to be given by the Employer and the Employee is based upon the
Employee’s period of continuous service in accordance with the following. Notice
of termination must be in writing.

Period of continuous service Period of notice
1 year or less 1 week

More than 1 year but not more than3 years 2 weeks

More than 3 years but not more 3 weeks

than 5 years

More than 5 years 4 weeks

The notice of termination required to be given by an Employee is two weeks.

In addition to the notice in clause 35(a)(i) Employees over 45 years old who have
completed at least 2 years’ continuous service with the Employer at the end of
the day the notice is given shall be entitled to an additional week’s notice.

Options and obligations during notice period

The Employer at its sole discretion may elect to do any combination of the
following with regard to notice given under clause 35(a):

make a payment in lieu of notice (or any part of the notice period); or

require the Employee to undertake such reasonable alternative duties and
responsibilities as may be required by the Employer, including undertaking no
duties, during all or part of the notice period.

In calculating any payment in lieu of notice, the Employer will pay the Employee
the total of the amounts the Employer would have been liable to pay the
Employee if the Employee’s employment had continued until the end of the
required notice period. The total must be worked out on the basis of:

(1) the ordinary working hours to be worked by the Employee; and

(2) the amounts payable to the Employee for the hours including for example
allowances, loadings and penalties; and

(3) any other amounts payable under the Employee’s employment contract.

40



36

(v) If an Employee is working out a notice period (or any part of it), they must
continue to comply with their obligations under this Agreement and their contract
of employment.

Termination without notice

Notwithstanding the above, the Employer reserves the right to dismiss an Employee
summarily in the event of serious misconduct or for any other reason that enables
summary dismissal at law.

Withholding money due on termination of employment

(i On termination of employment and subject to the Employee’s authorisation, the
Employer may withhold wages due to an Employee in the following
circumstances:

(1) If the Employee fails to give the amount of notice required, the Employer
may withhold from wages an amount equivalent to the amount the
Employee would have been paid by the Employer had he/she worked
out the required notice period, less any period of notice actually given by
the Employee, provided this is not to be more than the equivalent of one
week’s wages.

(2) If the Employee has taken annual leave in advance of its accrual and has
not accrued that amount of annual leave.

Redundancy

Termination for Redundancy

(i) Subject to this clause 36, where a Permanent Employee’s employment is
terminated by the Employer by reason of Redundancy, the Employee will be paid
Redundancy Pay.

(i) For the avoidance of doubt, an Employee is not entitled to Redundancy Pay if
clauses 36(c) or 36(d) apply.

Redundancy Pay

0] Where an Employee is made Redundant, the Employee is entitled to
Redundancy Pay in respect of their period of continuous service with the
Employer:

(1) notice or payment in lieu of notice in accordance with clause 35; and
(2) a severance payment as follows:

An Employee whose employment is terminated by reason of
Redundancy is entitled to the following amount of severance pay in
respect of a period of continuous service:-

Period of Continuous Service Severance pay
Less than 1 year Nil

1 year and less than 2 years 4 weeks’ pay

2 years and less than 3 years 6 weeks’ pay

3 years and less than 4 years 7 weeks’ pay

4 years and less than 5 years 8 weeks’ pay

5 years and less than 6 years 10 weeks’ pay
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6 years and less than 7 years 11 weeks’ pay
7 years and less than 8 years 13 weeks’ pay
8 years and less than 9 years 14 weeks’ pay
9 years and over 16 weeks’ pay

Alternative employment

(i In the event an Employee is made Redundant, the Employer may find the
Employee Comparable Alternative Employment.

(i) In the event the Employer finds, and the Employee is offered, Comparable
Alternative Employment, the Employee is not entitled to Redundancy Pay per
subclause 36(b), irrespective of whether the Employee accepts the Comparable
Alternative Employment. The Employee may otherwise have an entitlement to a
severance payment, subject to sections 119 and 120 of the Act.

Transfer of business

(i An Employee is not entitled to Redundancy Pay in relation to the termination of
their employment by the Employer where:

(1) the Employee is offered and accepts employment with a new employer
(new employer) which recognises the period of service which the
Employee had with the Employer to be service of the Employee with the
new employer, and there is a transfer of employment in relation to the
Employee for the purpose of the Act; or

(2) the Employee rejects an offer of employment with the new employer that:

(A) is on terms and conditions substantially similar and no less
favourable, considered on an overall basis, than the terms and
conditions applicable to the Employee at the time of ceasing
employment with the Employer; and

(B) recognises the period of service which the Employee had with the
Employer to be service of the Employee with the new employer;
and

(C) had the Employee accepted the offer of employment, there would
have been a transfer of employment in relation to the Employee for
the purposes of the Act.

Transfer to lower paid duties

Where an Employee is transferred to lower paid duties by reason of Redundancy the
Employee must be provided with the same period of notice as the Employee would have
been entitled to if their employment had been terminated. The Employer may at its
discretion, make payment in lieu thereof of an amount equal to the difference between
the former Ordinary Rate and the new Ordinary Rate for the number of weeks of notice
still owing.

Employee leaving during notice period

An Employee given notice of termination in circumstances of Redundancy may
terminate their employment during the period of notice set out in clause 35(a) - Notice
of Termination. In this circumstance the Employee will be entitled to receive the benefits
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and payments they would have received under this clause had they remained with the
Employer until the expiry of the notice, but will not be entitled to payment in lieu of notice.

Employees exempted

(i) This clause 36 does not apply to:

(1)

Employees terminated as a consequence of serious misconduct that
justifies dismissal without notice;

probationary Employees;

Employees engaged for a specific period of time or for a specified task
or tasks; or

Casual Employees.

Employees (other than apprentices) to whom a training arrangement
applies and whose employment is for a specified period of time or is
limited to the duration of the training arrangement.
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Part 7 — Consultation and Dispute Resolution

37

(@)

Consultation

This term applies if the Employer:

(i) has made a definite decision to introduce a major change to production,
program, organisation, structure or technology in relation to its enterprise that is
likely to have a significant effect on the Employees; or

(i) proposes to introduce a change to the regular roster or ordinary hours of work of
Employees.

Major change
(1) For a major change referred to in (a)(i):

(2) the Employer must notify the relevant employees of the decision to
introduce the major change; and

(3) subclauses (c) to (i) apply.

The relevant Employees may appoint a representative for the purposes of the
procedures in this term. A representative may include the ANMF and/ or the HWU.

If:

(1) a relevant Employee appoints, or relevant employees appoint, a
representative for the purposes of consultation; and

(2) the Employee or employees advise the Employer of the identity of the
representative;

the Employer must recognise the representative.
As soon as practicable after making its decision, the Employer must:
(1) discuss with the relevant Employees:
(A) the introduction of the change; and
(B) the effect the change is likely to have on the Employees; and

(C) measures the Employer is taking to avert or mitigate the adverse
effect of the change on the Employees; and

(2) for the purposes of the discussion--provide, in writing, to the relevant
employees:

(A) all relevant information about the change including the nature of the
change proposed; and

(B) information about the expected effects of the change on the
employees; and

(C) any other matters likely to affect the employees.

However, the Employer is not required to disclose confidential or commercially sensitive
information to the relevant Employees.

The Employer must give prompt and genuine consideration to matters raised about the
major change by the relevant Employees.
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(h)

(n)

(0)

If a term in this Agreement provides for a major change to production, program,
organisation, structure or technology in relation to the enterprise of the Employer, the
requirements set out in (b)(2) and subclauses (c) and (e) are taken not to apply.

In this term, a major change is likely to have a significant effect on employees if it results
in the termination of the employment of Employees; or major change to the composition,
operation or size of the Employer's workforce or to the skills required of Employees; or
the elimination or diminution of job opportunities (including opportunities for promotion
or tenure); or the alteration of hours of work; or the need to retrain Employees; or the
need to relocate employees to another workplace; or the restructuring of jobs.

Change to regular roster or ordinary hours of work

For a change referred to in (a)(ii):

(i the Employer must notify the relevant Employees of the proposed change; and
(i) subclauses (k) to (o) apply.

The relevant Employees may appoint a representative for the purposes of the
procedures in this term.

If:

(i) a relevant Employee appoints, or relevant Employees appoint, a representative
for the purposes of consultation; and

(i) the Employee or Employees advise the Employer of the identity of the
representative;

the Employer must recognise the representative.

As soon as practicable after proposing to introduce the change, the Employer must:
(i discuss with the relevant Employees the introduction of the change; and

(i) for the purposes of the discussion--provide to the relevant Employees:

(1) all relevant information about the change, including the nature of the
change; and

(2) information about what the Employer reasonably believes will be the
effects of the change on the Employees; and

(3) information about any other matters that the Employer reasonably
believes are likely to affect the Employees; and

(iii) invite the relevant Employees to give their views about the impact of the change
(including any impact in relation to their family or caring responsibilities).

However, the Employer is not required to disclose confidential or commercially sensitive
information to the relevant Employees.

The Employer must give prompt and genuine consideration to matters raised about the
change by the relevant Employees.

In this term:

“relevant Employees"” means the Employees who may be affected by a change referred
toin (a).
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Dispute resolution

Resolution of disputes

(i)

(ii)

This clause 38 sets out the procedures to settle a dispute which relates to:
(1) a matter arising under this Agreement; or
(2) the NES.

The Employer or Employee may appoint another person, organisation or
association to represent them for the purposes of this clause.

Obligations

(i)

The parties to the dispute and their representatives (if applicable) must genuinely
attempt to resolve the dispute through the processes set out in this clause 38
and must cooperate to ensure that these processes are carried out expeditiously.

(1) While the dispute resolution procedure is being conducted work will
continue in accordance with this Agreement and the Act, until the dispute
is resolved.

(2) The requirement specified in clause 38(b)(i)(1) does not apply where an
Employee:
(A) has a reasonable concern about an imminent risk to their health or
safety;
(B) has advised the Employer of the concern; and

(C) has not unreasonably failed to comply with a direction by the
Employer to perform other available work that is safe and
appropriate for the Employee to perform (whether at the same or
another workplace of the Employer).

Dispute resolution process

(i)

In the first instance, the parties to a dispute must try to resolve the dispute at the
workplace level, including by discussions between the Employee and their
supervisor.

If the matter remains unresolved following discussions under clause 38(c)(i), the
matter will be referred to more senior levels of management as appropriate, to
be resolved.

If after the matter has been referred to more senior levels of management, it is
still not resolved, the matter will be referred to the Chief People Officer (however
titled) for resolution.

If after the matter has been referred to the Chief People Officer (however titled)
is still not resolved, either party may refer to the matter to the FWC for resolution
by conciliation and, if the dispute remains unresolved, by arbitration.

Subject to any agreement between the parties to the dispute in relation to a
particular dispute and the provisions of this clause 38, in dealing with a dispute
through conciliation or arbitration, the FWC will conduct the matter in accordance
with the powers conferred upon the FWC by the Act.
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(f)

(vi) If the matter is determined by arbitration, the parties agree that the decision
made by the FWC is final and binding on both parties. A party to the dispute may
appoint a person, organisation or association to support and/or represent them
in any discussion or process under this clause.

Delegate Rights
This cause provides for the exercise of the rights of workplace delegates set out in

section 350C of the Act..

NOTE: Under section 350C(4) of the Act, the employer is taken to have afforded a
workplace delegate the rights mentioned in section 350C(3) if the employer has
complied with this clause.

In this clause :
0] employer means the employer of the workplace delegate;
(i) delegate’s organisation means the employee organisation in accordance with

the rules of which the workplace delegate was appointed or elected; and

(iii) eligible employees means members and persons eligible to be members of
the delegate’s organisation who are employed by the employer in the enterprise.

Before exercising entittements under this clause, a workplace delegate must give
the employer written notice of their appointment or election as a workplace delegate. If
requested, the workplace delegate must provide the employer with evidence that would
satisfy a reasonable person of their appointment or election.

An employee who ceases to be a workplace delegate must give written notice to the
employer within 14 days.

Right of representation

(i A workplace delegate may represent the industrial interests of eligible
employees who wish to be represented by the workplace delegate in matters
including:

(1) consultation about major workplace change, subject to and in
accordance with the provisions of clause 37 of this Agreement;

(2) consultation about changes to rosters or hours of work, subject to and
in accordance with the provisions of clause 37 of this Agreement;

(3) resolution of disputes, subject to and in accordance with the provisions
of clause 38 of this Agreement;

(4) disciplinary processes, in accordance with the Employer’s procedure;

(5) enterprise bargaining where the workplace delegate has been
appointed as a bargaining representative under section 176 of the Act or
is assisting the delegate’s organisation with enterprise bargaining; and

(6) any process or procedure within the enterprise agreement or policy of
the employer under which eligible employees are entitled to be
represented and which concerns their industrial interests.

Entitlement to reasonable communication
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(ii)

A workplace delegate may communicate with eligible employees for the
purpose of representing their industrial interests under clause (e). This includes
discussing membership of the delegate’s organisation and representation with
eligible employees.

A workplace delegate may communicate with eligible employees during
working hours or work breaks, or before or after work.

Entitlement to reasonable access to the workplace and workplace facilities

(i)

The employer must provide a workplace delegate with access to or use of the
following workplace facilities:

(1) a room or area to hold discussions that is fit for purpose, private and
accessible by the workplace delegate and eligible employees;

(2) a physical or electronic noticeboard;

(3) electronic means of communication ordinarily used in the workplace by
the employer to communicate with eligible employees and by eligible
employees to communicate with each other, including access to Wi-Fi;

(4) a lockable filing cabinet or other secure document storage area; and

(5) office facilities and equipment including printers, scanners and
photocopiers.

The employer is not required to provide access to or use of a workplace facility under
clause (g)(i) if:

(i)
(ii)

(iif)

the workplace does not have the facility;

due to operational requirements, it is impractical to provide access to or use of
the facility at the time or in the manner it is sought; or

the employer does not have access to the facility at the enterprise and is
unable to obtain access after taking reasonable steps.

Entitlement to reasonable access to training

(i)

The employer must provide a workplace delegate with access to up to 5 days
of paid time during normal working hours for initial training and at least one day
each subsequent year, to attend training related to representation of the
industrial interests of eligible employees, subject to the following conditions:

(1) In each year commencing 1 July, the employer is not required to
provide access to paid time for training to more than one workplace
delegate per 50 eligible employees.

(2) The number of eligible employees will be determined on the day a
delegate requests paid time to attend training, as the number of eligible
employees who are:

(A) full-time or part-time employees; or
(B) regular casual employees.

Payment for a day of paid time during normal working hours is payment of the
amount the workplace delegate would have been paid for the hours the
workplace delegate would have been rostered or required to work on that day if

the delegate had not been absent from work to attend the training.
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(iif)

(vi)

The workplace delegate must give the employer not less than 5 weeks’ notice
(unless the employer and delegate agree to a shorter period of notice) of the
dates, subject matter, the daily start and finish times of the training, and the name
of the training provider.

If requested by the employer, the workplace delegate must provide the
employer with an outline of the training content.

The employer must advise the workplace delegate not less than 2 weeks from
the day on which the training is scheduled to commence, whether the workplace
delegate’s access to paid time during normal working hours to attend the training
has been approved. Such approval must not be unreasonably withheld.

The workplace delegate must, within 7 days after the day on which the training
ends, provide the employer with evidence that would satisfy a reasonable person
of their attendance at the training.

Exercise of entitlements

(i)

A workplace delegate’s entittements under this clause are subject to the
conditions that the workplace delegate must, when exercising those
entitlements:

(1) comply with their duties and obligations as an employee;

(2) comply with the reasonable policies and procedures of the employer,
including reasonable codes of conduct and requirements in relation to
occupational health and safety and acceptable use of ICT resources;

(3) not hinder, obstruct or prevent the normal performance of work; and

4) not hinder, obstruct or prevent eligible employees exercising their rights
to freedom of association.

This clause does not require the employer to provide a workplace delegate with
access to electronic means of communication in a way that provides individual
contact details for eligible employees.

This clause does not require an eligible employee to be represented by a
workplace delegate without the employee’s agreement.

NOTE: Under section 350A of the Act, the employer must not:
(1) unreasonably fail or refuse to deal with a workplace delegate; or

(2) knowingly or recklessly make a false or misleading representation to a
workplace delegate; or

(3) unreasonably hinder, obstruct or prevent the exercise of the rights of a
workplace delegate under the Act or this clause
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Schedule 1 - Signature Page

Signed for and on behalf of Regis Aged Care Pty Ltd

Signature
Managing Director and Chief

Executive Officer

Position

Signedonthe ..........c.oooviii dayof .................

Signed for and on behalf of HWU

=

Signature

Interim Administrator of the HWU

Position

Signed on the ......... 28th.......ocoieiis dayof ...........

Signed for and on behalf of ANMF

Signature

Branch Secretary

Position

Signedonthe .............cooeee, dayof .................

Linda Mellors

Name
Level 2, 293 Camberwell Road,
Camberwell VIC 3124

Address

Charlie Donelly

Name
10/663 Victoria Street, Abbotsford, VIC
3067

Address

Lisa Fitzpatrick

Name

535 Elizabeth Street, Melbourne

Address
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Appendix A — Classifications and wage rates

(a) Home care employee level 1—aged care—Introductory

An employee whose primary role is to provide home care to aged care clients and who
has less than 3 months’ aged carer experience.

(b) Home care employee level 2—aged care—Home Carer

An employee whose primary role is to provide home care to aged care clients and who
has 3 months’ or more aged carer experience.

(c) Home care employee level 3—aged care—Qualified

An employee whose primary role is to provide home care to aged care clients and who
has obtained a Certificate Ill in Individual Support (Ageing) or equivalent qualification.

(d) Home care employee level 4—aged care—Senior

An employee whose primary role is to provide home care to aged care clients and who
has obtained a Certificate Il in Individual Support (Ageing) or equivalent qualification
and has obtained 4 years’ experience classified at level 3 after 1 January 2025.

(e) Home care employee level 5—aged care—Specialist

An employee whose primary role is to provide home care to aged care clients and who
has obtained a Certificate IV in Ageing Support or equivalent qualification as a
requirement for the performance of their duties by the employer.

() Home care employee level 6—aged care—Team Leader

A home care employee who has obtained a Certificate IV in Ageing Support or
equivalent qualification as a requirement for the performance of their duties by the
employer and is required to supervise and train other home care employees—aged care.

Allied Health Assistant (Social and community services employee level 2)
Characteristics of the level

(a) A person employed as a Social and community services employee level 2 will work under
general guidance within clearly defined guidelines and undertake a range of activities requiring
the application of acquired skills and knowledge.

(b) General features at this level consist of performing functions which are defined by
established routines, methods, standards and procedures with limited scope to exercise
initiative in applying work practices and procedures. Assistance will be readily available.
Employees may be responsible for a minor function and/or may contribute specific knowledge
and/or specific skills to the work of the organisation. In addition, employees may be required to
assist senior workers with specific projects.

(c) Employees will be expected to have an understanding of work procedures relevant to their
work area and may provide assistance to lower classified employees or volunteers concerning
established procedures to meet the objectives of a minor function.

(d) Employees will be responsible for managing time, planning and organising their own work
and may be required to oversee and/or guide the work of a limited number of lower classified
employees or volunteers. Employees at this level could be required to resolve minor work
procedural issues in the relevant work area within established constraints.

51



(e) Employees who have completed an appropriate certificate and are required to undertake
work related to that certificate will be appointed to this level. Where the appropriate certificate is
a level 4 certificate the minimum rate of pay will be pay point 2.

(f) Employees who have completed an appropriate diploma and are required to undertake work
related to the diploma will commence at the second pay point of this level and will advance after
12 full-time equivalent months’ satisfactory service.

B.2.2 Responsibilities
A position at this level may include some of the following:

(a) undertake a range of activities requiring the application of established work procedures and
may exercise limited initiative and/or judgment within clearly established procedures and/or
guidelines;

(b) achieve outcomes which are clearly defined;
(c) respond to enquiries;
(d) assist senior employees with special projects;

(e) prepare cash payment summaries, banking reports and bank statements, post journals to
ledger etc. and apply purchasing and inventory control requirements;

(f) perform elementary tasks within a community service program requiring knowledge of
established work practices and procedures relevant to the work area;

(g) provide secretarial support requiring the exercise of sound judgment, initiative, confidentiality
and sensitivity in the performance of work;

(h) perform tasks of a sensitive nature including the provision of more than routine information,
the receiving and accounting for moneys and assistance to clients;

(i) assist in calculating and maintaining wage and salary records;
(j) assist with administrative functions;

(k) implementing client skills and activities programmes under limited supervision either
individually or as part of a team as part of the delivery of disability services;

() supervising or providing a wide range of personal care services to residents under limited
supervision either individually or as part of a team as part of the delivery of social, community
or disability services;

(m) assisting in the development or implementation of resident care plans or the planning,
cooking or preparation of the full range of meals under limited supervision either individually or
as part of a team as part of the delivery of social, community or disability services;

(n) possessing an appropriate qualification (as identified by the employer) at the level of
certificate 4 or above and supervising the work of others (including work allocation, rostering
and providing guidance) as part of the delivery of disability services as described above .

Requirements of the position
Some or all of the following are needed to perform work at this level:

(a) Skills, knowledge, experience, qualification and/or training

(i) basic skills in oral and written communication with clients and other members of the public;

(ii) knowledge of established work practices and procedures relevant to the workplace;
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i) knowledge of policies relating to the workplace;

(

(iv) application of techniques relevant to the workplace;

(v) developing knowledge of statutory requirements relevant to the workplace;
(

vi) understanding of basic computing concepts.

(b) Prerequisites

(i) an appropriate certificate relevant to the work required to be performed;

(i) will have attained previous experience in a relevant industry, service or an equivalent level
of expertise and experience to undertake the range of activities required;

(iii) appropriate on-the-job training and relevant experience; or
(iv) entry point for a diploma without experience.

(c) Organisational relationships

(i) work under regular supervision except where this level of supervision is not required by the
nature of responsibilities under B.2.2 being undertaken;

(i) provide limited guidance to a limited number of lower classified employees.
(d) Extent of authority

(i) work outcomes are monitored;

(ii) have freedom to act within established guidelines;

(iii) solutions to problems may require the exercise of limited judgment, with guidance to be
found in procedures, precedents and guidelines. Assistance will be available when problems
occur.
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Enterprise Agreement 2024

Appendix A Table 1: WAGE RATES

Classifications

FFPPOA
1.7.24

Classification
Translations
January 2025

FFPPOA 1.1.25

FFPPOA 1.3.25
(3%)

Nb: Subject
fo Wv
adjustment
EFFPPOA
1.10.25

FFPPOA 1.3.26
(3%)

FFPPOA
1.3.27 (3%)

L1.1

28.94

Level 1 AC -
Introductory

29.81

30.70

31.63

32.57

L2.1

30.61

Level 2 AC —
Home Carer

31.64

32.59

33.57

34.57

L2.2

30.82

Level 2 AC —
Home Carer

31.64

32.59

33.57

34.57

L3.1

31.24

Level 3 AC —
Qualified

32.67

33.65

34.66

35.70

L3.2

32.20

Level 3 AC —
Qualified

32.67

33.65

34.66

35.70

L4.1

34.08

Level 4 AC —
Senior (without
CERT IV)

34.75

35.79

36.87

37.97

L4.2

34.76

Level 4 AC —
Senior (without
CERT IV)

34.75

35.79

36.87

37.97

L4.1

34.08

Level 5 (with
Cert1V) -
Specialist

35.46

36.52

37.62

38.75

L4.2

34.76

Level 5 (with
Cert1V) -
Specialist

35.46

36.52

37.62

38.75

L5.1

36.54

Level 6 AC —
Team Leader

37.43

38.55

39.71

40.90

L5.2

37.98

Level 6 AC —
Team Leader

37.98

39.12

40.29

41.50
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Allied Health

Assistant (L2)

PP1 $33.41 34.41 35.44 36.51
PP2 $34.46 35.49 36.56 37.66
PP3 $35.51 36.58 37.67 38.80
PP4 $36.46 37.55 38.68 39.84
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Appendix A Table 2: Allowance Rates

Allowance

Date of Commencement

FFPPOA 1.3.25 (3%) FFPPOA 1.3.26 (3%) FFPPOA 1.3.27 (3%)

Laundry
Allowance
Per day 0.32 0.33 0.34 0.35
Per week 1.49 1.53 1.58 1.63
OT Meal
Allowance
>1 hr OT 16.20 16.69 17.19 17.70
>4 hrs OT 16.20 16.69 17.19 17.70
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)
FairWork
DECISION Commission

Fair Work Act 2009
s.185—Enterprise agreement

Royal Freemasons Limited
(AG2024/4644)

ROYAL FREEMASONS LTD, ANMF AND HWU HOME CARE
ENTERPRISE AGREEMENT 2023

Health and welfare services

COMMISSIONER JOHNS MELBOURNE, 6 JANUARY 2025

Application for approval of the Royal Freemasons Ltd, ANMF and HWU Home Care
Enterprise Agreement 2023

[1] An application has been made for approval of an enterprise agreement known as the
Royal Freemasons Ltd, ANMF and HWU Home Care Enterprise Agreement 2023 (the
Agreement). The application was made pursuant to s.185 of the Fair Work Act 2009 (the
Act). It has been made by Royal Freemasons Limited. The Agreement is a single enterprise
agreement.

[2] The Employer has provided written undertakings. A copy of the undertakings is
attached in Annexure A. I am satisfied that the undertakings will not cause financial
detriment to any employee covered by the Agreement and that the undertakings will not result
in substantial changes to the Agreement. The undertakings are taken to be a term of the
agreement.

[3] Subject to the undertakings referred to above, I am satisfied that each of the
requirements of ss.186, 187, 188 and 190 as are relevant to this application for approval have
been met.

(4] The Australian Nursing and Midwifery Federation being a bargaining representative
for the Agreement, has given notice under s.183 of the Act that it wants the Agreement to
cover it. In accordance with s.201(2) I note that the Agreement covers the organisation.



[2025] FWCA 39

[5] The Agreement is approved and, in accordance with s.54 of the Act, will operate from
13 January 2025. The nominal expiry date of the Agreement is 30 June 2027.

COMMISSIONER

Printed by authority of the Commonwealth Government Printer

<AES527504 PR783021>



Annexure A

IN THE FAIR WORK COMMISSION

FWC Matter No.: AG2024/4644
Applicant: Royal Freemasons Ltd

[2025] FWCA 39

Section 185 — Application for approval of a single enterprise agreement

Undertaking —Section190

I, Ann Butcher, Chief People Officer, have the authority given to me by Royal Freemasons Ltd to
give the following undertaking with respect to the Royal Freemasons Ltd, ANMF and HWU Home
Care Enterprise Agreement 2023 (the Agreement):

1.  Clause 27 of the Agreement is amended to insert subclause (iii) as follows:

(i) Notwithstanding clause 27(a)(il), an enrolled nurse who works ordinary hours between
midnight on Saturday and midnight on Sunday will be paid at the rate of 180% of the

ordinary rate of pay.

2. Clause 30(b)(ii) of the Agreement is amended to insert sub-paragraph (a)(ii)(1) as follows:

(1) The overtime rates prescribed in subclause (i) above are inclusive of the casual loading,
excepting in the case of casual enrolled nurses who are paid at the following overtime
penalty rates (inclusive of the casual loading):

Monday to Saturday: 180% of the ordinary rate of pay for the first two
hours and double time and a half (250%) of the
ordinary rate of pay thereafter

Sunday: double time and a half (250%) of the ordinary
rate of pay

Public Holidays: Triple time (300%) of the ordinary rate of pay

These undertakings are provided on the basis of issues raised by the Fair Work Commission in the

application before the Fair Work Commission.

-,,{v T-f.'ﬁ]-u:r_u

Signature
3011212024

Date
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Note - this agreement is to be read together with an undertaking given by the employer. The undertaking is
taken to be a term of the agreement. A copy of it can be found at the end of this agreement.




ARRANGEMENT

The Agreement is arranged as follows:

Subject Matter

1. ARRANGEMENT ..o

2. NAME OF THE AGREEMENT ...

3. COVERAGE.... ..o

4. DATE AND PERIOD OF OPERATION

5. POSTING OF THE AGREEMENT
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7. SCOPE ...
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9. DEFINITIONS ...
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12, WAGES.. ...,
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14. PAYMENT OF WAGES ... .ot
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16. HOURS OF WORK.....

17.  SLEEPOVERS..........

18. 24 HOUR CARE..........
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21. FULL-TIME EMPLOYMENT ........cccoiiiie

22. PART-TIME EMPLOYMENT ........cccocoiiine

23, CASUAL EMPLOYMENT ... e
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25.  CLIENT CANCELLATION.......cccoiiiiiiiiiinns

26. BROKEN SHIFTS ...

27.  SATURDAY AND SUNDAY WORK .............

28. DAY OFF IN EACHWEEK...........cccocoiiie

29. MEAL AND REST BREAKS. ...........cccceoeeee

30.  OVERTIME ...

31. PARENTAL LEAVE.....

32, ANNUAL LEAVE ...

33. PURCHASED LEAVE ...
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36. COMPASSIONATE LEAVE ..........ccoeeee

37. LONG SERVICE LEAVE.........cccocoiiiiiine
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51. ON CALL ARRANGEMENTS.............cccec.e

52. TELEPHONE ALLOWANGCGE ... ..ottt




53. PAID EMERGENCY SERVICES LEAVE ..o s 51

54. WORKLOAD MANAGEMENT ... ..o e e 52
55. POLICE CHECKS ...ttt ettt et b et et e et e st e e eee e seeeenees 52
56. MAXIMUM TERM CONTRACTS ... e 52
57. NOTICEBOARD ...ttt ettt ettt et e b e e et e e et e e s ate e e seeeseeeenees 52
58. FLEXIBILITY ARRANGEMENT ... e 52
59. EDUCATION AND PROFESSIONAL DEVELOPMENT ......ooooiiiiiiiiiiiiie e 53
60. BUDDY ALLOWANGE ... oo e 55
61. HEAT ARRANGEMENTS ...ttt ettt 55
62.  CLIENT EXPENSES ... .o e e e 55
63. REIMBURSEMENT OF EXCESS ...ttt 55
64.  OCCUPATIONAL HEALTH AND SAFETY ... 55
65. CEREMONIAL LEAVE ...ttt sttt sttt e eeee e nee e 56
66. FLEXIBLE WORKING ARRANGEMENT REQUEST ... 56
67.  WORKPLACE DELEGATES ... .ottt sttt e et sne e 57
SCHEDULE 1- EMPLOYMENT CLASSIFICATIONS ... 60
APPENDIX 1 - WAGE RATE SCHEDULE AND ALLOWANCE SCHEDULE...............cocoiiiiiiiiiice 66



NAME OF THE AGREEMENT

The Agreement shall be known as the Royal Freemasons Ltd, ANMF and HWU Home Care
Enterprise Agreement 2023.

COVERAGE
This agreement shall cover:
(@) Royal Freemasons Ltd, ABN: 52082106821 ('the Employer");

(b) Employees employed by the Employer in classifications at Appendix 3 in respect of
Government funded and private home care services;

(c) This Agreement is made under section 172 of the Fair Work Act 2009. The employer
will take the necessary steps to seek approval of this Agreement under section 186
of the Act.

(d) The employer will formally advise the Australian Nursing and Midwifery Federation
('ANMF") and the Health Workers Union ('(HWU') when the Agreement is made in
order for the ANMF and HWU to apply under section 183 of the Fair Work Act 2009
to be covered by the Agreement.

(e) Itis the intention of this Agreement that the ANMF and HWU will be covered by this
Agreement.

DATE AND PERIOD OF OPERATION

(@) This Agreement shall commence operation from the 7th day after the agreement is
approved by the Fair Work Commission (FWC) and shall remain in force until 30
June 2027 and thereafter in accordance with the Fair Work Act 2009.

(b)  The parties agree that discussions shall commence for a new Agreement no later
than six months prior to the expiry date of the Agreement.

POSTING OF THE AGREEMENT

A copy of this Agreement shall be displayed in a conspicuous and convenient place at the
workplace so as to be easily read by all Employees. Where there is no set workplace, a copy
of this Agreement will be available to Employees on the intranet or equivalent and accessible
on any hand-held device provided by the Employer.

RELATIONSHIP TO THE NATIONAL EMPLOYMENT STANDARDS

Entitlements in accordance with the National Employment Standards ("NES") are provided
for under the Fair Work Act 2009. Where this Agreement also has provisions regarding
matters dealt with under the NES and the provisions in the NES set out in the Act are more
favourable to an Employee in a particular respect than those provisions, then the NES will
prevail in that respect and the provisions dealing with that matter in this Agreement will have
no effect in respect of that Employee. The provisions in this Agreement otherwise apply.

SCOPE

(@) Except as otherwise indicated herein this Agreement sets out and is intended to set
out comprehensively, all of the terms and conditions of employment of the



Employees whose employment is subject to the Agreement and they will not pursue
any extra claims during the term of this Agreement in accordance with Clause 8.

Subject to an Employer meeting its obligations to consult arising under this
Agreement or a relevant contract of employment, it is not the intention of clause (a)
to inhibit, limit or restrict an Employer's right or ability to introduce change at the
workplace.

NO FURTHER CLAIMS

The Unions, the Employer and the Employees acknowledge and agree that this Agreement
settles all claims in relation to the terms and conditions of employment of the Employees to
whom it applies including all Union and Employer claims made before and during the
negotiations leading to the making of this Agreement (whether or not those claims were
matters at issue during the bargaining).

DEFINITIONS

For the purposes of this Agreement:

(a)
(b)
(c)
(d)

(e)

The Act means the Fair Work Act 2009 as amended from time to time.
FWC means the Fair Work Commission.

Any reference to the Nursing and Midwifery Board of Australia shall be deemed to
include a reference to the Nurses Board of Victoria, the Victorian Nursing Council
and the equivalent authorities in the other states or territories of Australia.

Registered Nurse shall mean a person who is registered by the Nursing and
Midwifery Board of Australia.

Enrolled Nurse shall mean a person who is registered by the Nursing and Midwifery
Board of Australia.

The Employer means Royal Freemasons Ltd.

NES means the National Employment Standards under Part 2-2 of the Fair Work Act
2009

Service and Continuous Service are defined by section 22 of the Fair Work Act 2009.

Registered health practitioner means a health practitioner registered, or licensed, as
health practitioner (or as a health practitioner of a particular type) under a law of a
State, Territory or the Commonwealth of Australia that provides for the registration
or licensing of health practitioners (or health practitioners of that type).

immediate family of an employee means:

(i) a spouse, de facto partner, child, parent, grandparent, grandchild or sibling
of the employee; or

(i) a child, parent, grandparent, grandchild or sibling of a spouse or de facto
partner of the employee.

(iii) spouse includes a former spouse.
(iv) De facto partner of an employee:

(1) means a person who, although not legally married to the employee,
lives with the employee in a relationship as a couple on a genuine
domestic basis (whether the employee and the person are of the same
sex or different sexes); and



(2) includes a former de facto partner of the employee.

(k)  Family and domestic violence means violent, threatening or other abusive behaviour
by a close relative of an employee (being a member of the employee’s Immediate
Family or is related to the employee according to Aboriginal or Torres Strait Islander
kinship rules per the NES), a member of an employee's household, or a current or
former intimate partner of an employee, that:

(iy  seeks to coerce or control the Employee; and
(i)  causes the employee harm or to be fearful.
] Registered Nurse Definitions

(i Base rate for the purposes of calculating allowances provided for Registered
Nurses in this Agreement, the expression base rate shall mean the ordinary
weekly rate of pay for a Registered Nurse Pay level 1 classification unless
specified otherwise.

(1) Allowances shall be calculated to the nearest 10 cents, an exact
amount of 5 cents in the result going to the higher figure.

(i) Basic Training - means training for registration as a Registered Nurse.

(iii) In-service or post-basic education - education undertaken during, and in
conjunction with, full-time employment as a Registered Nurse for the purpose
of obtaining a post-basic certificate of qualification in:

(1) A course approved by the Nursing and Midwifery Board of Australia for
the purposes of endorsement in the nurses register.

(2) In-service certificates - post-basic certificates of qualification obtained
by a Registered Nurse as a result of in-service or post-basic training
viz:

(8) Certificates obtained for courses approved by the Nursing and
Midwifery Board of Australia for the purposes of endorsement in the
nurses register.

(4) Diplomas and Degrees - diplomas and degrees in nursing; education;
or health administration held by a Registered Nurse as a result of
undertaking a course of study at a College of Advanced Education or
University.

(5) Provided that a certificate, diploma or degree which leads to
registration as a Nurse shall not be covered by this subclause.

(iv) Experience — for the purposes of appointment for Registered Nurses means
paid service whether in Australia or internationally as a registered nurse or
enrolled nurse, following registration by the professional registration body,
in a grade or sub-grade at least equal or comparable to the grade in which
the Employee is, or is about to be, employed except:

(1)  where an internationally trained nurse (IQN) is granted registration with
conditions, previous experience will not be counted whilst the
conditions are in place. Experience as defined will count once there
are no longer conditions in place;

(2) where an IQN is granted registration subject to successful completion
of a bridging program previous experience will not be counted until the
completion of that bridging course;



(v)

(3) where an IQN is required by the Australian professional registration
body to undertake an outcome-based assessment (OBA) previous
experience will not be counted until the completion of that OBA.

Provided that:

(A) An Employee who has worked an average of 24 hours per
week or less, or three shifts or less per week, in a year shall be
required to work a further twelve months before being eligible
for advancement to the next succeeding Pay Level (if any),
within the grade or sub-grade in which the Employee is
employed; and

(B) where an Employee has not been regularly employed as
a Registered Nurse or has not actively nursed for a period of
five years or more, such Employee’s prior service and
experience shall not be taken into account.

Uniform - such apparel as may be required by the employer.

Enrolled Nurse Definitions

(iv)

Allowance rate or 'base rate' shall mean the ordinary weekly rate of pay for
an Enrolled Nurse Pay Point 1 classification.

Experience means such work in any workplace in the last five years,
excluding any leave periods prescribed under this Agreement.

A year of experience means experience (as defined) gained from working an
average of 24 hours or more per week or less or 3 shifts or less per week in
a year. If the Employee averages less than 24 hours per week the Employee
will need to complete an additional year to advance. Where in this Agreement
there is a reference to a number of years' experience greater than one then
each such year of experience must be calculated by reference to the
definition of one year of experience to determine whether an Employee has
attained the requisite number of years of experience.

Experience to be recognised on appointment is the same as for Registered
Nurses above.

Home Care Definitions

(i)

Home Care Employee means an Employee, other than a registered and
enrolled nurse, engaged in the provision of personal care, domestic
assistance, respite, transport, home maintenance or home cleaning to an
aged person or a person with a disability in a private residence.

Progression

(1) The Employee has at the end of each 12 months' continuous
employment, an Employee will be eligible for progression from one pay
point to the next within a level if the Employee has demonstrated
competency and satisfactory performance over a minimum period of
12 months at each level within the level and:

(2) the Employee has successfully completed all required training; or

(3) where an employer has adopted a staff development and performance
appraisal scheme and has determined that the Employee has
demonstrated satisfactory performance for the prior 12 months'
employment.



10.

Movement to a higher classification will only occur by way of promotion or
re-classification.

(iii) Allowance Rate

The base rate or ordinary rate for Home Care Employees will be Home Care
Employee Level 2 Pay Point 1.

(iv) Shift Definitions

Afternoon shift means any shift which finishes after 8pm or commences at or
before 12 midnight Monday to Friday.

Night shift means any shift which finishes after 12 midnight or commences
before 6am Monday to Friday.

CONSULTATION REGARDING CHANGE

(@)

(b)

This term applies if the Employer has made a definite decision to introduce a major
change to production, program, organisation, structure, or technology in relation to
its enterprise; and the change is likely to have a significant effect on Employees of
the Employer.

The Employer must consult the Employees to whom the agreement applies about:

(i) a major workplace change that is likely to have a significant effect on the
Employees; or

(i) a change to their regular roster or ordinary hours of work.

The relevant Employees may appoint a representative which may be a

representative from the ANMF or HWU for the purposes of the procedures in this
term.

If:

(i) a relevant Employee appoints, or relevant Employees appoint, a
representative for the purposes of consultation; and

(i) the Employee or Employees advise the employer of the identity of the

representative;
the Employer must recognise the representative.
As soon as practicable after making its decision, the Employer must
(i) discuss with the relevant Employees:
(1) the introduction of the change; and
(2) the effect the change is likely to have on the Employees; and

(3) measures the Employer is taking to avert or mitigate the adverse effect
of the change on the Employees; and

(i) for the purposes of the discussion - provide, in writing, to the relevant
Employees:

(1) all relevant information about the change including the nature of the
change proposed; and

(2) information about the expected effects of the change on the
Employees; and

(3) any other matters likely to affect the Employees.
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(iii) Notwithstanding (e)(i) and (ii), for a change to the Employees' regular roster
or ordinary hours of work, the Employer is required to:

(1) to provide information to the Employees about the change; and

(2) to invite the Employees to give their views about the impact of the
change (including any impact in relation to their family or caring
responsibilities); and

(3) to consider any views given by the Employees about the impact of the
change.

However, the employer is not required to disclose confidential or commercially
sensitive information to the relevant Employees.

The Employer must give prompt and genuine consideration to matters raised about
the major change by the relevant Employees.

If a term in the enterprise agreement provides for a major change to production,
program, organisation, structure or technology in relation to the enterprise of the
employer, the requirements set out in subclauses (b), (c) and (e) are taken not to
apply.

In this term, a major change is likely to have a significant effect on Employees if it
results in the termination of the employment of Employees; or major change to the
composition, operation or size of the employer's workforce or to the skills required of
Employees; or the elimination or diminution of job opportunities (including
opportunities for promotion or tenure); or the alteration of hours of work, classification
or remuneration; or the need to retrain Employees; or the need to relocate
Employees to another workplace; or the restructuring of jobs.

In this term, relevant Employees mean the Employees who may be affected by the
major change.

DISPUTE RESOLUTION PROCEDURE

(@)

In the event of a dispute in relation to a matter arising under this Agreement or the
NES, in the first instance the parties will attempt to resolve the matter at the
workplace by discussions between the Employee or Employees concerned and the
relevant supervisor and, if such discussions do not resolve the dispute, by
discussions between the Employee or Employees concerned and more senior levels
of local management as appropriate.

A party to the dispute may appoint another person, organisation or association to
accompany or represent them in relation to the dispute at any time.

If the grievance is still unresolved, the matter shall be referred to the Senior Manager
of the organisation, however titled and a meeting arranged.

The above steps shall take place within seven days or such longer period as may be
mutually agreed.

If a dispute in relation to a matter arising under the Agreement or the NES is unable
to be resolved at the workplace, and all agreed steps for resolving it have been taken,
the dispute may be referred to the Fair Work Commission (‘the Commission') for
resolution by mediation and/or conciliation and, where the matter in dispute remains
unresolved, arbitration. If arbitration is necessary, the Commission may exercise the
procedural powers in relation to hearings, witnesses, evidence and submissions
which are necessary to make the arbitration effective.
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13.

It is a term of this Agreement that while the dispute resolution procedure is being
conducted work shall continue normally according to the custom or practice existing
before the change or omission that gave rise to the grievance until either the
grievance is resolved or, if referred to the Commission, up to the first hearing and
then subject to any direction of the Commission. No party shall be prejudiced by the
continuation of work. Health and safety matters are exempt from this clause.

WAGES

(@)
(b)

The Wages are set out at Appendix 1 of this Agreement.

Any further wage increase, other than that prescribed in Appendix 1, shall be at the
discretion of the Employer, unless the rate of pay falls below the Modern Award (with
reference to the transitional provisions), in such circumstances the rate of pay shall
default to the minimum rate prescribed in accordance with the relevant Modern
Award rate (with reference to the transitional provisions).

However, in accordance with clause 13 below and the illustrative example, the above
wage increases will be applied to the applicable minimum rates of pay, which will
include the increases required, in accordance with the Commonwealth
Government’s directions, that support the increase to wages arising from the Stage
3 Aged Care Work Value Case (ACWVC) Decision and the associated Nurses Work
Value Case (Nurses WVC) (AM2024/11).

Specified allowances, as increased, are set out at Appendix 1 of this Agreement.

No Employee shall suffer any loss of diminution of wages or entitlements (whether
accrued or otherwise) or terms and conditions of employment in place immediately
prior to the commencement of this Agreement by reason only of the coming into force
of this Agreement. In accordance with section 206 of the Act, no Employee can be
paid a base rate of pay less than the appropriate rate of pay in the relevant Award.
Should the base rate of pay in the relevant Award equal or surpass the relevant base
rate of pay in the Agreement, then an Employee will immediately receive a base rate
of pay equal to the base rate of pay in the relevant Award.

STAGE 3 OF ACWVC MATTER

(@)

The parties acknowledge that as at the time of making this Agreement:

(i) the Stage 2 Decision of the Aged Care Work Value Case (ACWVC) (Matter
Numbers: AM2020/99, AM2021/63 and AM2021/65) resulted in a 15%
interim increase to the minimum rates of pay under the Nurses Award, the
Aged Care Award and SCHCADS Award for prescribed classifications
(including Registered Nurses, Enrolled Nurses, Nursing Assistants, Personal
Care Workers, Lifestyle and Head Chefs/Cooks that are the most senior chef
or cook engaged in a facility) and that this increase has been implemented
by the Employer and is reflected in the minimum rates at Appendix 1 of this
Agreement;

(i) the Stage 3 Decision of the ACWVC has awarded further increases to the
minimum rates of pay under the Nurses Award, the Aged Care Award and
SCHCADS Award for prescribed classifications (including, Nursing
Assistants, Personal Care Workers, Lifestyle, Food Services Assistants,
Cleaners, Laundry Hands and Indirect Care employees — Stage 3
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()

(d)

(iif)

(iv)

(vi)

Classifications);

the Stage 3 Decision of the ACWVC found that Enrolled Nurses and
Registered Nurses required increased rates to reflect work value and gender
equity considerations but deferred a full decision on these matters to the
outcome of the Nurses WVC;

the operative dates (including the possibility of phasing in) of the increases
to the Stage 3 Classifications have not yet been determined; and

the Australian Nursing and Midwifery Federation has made an application
under section 158 of the Fair Work Act 2009 (Cth) to vary the Nurses Award
with the Nurses WVC, to which the full outcome of the Stage 3 determination
for Nurses has been deferred; and

the Commonwealth Government has committed to fully fund the increase for
providers in the sector in relation to work value matters.

In terms of next steps, the parties understand that:

(i)

(iif)

following receipt of submissions from the parties to the ACWVC, including
the Commonwealth Government, the Fair Work Commission will hand down
a further decision and subsequent Award Determinations under Stage 3 that
provide the operative dates of the increases to the minimum rates of pay in
the Nurses Award, the Aged Care Award and SCHCADS Award for the Stage
3 Classifications;

the Commonwealth Government will publish guidance / directions to
providers about how increased funding must be applied by providers in order
to give effect to the Stage 3 Decision; and

the Commission will determine the Nurses WVC which may provide further
increases to rates of pay for Nurses in the Nurses Award.

Accordingly, the Employer:

(i)

(ii)

(iif)

will increase the applicable minimum rates under this Agreement for Stage 3
Classifications in accordance with the guidance / direction from the
Commonwealth Government, including with respect to the operative timing
of those increases; and

in doing so, will maintain the quantum and timing of the wage increases at
clause 12 of this Agreement as they apply to the minimum rates, including
as adjusted in accordance with subclause 13(c)(i).

lllustrative example: If the minimum hourly rate is $30 and the Agreement
provides for a wage increase of 3% on 1 December 2024, but the
Commonwealth Government’s direction is to increase the applicable hourly
rate by $3 on 1 October 2024, then, as a term of this Agreement, the
Employer will increase the hourly rate to $33 on 1 October 2024 and then
apply the 3% wage increase on 1 December 2024 to the hourly rate of $33.

When the Nurses WVC has been determined by the Commission, the Employer
commits to:

increase the applicable minimum rates under this Agreement for Nurses in
accordance with guidance / direction from the Commonwealth Government
and where funded to do so;

maintain the quantum and timing of the wage increases at clause 12 of this
Agreement as they apply to the minimum rates, including as adjusted in
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accordance with clause subclause 13(d)(i); and

(iii) promptly meet with the ANMF and HWU to discuss the implementation of the
outcome.

14. PAYMENT OF WAGES

Employees shall be paid the weekly salaries as set out hereunder corresponding to
that Employee's classification in accordance with Schedule 1.

Wages must be paid fortnightly unless otherwise mutually agreed up to a monthly
maximum period.

Employees will be paid by electronic funds transfer into the bank or financial
institution account nominated by the Employee.

When notice of termination of employment has been given by an Employee or an
Employee's services have been terminated by the Employer:

(i) the Employer must pay the Employee no later than 5 business days after the
day on which the Employee’s employment terminates:

(1) the Employee’s wages owing for any complete or incomplete pay
period up to the end of the day of termination; and

(2) all other amounts that are due to the Employee, including under this
Agreement and the NES.

15. SUPERANNUATION

(@)

The subject of superannuation is dealt with extensively by legislation including the
Superannuation Guarantee (Administration) Act 1992, the Superannuation
Guarantee Charge Act 1992, the Superannuation Industry (Supervision) Act 1993
and the Superannuation (Resolution of Complaints) Act 1993. This legislation, as
varied from time to time, governs the superannuation rights and obligations of the
parties.

"The Fund" for the purpose of this Agreement shall mean:

(i) Health Employees Superannuation Trust of Australia (HESTA') established
and governed by a trust deed, as may be amended from time to time, and
includes any superannuation scheme which may be made in succession
thereto; or

(i) First State Super, established and governed by a trust deed, as may be
amended from time to time, and includes any superannuation scheme which
may be made in succession thereto; or

(iii) The Employee’s ‘stapled’ superannuation fund; or
(iv) Any other complying fund upon a request of the Employee and with the
consent of the Employer.

Upon commencement of employment, the Employer shall provide each Employee
with a membership form for their preferred fund and shall forward the completed
membership forms for the Employee’s choice of fund within 28 days. In the event
that the Employee had not completed an application form within 28 days and does
not have a ‘stapled’ superannuation fund, the Employer shall forward contributions
and Employee details to First State.

In addition to the Employer’s statutory contributions to the Fund, an Employee may
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make additional contributions from their salary and, on receiving written
authorisation from the Employee, the Employer must commence making
contributions to the Fund in accordance with the Superannuation Guarantee
Charge Act 1992.

Superannuation fund payments will be made in accordance with trust fund deeds.

Each Employee shall be eligible to receive contributions from the date of eligibility,
notwithstanding the date the Employee's membership application was forwarded to
the Fund.

The Employer will contribute to the Fund, on behalf of each Employee, the prescribed
statutory percentage of ordinary time earnings calculated to the nearest ten cents
(any fraction below five cents shall be disregarded). Contributions will be made on
behalf of each Employee regardless of the Employee's age.

'Ordinary time earnings' are currently defined by the legislation and includes
allowances for ordinary hours of work. Such allowances include those such as shift,
qualification and leader allowances. However, they do not include those that arise
during overtime (such as meal allowance) other than in circumstances required by
legislation and will not include allowances paid with the expectation that they will be
spent in the course of employment (such as travel allowances, laundry and uniform).
The parties acknowledge that the legislative definition of 'ordinary time earnings' may
vary and, in that event, the legislative definition shall apply.

Where an Employer makes an application for an exemption from monthly payments
to the Fund, the Employees shall be notified in writing prior to the application being
made. Upon request from an Employee, the Employer must provide a copy of the
remittance receipt from the Fund showing the contributions made on the Employee's
behalf or make it available for inspection, save that the Employee shall be entitled to
take a copy. The Employer shall contribute all superannuation contributions in
accordance with the Trust Deed save that late payment for reasons beyond the
control of the Employer and non-allocation by the Fund shall not constitute a breach
of this Agreement.

Any dispute regarding superannuation contributions, including but not limited to the
frequency of contribution, shall be addressed under the Dispute Resolution clause
of this Agreement.

Voluntary Contributions

(k)

Where an Employee wishes to make voluntary contributions to the Fund, the
Employee may authorise the Employer to deduct from the Employee's wages an
amount or percentage specified by the Employee. Voluntary contributions deducted
under this provision will be forwarded to the Fund by the Employer at the same time
as the Employer's contributions. Where the Employer receives written authorisation
from an Employee, it must commence making payments into the Fund on behalf of
the Employee within fourteen days of receiving the authorisation.

An Employee may vary their additional contributions by a written authorisation and
the Employer must alter the additional contributions within fourteen days of receiving
the authorisation. An Employee may only vary their additional contributions once
each month.

Salary Sacrifice

(m)

An Employee may make an agreement with the Employer for salary sacrifice.
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16.

The Employee must specify an amount or a percentage of ordinary time earnings by
which their salary is to be reduced ("the salary sacrifice").

The salary sacrifice will be deducted from the Employee's salary and contributed by
the Employer to the Fund each month.

The Employer will continue to calculate the contributions required by the
Superannuation clause and the Superannuation Guarantee (Administration) Act
1992 on the basis of the Employee's ordinary time earnings before the salary
sacrifice is deducted.

Salary sacrifice deductions will be made during a period of paid leave and the
Employee will receive the rate of pay specified under this agreement less the salary
sacrifice deduction.

Calculation of salary for the purpose of leave accruals and other payments due on
termination of employment shall be calculated on a rate of pay which includes the
salary sacrifice contributions.

The Employee may revoke the salary sacrifice agreement or alter the amount to be
deducted up to four times in each calendar year.

The name of the Fund and the amount of any contributions remitted to the fund,
whether superannuation guarantee contributions, salary sacrifice contributions or
voluntary contributions must be included in pay slips provided by the employer to
each Employee.

HOURS OF WORK

(a)

Hours for an Ordinary Weeks Work

(i) The hours for an ordinary week's work shall be 38, or be an average 38 per
week in a fortnight or in a four-week period and shall be worked either:

(1) in a week of five days of not more than eight ordinary hours per shift;
or

(2) by mutual agreement in a week of four days of not more than 10
ordinary hours per shift: or

(3) by mutual agreement, provided that the length of any ordinary hours
shall not exceed 10 hours per shift, or

(4) in 76 hours per fortnight to be worked as not more than 10 days of not
more than eight ordinary hours per shift; or

(5) in 152 hours per four-week period to be worked as nineteen shifts each
of eight ordinary hours.

Provided that no Enrolled Nurse or Home Care Employee shall be required to work
more than six consecutive periods of ordinary duty without 24 hours off duty.

Provided that an Enrolled Nurse or Home Care Employee who is rostered by the
Employer to work more than six consecutive periods of ordinary duty without 24
hours off duty shall be paid for the seventh and any further consecutive period of
ordinary duty worked at the rate of treble time until they have been given 24 hours
off duty.

For the purposes of this clause the working week shall commence at midnight on a
Sunday.
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17.

18.

19.

(e) The shift lengths referred to in subclause (a) above are exclusive of meal breaks.

(f) ~ The ordinary hours of work for Employees working as Registered Nurses or Enrolled
Nurses will be worked between 6.00am and 6.00pm Monday to Friday.

(g9) The ordinary hours of work for Employees working as Home Care Employees will be
worked between 6.00am and 8.00pm Monday to Sunday.

SLEEPOVERS

(@) A sleepover means when an Employer requires an Enrolled Nurse or Home Care
Employee to sleep overnight at premises where the client for whom the Employee is
responsible is located (including respite care) and is not a 24-hour care shift pursuant
to clause 17, or an excursion pursuant to clause 18.

(b)  The span for a sleepover will be a continuous period of eight hours. Employees will
be provided with a separate room with space for a bed (the bed will be provided by
either the client or the employer), use of appropriate facilities and free board for each
night when the Employee sleeps over.

(c) A sleepover allowance will be paid for each night an Employee is required to
sleepover as follows:

(i A Home Care Employee will be paid an allowance of 4.9% of the base rate
of a Home Care Employee.

(i) An Enrolled Nurse Employee will be paid an allowance of 4.9% of the base
rate of an Enrolled Nurse Employee.

(d) Inthe event of the Employee on sleepover being required to perform work during the
sleepover period, the Employee will be paid for the time worked at the prescribed
overtime rate with a minimum payment as for one hour worked. Where such work
exceeds one hour, payment will be made at the prescribed overtime rate for the
duration of the work.

(e) The employer may roster an Employee to perform work immediately before and/or
immediately after the sleepover period but must roster the Employee or pay the
Employee for at least four hours' work for at least one of these periods of work. The
payment prescribed by subclause (c) will be in addition to the minimum payment
prescribed by this subclause.

24 HOUR CARE

A 24-hour care shift requires an Enrolled Nurse or Home Care Employee to be available for
duty in a client's home for a 24-hour period. During this period, the Employee is required to
provide the client with the services specified in the care plan. The Employee is required to
provide a total of no more than eight hours of care during this period.

(@) The Employee will normally have the opportunity to sleep during a 24-hour care shift
and, where appropriate, a bed in a private room will be provided for the Employee.

(b) The Employee engaged will be paid eight hours work at 155% of their appropriate
rate for each 24-hour period.

EXCURSIONS

Where an Enrolled Nurse or Home Care Employee agrees to supervise clients in excursion
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20.

21.

22.

activities involving overnight stays from home, the following provisions will apply:
(a) Monday to Friday excursions

0] Payment at the ordinary rate of pay for time worked between the hours of
8.00 am to 6.00 pm Monday to Friday up to a maximum of 10 hours per day.

(i) The Employer and Employee may agree to accrual of time instead of
overtime payment for all other hours.

(iii) Payment of sleepover allowance in accordance with the provision of clause
17.

(b) Weekend excursions

Where an Employee involved in overnight excursion activities is required to work on
a Saturday and/or Sunday, the days worked in the two-week cycle, including that
weekend, will not exceed 10 days.

NOTIFICATION OF CLASSIFICATION

(@) The Employer will notify each Employee in writing on commencement of their
classification and terms of employment.

(b) The Employer will notify each Employee of any alteration of their classification in
writing no later than the operative day of such alteration.

FULL-TIME EMPLOYMENT

A full-time Employee is one who is employed and who is ready, willing and available to work
a full week of 38 hours, or an average of 38 hours per week in a fortnight or four week period
in accordance with clause 16(a)(i) at the times and during the hours as may be mutually
agreed upon or in the absence of such agreement as prescribed by the employer.

PART-TIME EMPLOYMENT

(@) A part-time Employee is one who is employed and who is ready, willing and available
to work on a regular basis any number of hours up to but not exceeding an average
38 hours in any one week. Where the Employee is employed on a part-time basis,
they shall be paid the appropriate ordinary hourly rate prescribed for the classification
in which they are employed.

(b)  The provisions of this Agreement in respect to annual leave, personal leave and
holidays shall apply on a pro rata basis to part-time Employees.

(c) Atthe time of engagement, the Employer and:
(i) the part-time Nursing Employee will agree in writing on the minimum
fortnightly hours to be worked by the Employee;

(i) the part-time Home Care Employee will agree in writing on:

(1) the agreed minimum number of contracted hours to
be worked per fortnight (quaranteed hours).

(2) the span of hours that the Employee may be rostered
within a fortnight. The span of hours shall include
which shifts the Employee may be rostered to work;
and
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23.

(3) the days of the week the Employee may be rostered
to work within a fortnight.

(i) Any changes to the agreement in clause (ii), which may be temporary,
ongoing or for a specified period of time, are to be by agreement and
recorded in writing.

(i) A part-time Home Care Employee may agree but will not be directed
by the Employer, to work additional hours in excess of their guaranteed
hours.

Part-time Employees will receive a minimum payment of two hours for each
engagement for work.

Notwithstanding the overtime provisions prescribed at the Overtime Clause of the
Agreement, a part-time Employee may agree to work in excess of their rostered
ordinary hours at the ordinary time rate of pay, provided that all time worked by a
part-time Employee which exceeds 8 or 10 ordinary hours if agreed per day, or 76
hours per fortnight, will be paid at the rate of time and a half for the first two hours
and double time thereafter, except on Sundays when overtime will be paid for at the
rate of double time, and on public holidays at the rate of double time and a half.

Part time review of hours

Where the Employee is regularly working more than their specified contract hours,
they may request that their contracted hours are reviewed by their Manager. The
Manager will formally respond to the request by the Employee stating the reasons if
the request is not agreed to. The Manager will also take into account that the hours
worked in the following circumstances will not be incorporated to any adjustment
made:

(i) if the increase in hours is as a direct result of an Employee being absent on
leave, such as for example, annual leave, long service leave, maternity leave,
workers compensation; and

(i) if the increase in hours is due to a temporary increase in hours only due, for
example, to the specific needs of a client.

(iii) Any adjusted contracted hours resulting from a review by the employer
should, however, be such as to readily reflect roster arrangements.

CASUAL EMPLOYMENT

(@)
(b)

(e)

The definition of a casual Employee is set out in the NES.

A casual Employee is one who is engaged in relieving work or work of a casual
nature and whose engagement is terminable by an employer in accordance with the
employer's requirements without the requirement of prior notice by either party.

A casual Employee is employed on an hourly basis. It is intended that casual
employment will only be utilised to assist with genuine peaks and troughs or
shortages of labour where permanent staff are not available. It is not intended that
casual Employees will be employed on a regular or systematic basis.

An Employee engaged as a casual shall be paid for all time worked at an hourly rate
calculated on the basis of 1/38" of the appropriate weekly rate of pay for the
classification in which they are engaged, plus a casual loading of 25%.

A casual Employee will be paid applicable penalty rates, loadings and allowances

17



with respect to weekend, shift, public holiday and overtime work in accordance with
the terms of this Agreement.

(f)  Casual Employees are paid a casual loading in compensation for not having
entittements under the NES and this Agreement to paid annual leave, paid personal
leave, paid compassionate leave, payment for public holidays not worked, payment
in lieu of notice of termination, and redundancy pay. A casual Employee is also not
entitled to paid leave entitlements set out in this Agreement unless expressly
provided otherwise.

(g9) The clauses of this Agreement pertaining to Annual leave, paid personal leave, Long
service leave (Registered Nurses and Home Care Employees Only), and
Termination of employment, shall not apply in the case of a casual Employee. A
casual Registered Nurse and Home Care Employee will be eligible for long service
leave in accordance with the Long Service Leave Act 2018 (Vic).

(h) A casual Employee will receive a minimum payment of two hours pay for each
engagement.

(i)  Casual Conversion

(i) A casual employee may have a pathway to permanent employment by way of
written notification in accordance with the NES.

(i) A casual Employee may give the Employer written notification if the Employee
(in summary):

(1 believes they no longer meet the definition of a casual employee
(noting as per subclause (a) this is defined in the Act);

(2) is not in dispute with the Employer about their status as a casual
Employee under the Act;

(3) has been employed by the Employer for a period of at least 6 months;
and

(4) has not, in the last 6 months prior to the written notification being
given, received a response from the Employer under s. 66AAC the
Act not accepting a previous notification made under this section; or
had a dispute with the Employer relating to the operation of Division
4A of Part 2-2 of the Act resolved under s. 66M or s.739 of the Act.

(iii) The Employer must give the Employee a written response to a written
notification (given in accordance with the Act) within 21 days after the
notification is given to the Employer. The information that must be included in
the response, the obligation to consult with the Employee and the grounds for
non-acceptance of the notification are set out in the Act.

(iv) Where the Employer accepts the notification, the Employee is taken to be a
full-time or part-time employee (as the case may be) beginning on the day
specified in the response (being the first day of the Employee’s first full pay
period that starts after the day the Employer response is given — unless the
Employee and Employer agree to another day).

24, ROSTER OF HOURS

(@) The Employer shall display on a roster of at least 14 days duration, in a place
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25.

conveniently accessible to Employees. Such roster will be displayed 14 days prior to
the commencing date of the roster.

(i the ordinary hours of work for each Employee; and
(i) each sleepover.

The roster and changes to the roster may be conveyed to Employees by alternate
means such as telephone communication, direct contact, mail, email.

Subclause (a) shall not make it obligatory for the Employer to display any roster of
ordinary hours of work for casual or relieving staff.

A roster may be altered with at least 7 days’ notice, except in circumstances arising
from a client's death, client's illness, client's hospitalisation or client's preference with
respect to nurses or carer, or other like extenuating circumstances where the roster
may be altered with 24 hours' notice.

(i Notwithstanding the notice requirement set out at (d) above, where an
Employee is absent from duty on account of illness or emergency or a new
client is engaged with an immediate service requirement, a roster may be
altered at any time, without the need for 24 hours' notice, so as to enable the
service of the Employer to be carried on.

Subclause (d) shall not apply where the only change to the roster of a part-time
Employee is the mutually agreed addition of extra hours to be worked such that the
part-time Employee still has four clear rostered days off in that fortnight, as the case
may be.

Daylight Saving:

If an Employee works on a shift during which time changes because of the
introduction of, or cessation to, daylight saving, that Employee shall be paid for the
actual hours worked at the ordinary time rate of pay (including any shift penalties or
allowances ordinarily payable in respect of this shift). No overtime is payable for the
additional hour worked because of daylight saving.

CLIENT CANCELLATION

(@)

Where a client cancels for reasons other than those outlined in subclause 25(b),
permanent Employees shall be entitled to receive payment for their guaranteed
minimum number of hours in that pay period. The employer may direct the employee
to make-up time equivalent to the cancelled time, in that or the subsequent fortnightly
period at a time that is reasonable to both the Employer and employee. This time
may be made up working with other home care clients.

Where the Employer is unable to meet the guaranteed minimum number of hours of
a permanent Employee for reasons associated with death, hospitalisation or other
like extenuating circumstances, the following procedures shall be followed in the
sequence provided:

0] Client services unallocated due to unplanned absences of staff will be
reallocated to permanent part-time staff who are unable to meet guaranteed
minimum hours in the current roster fortnight.

(i) Work shall be re-allocated from casual Employees to the permanent
Employee; or

(iii) Hours shall be reallocated from another Employee who is working hours
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26.

(d)

additional to their guaranteed minimum number of hours; or

(iv) Where the Employee agrees, the Employee may have access to annual or
long service leave.

Nothing in this clause shall prohibit the Employee and employer reaching agreement
as to a period of authorised unpaid leave.

Unless unreasonable to do so, a part-time Employee must comply with (a) or accept
(b)(), (i), (iii) or (iv) above or will not be paid the difference of unallocated hours.

BROKEN SHIFTS

(@)

A broken shift means a shift worked by an Employee that includes one or more
breaks (other than a meal break) and where the span of hours is not more than 12
hours. Employees will be paid a minimum of two hours, at the appropriate rate, for
each shift or period of work in a broken shift.

Broken shift with 1 unpaid break

(i) The Employer may roster the Employee to work a broken shift of 2 periods
of work with 1 unpaid break (other than a meal break). Where an Employee
works a broken shift in accordance with this clause, the Employee will be
entitled to payment of a broken shift allowance of $19.66 per shift.

Broken shift with 2 unpaid breaks

0] Subject to the arrangements set out at clause 21 for part-time Employees,
and otherwise as agreed by the Employer and an Employee, an Employee
may be rostered to work broken shifts consisting of 3 periods of work with 2
unpaid breaks (other than meal breaks).

Where an Employee works a broken shift in accordance with this clause, the
Employee will be entitled to payment of a broken shift allowance of $26.00
per shift.

(i) Each period of work in a broken shift, per clauses 26(b)(i) and 26(c)(i) above,
will be no less than 2 hours.

Note: Remaining subject to the 2 hour minimum period of work, when
determining the unpaid break(s) (other than a meal break) for the purposes
of a broken shift, the longest break per (b)(i), or 2 longest breaks per (c)(i),
between client appointments, will be deemed the unpaid break(s) unless
rostered otherwise by the Employer.

(iii) Payment for a broken shift will be at the Ordinary Rate with weekend,
overtime and public holiday penalty rates to be paid in accordance with the
respective clauses set out in the Agreement.

(iv) The application of shift or public holiday penalties are only payable in respect
of the periods of work in a broken shift that satisfy the definitions of afternoon,
night or a public holiday in accordance with clauses 9(n)(iv) and 34 of the
Agreement. Provided that the night shift penalty set out at clause 46(b)(ii) is
not payable for work performed on a night shift that commences before
6.00am and is not continuous with a sleepover portion.

(v) The span of hours for a broken shift is up to 12 hours. All ordinary hours
performed outside a span of 12 hours will be paid at 200% or, at the rate of
250% on a public holiday.
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(vi) An Employee will receive a minimum break of 10 hours between broken shifts
rostered on successive days.

27. SATURDAY AND SUNDAY WORK

(@)

(b)

Registered Nurses and Enrolled Nurses whose ordinary hours of work include work
on a Saturday and Sunday will be paid for ordinary hours worked:

0] between midnight on Friday and midnight on Saturday at the rate of time and
a half (150%); and
(i) between midnight on Saturday and midnight on Sunday at the rate of time

and three quarters (175%).

Home Care Employees whose ordinary hours of work include work on a Saturday
and Sunday will be paid for ordinary hours worked:

0] between midnight on Friday and midnight on Saturday at the rate of time and
a half (150%); and
(i) between midnight on Saturday and midnight on Sunday at the rate of double

time (200%).
Casual Employees

(i) A casual Employee working as a Registered Nurse or an Enrolled Nurse
whose ordinary hours of work include work on a Saturday and Sunday will
be paid for ordinary hours worked:

(1) between midnight on Friday and midnight on Saturday at the rate of
time and three quarters (175%). This rate is inclusive of the casual
loading.

(2) between midnight on Saturday and midnight on Sunday at the rate of
205%. This rate is inclusive of the casual loading.

(i) A casual Employee working as a Home Care Employee whose ordinary
hours of work include work on a Saturday and Sunday will be paid for ordinary
hours worked:

(1) between midnight on Friday and midnight on Saturday at the rate of
time and three quarters (175%). This rate is inclusive of the casual
loading.

(2) between midnight on Saturday and midnight on Sunday at the rate of
double time (225%). This rate is inclusive of the casual loading.

(iii) These penalty rates will be in substitution for and not cumulative upon the
shift allowances prescribed in clause 45 or public holiday penalty rates, and
are not applicable to overtime hours worked on a Saturday or a Sunday.

28. DAY OFF IN EACH WEEK

(@)

(b)

All Employees shall receive at least one clear day off in each week in the case of
day-shift Employees and one clear night off in each week in the case of night-shift
Employees.

Provided that during any working period not exceeding three consecutive weeks, the
day or night off may, with the approval of the Manager (however titled) be allowed to
stand over, and be taken at a time mutually agreed upon in any one consecutive
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period equivalent to one day or night, as the case may be, for each week in the period
concerned.

29. MEAL AND REST BREAKS

(@)

(e)

Employees for shifts greater than five hours, shall be granted an unpaid meal interval
of 30 minutes. The meal interval is to be taken no earlier than two hours and no later
than six hours after commencing the day's shift. Employees are entitled to leave the
area for such breaks.

Where an Employee is required by the employer to have a meal with a client or
clients as part of the normal work routine or client program, they will be paid for the
duration of the meal period at the ordinary rate of pay, and clause (a) does not apply.
This paid meal period is to be counted as time worked.

Where an Employee is unable to take their meal break due to not being relieved of
their responsibility for that period of a meal break, excepting circumstances set out
at subclause (b) and the Employee has notified the employer and the employer has
not made arrangements to enable the meal break to be taken, the mealtime is to be
paid at the Employee's ordinary rate of pay in accordance with this Agreement.

Employees shall be entitled to one paid ten-minute rest interval per four hours
worked.

Where an Employee’s meal break is interrupted due to Royal Freemasons
requesting the Employee to either work through part or all of their meal break, or has
rostered the Employee in such a way so as to be unable to take all or part of their
meal break, the Employee will be paid for the entirety of the break (regardless as to
whether part or all of the break is interrupted). Employees can only be paid in
circumstances where they have advised Royal Freemasons ahead of time that they
are being required to work through a meal break or rostered in a manner that does
not allow for a meal break and Royal Freemasons have been unable to ensure the
Employee has access to the applicable time for the break.

30. OVERTIME

(a)

The Employer may require any Employee to work reasonable overtime at the
appropriate overtime rate. When overtime work is necessary it shall wherever
reasonably practicable, be so arranged that Employees have at least ten consecutive
hours off duty between the work of successive shifts.

Only authorised overtime shall be paid for and the following rates of overtime shall

apply:

(i In excess of the number of ordinary hours, normally worked on that shift (8
or 10 ordinary hours), 38 hours in a week, 76 hours in a fortnight or 152 hours
per four week period for full time and part time Employees:

(1) Monday to Saturday: time and a half (150%) for the first two hours and
double time (200%) thereafter.

(2) Sunday: double time (200%) for all hours worked.
(3) Public Holidays: double time and a half (250%) for all hours worked.

(i) In excess of the number of ordinary hours, normally worked on a shift, 38
hours in a week, 76 hours in a fortnight for casual Employees:

1)  Monday to Saturday: time and three quarters (175%) for the first two
( y y
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(c)

(v)

hours and double time and a quarter (225%) thereafter.
(2) Sunday: double time and a quarter (225%) for all hours worked.

(3) Public Holidays: double time and three quarters (275%) for all hours
worked.

The overtime rates prescribed in subclause (ii) above are inclusive of the
casual loading.

Overtime rates under this clause will be in substitution for and not cumulative
upon weekend penalty rates and shift allowances prescribed in clauses 26
and 45.

For Enrolled Nurses and Home Care Employees, as overtime outside a
spread of twelve hours from the commencement of the last previous rostered
period of duty provided that the overtime is not continuous with the next
succeeding period of duty - double time.

For Enrolled Nurses and Home Care Employees, outside a spread of nine
hours from the time of commencing work by an Employee rostered to work
broken shifts - time and one half and outside a spread of twelve hours from
the time of commencing work - double time.

A full time or part time Employee may elect, with the consent of the Employer, to take
time off in lieu of payment for overtime at a time or times agreed with the Employer.

(i)

(ii)

(iif)

Overtime taken as time off during ordinary time hours shall be taken at the
penalty time rate.

An employer shall provide payment at the appropriate overtime rate as
specified in subclause (b)(i) to (b)(iii) where time off in lieu has not been taken
within four weeks of accrual.

For the purposes of this Clause, in accruing or calculating payment of
overtime, each period of overtime shall stand alone.

Rest period after overtime

(i)

(if)

(iif)

When overtime work is necessary, it will, wherever reasonably practicable,
be so arranged that Employees have at least 10 consecutive hours off duty
between the work of successive days or shifts, including overtime.

An Employee other than a casual Employee who works so much overtime
between the termination of their last previous rostered ordinary hours of duty
and the commencement of their next succeeding rostered period of duty that
they would not have at least ten consecutive hours off duty between those
times, shall be released after completion of such overtime worked until they
have had ten consecutive hours off duty without loss of pay for rostered
ordinary hours occurring during such absence.

If on the instructions of the Employer such an Employee resumes or
continues work without having had such ten consecutive hours off duty the
Employee shall be paid at the rate of double time until they are released from
duty for such rest period and the Employee shall then be entitled to be absent
until they have had ten consecutive hours off duty without loss of pay for
rostered ordinary hours occurring during such absence.
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31.

PARENTAL LEAVE

(@)

(b)

Employees are entitled to parental leave in accordance with the provisions of the
Fair Work Act 2009, as amended from time to time.

Permanent Employees eligible for parental leave in accordance with subclause (a)
shall be entitled to the following paid parental leave:

(i Four weeks' paid maternity, adoption leave, and one weeks' paid partner
leave shall be given to any permanent Employee who qualifies for maternity
and adoption leave and partner leave under the provisions of the Agreement.
This paid leave is in addition to any amount payable under the
Commonwealth scheme.

In accordance with the provisions of section 73 of the Act, a female Employee shall
be entitled to work during the 6 week period before the estimated date of birth of the
child, provided that if requested by the DON or nominee, the Employee shall provide
a statement from her medical practitioner or midwife to the effect that continuing
employment until the date of birth is not a risk to the Employee or the unborn child.

The Employee may take all accrued annual leave prior to a return to work from
maternity, adoption leave and partner leave.

Right to request

(i) An Employee entitled to parental leave pursuant to the provisions of this
clause may request the Employer to allow the Employee:

(1) to extend the 52 weeks of unpaid parental leave by a further
continuous period of leave not exceeding 12 months;

(2) to return from a period of parental leave on a part-time basis until the
child reaches school age;

to assist the Employee in reconciling work and parental responsibilities.

(i) The employer shall consider the request having regard to the Employee’s
circumstances and, provided the request is genuinely based on the
Employee’s parental responsibilities, may only refuse the request on
reasonable business grounds related to the effect of the workplace or the
employer's business. Such grounds might include being too costly, no
capacity to change working arrangements of other Employees, likely to result
in a significant loss in efficiency or productivity and would likely have a
significant negative impact on customer service.

(iii) The Employee’s request and the employer’s decision made under (e) and (f)
must be recorded in writing.

Request to return to work part-time

(i) Where an Employee wishes to make a request under subclause (e)(ii), such
a request must be made as soon as possible but no less than seven weeks
prior to the date upon which the Employee is due to return to work from
parental leave.

Personal iliness and Special Maternity Leave

(i) An Employee who gives birth to a stillborn child (at or after 20 weeks
gestation) or who gives birth to a live baby who subsequently dies, during or
before the period of intended leave, will be entitled to the full amount of any
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(iif)

(v)

paid parental leave provided by this Agreement. In either of these
circumstances, paid partner leave/primary carer leave will also apply.

The Employee must as soon as practicable give notice to the Employer of
the taking of leave advising the Employer of the period, or expected period,
of the leave in accordance with the following:

(1)  where the pregnancy terminates during the first 20 weeks, during the
notified period/s the Employee is entitled to access any paid and/or
unpaid personal illness leave entitlements in accordance with the
relevant personal leave provisions

(2) where the pregnancy terminates after the completion of 20 weeks,
during the notified period/s the Employee is entitled to paid special
maternity leave not exceeding the amount of paid maternity leave
available under sub-clause (b)(i), and thereafter, to unpaid special
maternity leave.

If an Employee takes leave for a reason outlined in sub-paragraphs (i) and
(i), the Employer may require the Employee to provide evidence that would
satisfy a reasonable person or a certificate from a registered medical
practitioner.

Where an Employee not then on maternity leave is suffering from an iliness
whether related or not to pregnancy, the Employee may access accrued paid
Personal Leave to which they are then entitled and such further unpaid leave
as a registered health practitioner certifies as necessary before her return to
work, provided that the aggregate of, paid sick leave, unpaid sick leave and
maternity leave shall not exceed the period to which the Employee is entitled
under clause (a).

For all purposes of this Agreement, maternity leave shall include special
maternity leave and Pregnancy Related Sick Leave.

32. ANNUAL LEAVE

(@)

(b)

Employee’s (excluding casual Employees) entitlement to leave

(i)

(ii)

Registered Nurses shall be entitled to 5 weeks annual leave at the base
ordinary rate of pay in respect to 12 months continuous service.

Enrolled Nurses, Aged Care and Home Care Employees shall be entitled to
4 weeks annual leave at the base ordinary rate of pay in respect to 12 months
continuous service.

Weekend work

For the purposes of the additional weeks’ annual leave provided by the NES for shift
workers, the following shall apply:

(i)

A full-time Registered Nurse who is required to work and worked ordinary
hours (as prescribed under Clause 14 - Hours of Work) on weekdays and on
weekends. A full-time registered nurse so engaged for part a year shall have
the leave prescribed in subclause (a) increased by half a day for each month
during which engaged as aforesaid.

An Enrolled Nurse who during the period in respect of which their annual
leave accrues is rostered as part of their ordinary duties on ten or more
weekends for four hours or more, shall be entitled to one week’s (seven
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consecutive days) annual leave in addition to the leave prescribed in this
clause.

(iii) A Home Care Employee who during the period in respect of which their
annual leave accrues is:

(1)  regularly rostered to work their ordinary hours outside the hours of 6am
to 6pm, Monday to Friday (inclusive); and / or

(2) required to work for more than four ordinary hours on 10 or more
weekends; or

(3) who works at least eight 24-hour care shifts in respect of Clause 18

shall be entitled to one week’s (seven consecutive days) annual leave in addition
to the leave prescribed in this clause.

Such annual leave accrues progressively during a year of service according to the
Employee’s ordinary hours of work and accumulates from year to year.

Public holidays occurring during annual leave if the period during which an Employee
takes paid annual leave includes a day or part day that is a public holiday in the place
where the Employee is based for work purposes, the Employee is taken not to be on
paid annual leave on that public holiday.

Effect of termination on annual leave

If, when the employment of an Employee ends, the Employee has a period of
untaken paid annual leave, the Employer must pay the Employee the amount that
would have been payable to the Employee had the Employee taken that period of
leave and shall include leave loading.

Taking of leave

(i) An Employee must provide the Employer with four weeks’ notice of the date
from which the Employee proposes to commence their annual leave, unless
otherwise mutually agreed upon between the parties concerned.

(i) Paid annual leave may be taken for a period agreed between an Employee
and the Employer, provided that the Employee complies with the Employer’s
notification and approval requirements. The Employer will not unreasonably
refuse to agree to a request by the Employee to take paid annual leave. The
Employer has an expectation that each Employee will take at least two weeks
of annual leave in each year and reserves the right to discuss the taking of
leave and fatigue issues where an Employee has not taken any leave for a
period longer than 6 months and does not have a leave period planned /
approved by the Employer. Notwithstanding the provisions of this subclause,
the Employer may direct an Employee to take a period of annual leave in
accordance with subclause (iii).

(iii) The Employer may require the Employee to take such leave at a time
directed by the Employer, provided that the Employee cannot be directed to
take such leave unless they have accrued in excess of 150% of their annual
entitlement to annual leave (defined as ‘excessive annual leave’). Provided
further, that any such direction by the Employer for an Employee to take a
period of annual leave must:

(1) relate to a minimum period of leave of one week;

(2) provide at least 8 weeks’ notice; and
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(3) ensure the Employee maintains at least six weeks annual leave, unless
agreed otherwise by the Employee.

Enrolled Nurses Only

(1)  The employer shall give each Employee at least seven days’ notice of
the date from which their annual holiday shall be taken.

(2)  Annual leave may be taken by agreement between the Employer and
Employee(s) in such number of periods as may be mutually agreed.

(3) If Employee and the employer so agree the annual holiday or either of
such separate periods may be taken wholly or partly in advance before
the Employee has become entitled to the annual holiday.

(4) An Employee with an accrued annual leave entittement can apply for
annual leave at any time (subject to any restrictions elsewhere in the
Agreement) and such request will not be unreasonably refused by the
Employer. Where agreement cannot be reached between an
Employee and Employer as to when annual leave can be taken, the
Employer may require the Employee to take such leave at a time
directed by the Employer, provided that the Employee cannot be
directed to take such leave before the expiration of a period of 2 years
after the date upon which the right to such annual leave accrues.

(5) For the sake of clarity, subclause 31(f) still applies.

(g) Payment for leave

(i)

Employees shall receive their ordinary pay during all periods of annual leave
and shall be paid according to the regular pay periods during a period of
leave. The Employee may elect to be paid in advance for the period of leave.
Ordinary pay means remuneration for the Employees’ normal weekly number
of hours of work calculated at the ordinary time rate of pay.

In addition to the ordinary pay as prescribed in (g)(i) all Employees shall
receive either:

(1) aloading of 17-1/2% calculated on the prescribed rate of salary:

(A) provided that for a Registered Nurse such loading shall be on
a maximum of 152 hours in respect of any year of employment;

(B) provided further that an Employee whose weekly salary is in
excess of $857.20 shall receive in lieu of the 17-1/2% loading
an amount of $624.84 in respect of a period of 152 hours or a
proportionate amount in respect of a lesser period or periods,

or;

(2) in respect of each week of leave granted an amount comprising the
following:

(A) all payments for ordinary hours of work;
(B) shift work premiums according to roster or projected roster;

(C) Saturday, Sunday premiums according to roster or projected
roster,;

(D) in-charge allowances;

(E) allowances prescribed in the uniform and laundry allowance
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33.

34.

(h)

clause of this Agreement;
whichever is the higher.
Pay in lieu of an amount of annual leave

Upon receipt of a written request by an Employee, the Employer may authorise the
Employee to receive pay in lieu of an amount of annual leave.

(i) Paid annual leave must not be cashed out if the cashing out would result in
the Employee’s remaining accrued entitlement to paid annual leave being
less than 4 weeks; and

(i) Where an Employee forgoes an entitlement to take an amount of annual
leave, the Employee must be paid at least the full amount that would have
been payable to the Employee had the Employee taken the leave that the
Employee has forgone.

(iii) Where an Employee forgoes an entitlement to take an amount of annual
leave, the Employer will give the Employee the amount of pay that the
Employee is entitled to receive in lieu of the amount of annual leave, plus
leave loading that would otherwise have been payable within two weeks of
the request being made.

(iv) Superannuation guarantee contributions will be paid in relation to the amount
of annual leave and annual leave loading for which payment is received in
lieu.

PURCHASED LEAVE

(@)

(b)

()

(d)

(e)

An Employee may, if mutually agreed with the Employer, purchase up to four (4)
weeks additional paid leave in a twelve-month period (Purchased Leave). The
Employer may grant Purchased Leave, subject to operational requirements.

The Purchased Leave is purchased by the Employee through authorised salary
deductions made over the corresponding twelve-month period. The amount
deducted will correspond with the amount of Purchased Leave.

Purchased Leave must be used in the twelve-month period in which it is purchased
by the Employee.

An Employee may not alter a Purchased Leave arrangement within the period
referred to at clause (b), except by agreement with the Employer.

Where an Employee ceases a Purchased Leave arrangement in accordance with
Clause (d) or terminates prior to the conclusion of the 12 month Purchased Leave
period, the Employer will refund any salary deducted in respect of any unused
Purchased Leave. Where the Employee’s employment terminates and the amount
of Purchased Leave taken exceeds the amount deducted, the Employer may deduct
a sum equal to the negative balance from any remuneration payable to the Employee
upon termination of employment.

PUBLIC HOLIDAYS

(a)

If an Employee (excluding a casual Employee) is absent from their employment on
a day or part-day that is a public holiday, the Employer must pay the Employee at
the Employee’s ordinary rate of pay for the Employee’s ordinary hours of work on
the day or part-day. For clarity, if an Employee does not have ordinary hours of work

28



on that day or part day public holiday the Employee is not entitled to payment.

Employees (excluding a casual Employee) shall be entitled to holidays on the
following days:

(i) New Year's Day, Good Friday, Easter Saturday, Easter Monday, Christmas
Day and Boxing Day; and

(i) The following days, as prescribed in the relevant States and localities:
Australia Day, Anzac Day, King's Birthday, Friday before AFL Grand Final
and Labour Day; and

(iii) Melbourne Cup Day, or in lieu of Melbourne Cup Day, some other day as
determined for a particular locality.

Holidays in lieu (Full time Monday to Friday Employees and/or part-time Employees
engaged to work in wards/units or services (however styled) that operate only on a
Monday to Friday basis)

(i) When Christmas Day is a Saturday or a Sunday, a holiday in lieu thereof
shall be observed on 27 December.

(i) When Boxing Day is a Saturday or a Sunday, a holiday in lieu thereof shall
be observed on 28 December.

(iii) When New Year's Day or Australia Day is a Saturday or Sunday, a holiday
in lieu thereof shall be observed on the next Monday.

All other Employees, including casuals:

(i) Christmas Day shall be observed on 25 December
(i) Boxing Day shall be observed on 26 December
(iii) New Year's Day shall be observed on 1 January

(

iv) When Australia Day is a Saturday or Sunday, a holiday in lieu thereof shall
be observed on the next Monday.

For the avoidance of doubt, non-Monday to Friday workers, working on the actual
public holiday will be paid penalty rates in accordance with the provisions of this
agreement. Those who work on a substitute day will be paid at ordinary rates.

Where in a State or locality, public holidays are declared or prescribed on days other
than those set out in (a) and (b) above, those days shall constitute additional holidays
for the purpose of this Agreement and public holiday penalty rates and rostered-off
benefit provisions shall apply on that additional day. For example, where Boxing Day
falls on Sunday 26 December but there is an additional public holiday prescribed, as
opposed to a holiday in lieu or a substitute day, under the Public Holidays Act on
Tuesday 28 December, then a shift worker who works both days will be paid penalty
rates on each day.

Any Registered Nurse who is required to be on duty on a day referred to above shall
be allowed another half day off in lieu thereof and shall receive an additional ordinary
day's pay or shall be entitled to be paid double time and a half (250%) for the time
worked.

An Enrolled Nurse or Home Care Employee (excluding a casual) who works on a
day referred to above shall be entitled to be paid double time and a half (250%) for
the time worked.

The rate applicable to a casual Registered Nurse, Enrolled Nurse or Home Care
Employee for all work done on a public holiday shall be 275% of the ordinary rate of
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pay, inclusive of the casual loading.

In respect of Easter Saturday, an Enrolled Nurse or Home Care Employee who
ordinarily works Monday to Friday only and who does not work on Easter Saturday,
shall be entitled to one day's pay in respect of Easter Saturday or, where there is
mutual consent, within four weeks following the day on which such holiday occurred
the Employee may take one day off in lieu or have one day added to his/her annual
leave.

(g) Public holidays occurring on rostered days off (Full-time Employees only)
(i) Any Registered Nurse shall receive a sum equal to a days' ordinary pay for

public holidays that occur on their rostered day off, excepting holidays falling
on Saturday or Sunday with respect to Monday-Friday Employees.

(i) If such a day falls on an Enrolled Nurse or Home Care Employee's rostered
day off they shall be entitled to one and a half times the payment for their
ordinary day; or where there is mutual consent, within four weeks following
the date on which such holiday occurred the Employee may take a day and
half off in lieu or have a day and a half added to their annual leave.

(h)  Public holidays occurring during annual leave

(i) If the period during which an Employee takes paid annual leave includes a
day or part-day that is a public holiday in the place where the Employee is
based for work purposes, the Employee is taken not to be on paid annual
leave on that public holiday.

PERSONAL/CARERS LEAVE

The provisions of this clause apply to full-time and regular part-time employees (on a pro-
rata basis) but do not apply to casual employees (excepting unpaid carers leave at subclause

(d)(@)).
(a) Definitions
0] The term immediate family is defined at clause 9 of this agreement.

(i) The term allowable period of absence means five weeks in addition to the
total period of paid annual, long service or personal leave which the
employee actually receives on termination or for which they are paid in lieu.

(b)  Access to paid personal leave
(i) Paid personal leave is available to an Employee, when they are absent:
(1) due to personal illness or injury; or

(2) for the purposes of caring or supporting an immediate family or
household member who requires the Employee's care or support
because of a personal iliness, or injury, of the member; or who requires
care or support due to an unexpected emergency.

(i) The amount of personal leave to which a full-time Employee is entitled
depends on how long they have worked for the Employer and accrues as
follows:

(1)  Amount of paid personal leave

(A) An employee is entitled to the following amount of paid
personal leave:
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(iii)

(B) up to 7 hours and 36 minutes, for each month of service
in the first year of service;

(©) up to 106 hours and 24 minutes, in each year in the
second, third and fourth years of service;

(D) up to 159 hours and 36 minutes, in the fifth and following
years of service.

In respect of part-time Employees, the entitlement shall be on a pro rata basis
of time worked.

Accrual of Personal Leave

(i)

The balance of Personal Leave entitlements which have not been taken in
any year, shall be cumulative from year to year.

To the extent that this agreement provides for part days, notice, certification,
existing caps on accumulation and pro rata accruals of sick leave the
provisions shall apply to this clause.

Home Care Employees only

Where the one-day absences referred to in subclause are not taken for a
period of five years, an additional 38 hours sick leave shall be added to the
Employee's accrued entitlement.

Provided that in respect of any period of absence from employment between
engagement with one employer and another re-engagement with the same
employer, continuity of employment shall be deemed to be unbroken
provided such period of absence does not exceed five weeks in addition to
the total period of annual leave, long service leave and or personal leave
which the Home Care Employee actually receives on termination or for which
they are paid in lieu.

Personal leave to care for an immediate family or household member

(i)

(ii)

(iif)

An Employee is entitled to use, in accordance with this sub clause, any paid
personal leave including accrued leave, each year to care for members of
their immediate family or household who are ill or injured and require care or
support or who require care or support due to an unexpected emergency
subject to the conditions set out in this clause. Leave may be taken for part
of a single day. Each day or part of a day of personal leave taken in
accordance with this clause is to be deducted from the amount of personal
leave provided in this clause. Employees (including casuals) are also entitled
to a period of up to two days unpaid carer's leave for each occasion. An
Employee cannot take unpaid carer's leave during a particular period if the
Employee could instead take paid personal/carer's leave.

Where an Employee has exhausted all paid personal leave entitiements, they
are entitled to take unpaid personal leave to care for or support members of
their immediate family or household who are ill or injured and require care or
support or who require care or support due to an unexpected emergency.
The Employer and the Employee shall agree on the period. In the absence
of agreement, the Employee is entitled to take up to two days per occasion,
provided the evidentiary requirements are met.

The entitlement to use personal leave is subject to the Employee being
responsible for the care or support of the person concerned.
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(e)

The Employee must, if required by the employer, establish by production of
a medical certificate or statutory declaration, the illness or injury of the person
concerned, and that the illness or injury is such as to require care or support
by another.

In normal circumstances an Employee must not take carer's leave under this
clause where another person has taken leave to care for the same person.

The Employee must, where practicable, give the Employer:
(1)  notice prior to the absence of the intention to take leave;

(2) the name of the person requiring care and their relationship to the
employee;

(3) the reasons for taking such leave; and

(4) the estimated length of absence.

If it is not practicable for the Employee to give prior notice of absence, the Employee
must notify the employer by telephone of such absence at the first opportunity on the
day of absence.

Evidence supporting claim

(i)

(iif)

(iv)

(v)

(vi)

In the event of an Employee becoming ill or injured and certified as such by:
(1) aregistered health practitioner

(2) they shall be entitled to personal leave on full pay. Provided that any
Employee may be absent through iliness or injury for one day without
furnishing evidence of such illness or injury, on not more than three
occasions in any one year of service.

Employees are required to take all reasonable steps to advise their Employer
of their absence from duty as near as practicable to two hours before the time
they are rostered to commence duty on the day of such absence. In the case
of Employees rostered for duty prior to 11.00 a.m. on the day of such
absence, the requisite notification shall be one and a half hours before the
time rostered to commence duty on the day of such absence.

Provided that, where it is not reasonably practicable to inform the Employer
within the times specified in the preceding subclause, Employees shall inform
their employer as soon as practicable thereafter and in the case of an
Enrolled Nurse or Home Care employee, as near as practicable to, but no
later than one hour after their normal commencement time or in the case of
shifts commencing prior to 7.00 a.m., one hour before the commencement of
the shift.

Payment of sick leave shall not be withheld by an Employer until all
reasonable steps have been taken to investigate the employee's lack of
advice regarding their absence from duty. Such an investigation must provide
the employee with an opportunity to give reasons as to why notification was
not given.

The Employer shall provide and inform employees of a procedure for
notification by employees of their inability to attend work due to illness or
injury. All such notifications shall be registered, detailing the time of
notification and the name of the employee.

When taking leave to care for or support members of their immediate family
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or household who require care or support due to an unexpected emergency,
the employee must, if required by the employer, establish by production of
documentation acceptable to the employer or a statutory declaration, the
nature of the emergency and that such emergency resulted in the person
concerned requiring care or support by the employee.

Termination of Employment while on Personal Leave

No employer shall terminate the services of an employee during the currency of any
period of personal leave, with the object of avoiding obligations under this subclause.

Carer’s leave for those other than immediate family or household

The Employer may, in its discretion, grant paid carer’s leave to employees to
provide care or support for a person who is not a member of the employee's
household or who does not fall within the scope of the term 'immediate family'.
Leave taken pursuant to this clause shall be subject to the notice and evidence
requirements for personal/carer’s leave.

COMPASSIONATE LEAVE

(@)

An Employee is entitled to 2 days of compassionate leave for each occasion (a
permissible occasion) when:

0] a member of the Employee's immediate family, or a member of the
Employee's household:

(1)  contracts or develops a personal illness that poses a serious threat to
their life; or

(2) sustains a personal injury that poses a serious threat to their life; or
(3) dies.
(i) a child is stillborn, where the child would have been a member of the

Employee’s immediate family, or a member of the Employee’s household, if
the child had been born alive; or

(iii) the Employee, or the Employee’s spouse or de facto partner, has a
miscarriage.

An Employee may take compassionate leave for a particular permissible occasion if
the leave is taken:

0] to spend time with the member of the Employee’s immediate family or
household who has contracted or developed the personal illness, or
sustained the personal injury, referred to in subclause (a); or

(i) after the death of the member of the Employee’s immediate family or
household, or the stillbirth of the child referred to in subclause (a); or

(iii) after the Employee, or the Employee’s spouse or de facto partner, has a
miscarriage referred to in subclause (a).

An Employee may take compassionate leave for a particular permissible occasion
as a single continuous 2-day period; or 2 separate periods of 1 day each; or any
separate periods to which the Employee and the employer agree.

If the permissible occasion is the contraction or development of a personal iliness,
or the sustaining of a personal injury, the Employee may take the compassionate
leave for that occasion at any time while the iliness or injury persists.
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(e) If,inaccordance with this Clause, an Employee, other than a casual Employee, takes
a period of compassionate leave, the employer must pay the Employee at the
Employee's base rate of pay for the Employee's ordinary hours of work in the period.
For casual Employees, compassionate leave is unpaid leave.

(f)  If required by the Employer, proof of such death or serious illness or injury shall be
provided by the Employee to the satisfaction of the Employer.

LONG SERVICE LEAVE
(a) Entitlement

(i)
(ii)

(iif)

Employees shall be entitled to long service leave as hereinafter provided.

An Employee shall be entitled to long service leave with pay, in respect of
continuous service with the Employer in accordance with the provisions of
this Clause.

An Employee shall have the following entitlement to long service leave:

(1)  Onthe completion by the Employee of fifteen years continuous service
- six months long service leave and thereafter an additional two months
long service leave on the completion of each additional five years'
service.

(2) In addition, in the case of an Employee who has completed more than
fifteen years' service and whose employment is terminated otherwise
than by the death of the Employee, an amount of long service leave
equal to 1/30th of the period of their service since the last accrual of
entitlement to long service leave under (a)(iii)(A).

(3) In the case of an Employee who has completed at least ten years'
service, but less than fifteen years' service and whose employment is
terminated for any cause other than serious and wilful misconduct,
such amount of long service leave as equals 1/30th the period of
service.

(4) In the case of an Employee who has completed at least ten years'
service, but less than fifteen years’ service, the Employee may take
pro rata long service leave. The time such leave is taken shall be by
agreement between the Employee and the Employer having regard for
the Employer's operational requirements, save that such agreement
shall not be unreasonably withheld. In the event of any dispute over
the timing of such leave the dispute resolution procedure of this
Agreement shall apply.

(5) Taking pro-rata Long Service Leave after at least 7 years, will be
according to State based legislation.

(b)  Service entitling to leave

(i)

Subject to this subclause service shall also include all periods during which
an Employee was serving in His Majesty's Forces or was made available by
the employer for National Duty.

Where a business is transferred from one employer (the old employer) to
another employer (the new employer) an Employee who worked with the old
employer and who continues in the service of the new employer shall be
entitled to count her/his service with the old employer as service with the new
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(iif)

employer for the purposes of this clause.

For the purposes of this Clause service shall be deemed to be continuous
notwithstanding:

(1)

(2)

(13)

the taking of any annual leave or long service leave; or other paid leave
approved in writing by the employer and not covered by subclause
(b)(iii)(2) to (b)(iii)(4).

any absence from work of not more than fourteen days in any one year
on account of illness or injury or if applicable such longer period as
provided in the Personal Leave clause of this Agreement;

any interruption or ending of the employment by the employer if the
interruption or ending is made with the intention of avoiding obligations
in respect of long service leave or annual leave;

any absence on account of injury arising out of or in the course of the
employment of the Employee for a period during which payment is
made under the Accident pay clause of this Agreement.

any unpaid leave of absence of the Employee where the absence is
authorised in advance in writing by the Employer to be counted as
service;

any interruption arising directly or indirectly from an industrial dispute;

any period of absence from employment between the engagement with
one facility of the Employer and another provided it is less than the
Employee’s allowable period of absence from employment. An
Employee's allowable period of absence from employment shall be five
weeks in addition to the total period of paid annual and/or sick leave
which the Employee actually received on termination or for which was
paid in lieu;

the dismissal of an Employee, but only if the Employee is re-employed
within a period not exceeding two months after the dismissal;

any absence from work of an Employee from work for a period not
exceeding twelve months or longer as agreed under the parental leave
clause of this Agreement in respect of any pregnancy or adoption;

in the case of a Registered Nurse, any unpaid absence of not more
than 24 months for the sole purpose of undertaking a course of study
related to nursing where the written approval of the Employer is given;

any other absence of an Employee by leave of the Employer, or on
account of injury arising out of or in the course of their employment not
covered by (b)(iii)({4) of this subclause.

In calculating the period of continuous service of any Employee, any
interruption or absence of a kind mentioned in (b)(iii)(1) to (b)(iii)(5)
shall be counted as part of the period of their service, but any
interruption or absence of a kind mentioned in (b)(iii)(6) to (b)(iii)(11)
shall not be counted as part of the period of service unless it is so
authorised in writing by the employer.

The onus of proving a sufficient aggregate of service to support a claim
for any long service leave entitlement shall at all times rest upon the
Employee concerned. A Certificate in the following form shall constitute
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acceptable proof.

Certificate of Service
(Name of Institution) (Date)

This is to certify that ... (Name of Employee)
has been employed by this Institution/Society/Board for a period of
...................................................................................... (Years/Months/etc.)

Specify hereunder full details of paid or unpaid leave or
absences including periods represented by payment made in
lieu of leave on termination:

Specify hereunder full details of Long Service Leave
granted during service or on termination:

Position held: Classification Held:
Signed: (Stamp of Institution):

) The employer shall keep or cause to be kept a long service record for
each Employee, containing particulars of service, leave taken and
payments made.

Payment in lieu of on the death of an Employee

Where an Employee who has completed at least ten years’ service dies while still in
the employment of the employer, the Employer shall pay to such Employee's
personal representative a sum equal to the pay of such Employee for 1/30th of the
period of the Employee's continuous service in respect of which leave has not been
allowed or payment made immediately prior to the death of the Employee.

Payment for period of leave

(i)

Payment to an Employee in respect of long service leave shall be made in
one of the following ways:

(1)
(2)

)

in full in advance when the Employee commences their leave; or

at the same time as payment would have been made if the Employee
had remained on duty; in which case payment shall, if the Employee in
writing so requires, be made by cheque posted to a specified address;
or

in any other way agreed between the Employer and the Employee.

Where the employment of an Employee is for any reason terminated before
the Employee takes any long service leave to which they are entitled or

wh

ere any long service leave accrues to an Employee pursuant to (a)(iii)(2)
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(e)

hereof the Employee shall subject to the provisions of (d)(iii) be entitled to
pay in respect of such leave as at the date of termination of employment.

Where any long service leave accrues to an Employee pursuant (a)(i) hereof
the Employee shall be entitled to pay in respect of such leave as at the date
of termination of employment.

Where an increase occurs in the ordinary time rate of pay during any period
of long service leave taken by the Employee, the Employee shall be entitled
to receive payment of the amount of any increase in pay at the completion of
such leave.

Taking of leave

(i)

When an Employee becomes entitled to long service leave such leave shall
be granted by the employer within six months from the date of the
entitlement, but the taking of such leave may be postponed to such a date
as is mutually agreed or in default of agreement as is determined by a
member of the Fair Work Commission, provided that no such determination
shall require leave to commence before the expiry of six months from the
date of determination.

Any long service leave shall be inclusive of any public holiday or accrued day
off occurring during the period when leave is taken.

If the Employer and an Employee so agree:

(1) the first six months long service leave to which an Employee becomes
entitled under this Agreement may be taken in two or three separate
periods; and

(2) any subsequent period of long service leave to which the Employee
becomes entitled may be taken in two separate periods but save as
aforesaid long service leave shall be taken in one period.

Leave allowed before due date

(i)

The Employer may by agreement with an Employee grant long service leave
to the Employee before the entitliement to that leave has accrued, provided
that such leave shall not be granted before the Employee has completed ten
years’ service. Such a request for taking of leave before the due date shall
not be unreasonably refused, taking into account operational requirements
and already scheduled leave.

Where the Employee of an Employer who has taken long service leave in
advance is subsequently terminated for serious and wilful misconduct before
entittement to long service leave has accrued, the employer may, from
whatever remuneration is payable to the worker upon termination, deduct
and withhold an amount equivalent to the amount paid to the Employee in
respect of the leave in advance.

Definitions

(i)

For the purposes of this Clause the following definitions apply:

(1) "Pay' means remuneration for an Employee's normal weekly hours of
work calculated at the Employee's ordinary time rate of pay provided
in Appendix 1 hereof at the time the leave is taken or (if the Employee
dies before the completion of leave so taken) as at the time of their
death; and shall include the amount of any increase to the Employee's
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ordinary time rate of pay which occurred during the period of leave as
from the date such increase operates.

(2) "Month" shall mean a calendar month.

(h)  Requests for alterations to payment and quantum of leave

(i)

Notwithstanding the above, the parties agree that an Employee, by mutual
agreement with the Employer, may elect to take half of the period of their
accrued long service leave at double pay or, alternatively, double the period
of their accrued long service leave at half pay.

Applications under this clause shall be at the initiative of the Employee and
shall be in writing.

The parties recommend that Employees seek independent advice regarding
the taxation implications of seeking payment under this sub-clause. The
Employer shall not be held responsible in any way for the cost or outcome of
any such advice.

The Employer, if required by the Employee, shall provide information as to
the amount of tax the Employer intends to deduct where payment of long
service leave is sought under sub-clause (h). The Employer shall not be
responsible for the decision made by the Employee as a result of this
information.

(i)  Transition to retirement

(i)

(ii)

Notwithstanding the above, an Employee who is 60 years or older who plans
to retire in the next 24 months and who wishes to reduce their contracted
hours, can apply to preserve their accrued long service leave hours at the
number of hours currently worked for a period of not greater than 24 months.

In the event the Employee decides not to retire within 24 months, all future
long service leave taken or paid out beyond that 24 month period is paid at
the number of hours being worked at the time leave is taken.

ACCIDENT PAY

Any reference to the Workplace Injury Rehabilitation and Compensation Act 2013 (WIRC
Act) in this clause shall be deemed to include a reference to the Accident Compensation Act

1985

(@) Definitions

The words hereunder shall bear the respective definitions set out herein.

(i)

Total Incapacity

Total incapacity In the case of an Employee who is or deemed to be totally
incapacitated within the meaning of the WIRC Act and arising from an injury
covered by this Clause means a weekly payment of an amount representing
the difference between the total amount of compensation paid under the
WIRC Act for the week in question and the total 38 hour weekly rate and
weekly over Agreement payment for a day Employee which would have been
payable under this part for the Employee's normal classification of work for
the week in question if they have been performing their normal duties
provided that such latter rate shall exclude additional remuneration by way
of shift premiums, overtime payments, special rates or other similar
payments.
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Partial incapacity

In the case of an Employee who is or deemed to be partially incapacitated
within the meaning of the WIRC Act and arising from an injury covered by
this Clause means a weekly payment of an amount representing the
difference between the total amount of compensation paid under the WIRC
Act for the period in question together with the average weekly amount the
Employee is earning or is able to earn in some suitable employment or
business (as determined expressly or by implication by the Accident
Compensation Conciliation Service (as it is currently known) or as agreed
between the parties) and the total 38 hour weekly rate and weekly over-
agreement payment for a day Employee which would have been payable
under this part for the Employee's normal classification of work for the week
in question if he had been performing his normal duties provided that such
latter rate shall exclude additional remuneration by way of shift premiums,
overtime payments, special rates or other similar payments.

(1)  The total 38-hour weekly agreement rate and weekly over-agreement
payment abovementioned shall be the same as that applying for a total
incapacity provided that where an Employee receives a weekly
payment under this section and subsequently such payment is reduced
pursuant to the WIRC Act such reduction will not increase the liability
of the employer to increase the amount of accident pay in respect of
that injury.

(2) For the purposes of the calculation of the total 38-hour weekly
agreement rate and weekly over-agreement payment in (a)(i) and
(a)(ii) payments made to an Employee arising from a production
incentive earnings scheme (whether arising from a payment by results,
task or bonus scheme or however titled) shall not be taken into
account.

Payment for part of a week

Where an Employee receives accident pay and such pay is payable for
incapacity for part of the week the amount shall be direct pro rata.

Injury shall be given the same meaning and application as applying under
the WIRC Act, as amended from time to time and no injury shall result in the
application of accident pay unless an entitlement exists under the WIRC Act.

Qualification for payment

Always subject to the terms of this clause, an Employee covered by this part shall
upon receiving payment of compensation and continuing to receive such payment in
respect of a weekly incapacity within the meaning of the WIRC Act be paid accident
pay by her/his employer who is liable to pay compensation under the WIRC Act,
which said liability by the employer for accident pay may be discharged by another
person on his behalf, provided that:

(i)

Accident pay shall only be payable to an Employee whilst such Employee
remains in the employment of the employer by whom they were employed at
the time of the incapacity and then only for such period as they receive a
weekly payment under the WIRC Act. Provided that if an Employee on partial
incapacity cannot obtain suitable employment from hers/his employer but
such alternative employment is available with another employer than the
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(e)

relevant amount of accident pay shall be payable.

(1)  Provided further that in the case of the termination of employment by
an employer of an Employee who is incapacitated and who except for
such termination would be entitled to accident pay, accident pay shall
continue to apply subject to the provisions of this clause except in
those cases where the termination is due to serious and/or wilful
misconduct on the part of the Employee.

(2) In order to qualify for the continuance of accident pay on termination
an Employee shall if required provide evidence to his/her employer of
the continuing payment of weekly Employee’s compensation
payments.

Accident pay shall not apply to any incapacity occurring during the first two weeks of
employment unless such incapacity continues beyond the first two weeks and then
subject to (d) and to the maximum period of payment prescribed elsewhere herein,
accident pay shall apply only to the period of incapacity after the first two weeks.

0] Provided that as to industrial diseases contracted by a gradual process or
injuries subject to recurrence, aggravation or acceleration as provided in the
WIRC Act such injuries or diseases shall not be subject to accident pay
unless the Employee has been employed with the employer at the time of the
incapacity for a minimum period of one month.

Accident pay shall not apply in respect of any injury during the first five normal
working days of incapacity.

(i) Provided however that in the case of an Employee who contracts an
infectious disease in the course of duty and is entitled to receive workers
compensation therefore shall receive accident pay from the first day of the
incapacity.

Maximum period of payment

The maximum period or aggregate of periods of accident pay to be made by an
employer shall be a total of 39 weeks for any one injury as defined in (a)(iv)

Absences on other paid leave

An Employee shall not be entitled to payment of accident pay in respect of any period
of other paid leave of absence.

Notice of injury

An Employee upon receiving an injury for which they claims to be entitled to receive
accident pay shall give notice in writing of the said injury to her/his employer as soon
as reasonably practicable after the occurrence thereof provided that such notice may
be given by a representative of the Employee.

Medical examination

(i) In order to receive entitlement to accident pay an Employee shall conform to
the requirements of the WIRC Act as to medical examination.

(i) Where in accordance with the WIRC Act a medical referee gives a certificate
as to the condition of the Employee and her/his fitness for work or specifies
work for which the Employee is fit and such work is made available by the
employer and refused by the Employee or the Employee fails to commence
the work, accident pay shall cease from the date of such refusal or failure to
commence the work.

40



39.

(n)

Cessation of weekly payments

Where there is a cessation or redemption of weekly compensation payments under
the WIRC Act the Employer's liability to pay accident pay shall cease as from the
date of such cessation or redemption.

Civil damage claims

(i An Employee receiving or who has received accident pay shall advise her/his
employer of any action they may institute or any claim they may make for
damages. Further the Employee shall, if requested, provide an authority to
the Employer entitling the Employer to a charge upon any money payable
pursuant to any judgement or settlement on that injury.

(i) Where an Employee obtains a judgement or settlement for damages in
respect of an injury for which they have received accident pay the
Employer's liability to pay accident pay shall cease from the date of such
judgement or settlement provided that if the judgement or settlement for
damages is not reduced either in whole or part by the amount of accident
pay made by the Employer the Employee shall pay to their employer any
amount of accident pay already received in respect of that injury by which
the judgement or settlement has not been so reduced.

(iii) Where an Employee obtains a judgement or settlement for damages against
a person other than the Employer in respect of an injury for which they have
received accident pay the Employer's liability to pay accident pay shall cease
from the date of such judgement or settlement provided that if the judgement
or settlement for damages is not reduced either in whole or part by the
amount of accident pay made by the Employer the Employee shall pay to
their Employer any amount of accident pay already received in respect of
that injury by which the judgement or settlement has not been so reduced.

Insurance against liability

Nothing in this part shall require an Employer to insure against their liability for
accident pay.

Variations in compensation rates

Any changes in compensation rates under the WIRC Act shall not increase the
amount of accident pay above the amount that would have been payable had the
rates of compensation remained unchanged.

Death of an Employee
All rights to accident pay shall cease on the death of an Employee.
Commencement

This clause shall only apply in respect of incapacity arising from an injury occurring
or recurring on or after August 1975.

LEAVE TO DEAL WITH FAMIILY AND DOMESTIC VIOLENCE

(@)

(b)

This clause applies to all Employees, including casuals.

(i) For the purpose of this clause, family and domestic violence is defined at
clause 9 and ‘full rate of pay’ has the meaning set out in the Act.

Entitlement to leave
(i) An Employee is entitled to 10 days’ paid leave to deal with family and

41



(c)

(e)

domestic violence, as follows:

(1) for Full and Part-time Employees, the leave is paid at the Employee’s
full rate of pay, calculated on what the Employee would have received
had they worked the period rather than taken the leave;

(2) for a Casual Employee, the leave is paid at the Employee’s full rate of
pay, calculated on what the Employee would have received had they
worked the hours in the period for which they had been rostered. For
clarity, a Casual Employee:

(A) is taken to have been rostered to work hours in a period if the
Employee has accepted an offer by the Employer of work for
those hours;

(B) may take a period of family and domestic violence leave in
accordance with clause 39(b) that does not include hours for
which the Employee is rostered to work, however such leave
will be unpaid.

the leave is available in full at the start of each 12 month period of the
Employee’s employment; and

the leave does not accumulate from year to year;

A period of leave to deal with family and domestic violence may be less than
a day by agreement between the Employee and the Employer.

The Employer and Employee may agree that the Employee may take
additional unpaid leave to deal with family and domestic violence.

Taking leave to deal with family and domestic violence

(i)

An Employee may take leave to deal with family and domestic violence if:
(1) the Employee is experiencing family and domestic violence; and

(2) the Employee needs to do something to deal with the impact of the
family and domestic violence; and

(3) it is impractical for the Employee to do that thing outside their work
hours.

The reasons for which an Employee may take leave include arranging for the
safety of the employee or a close relative (including relocation), attending
court hearings, accessing police services, attending counselling and
attending appointments with medical, financial or legal professionals.

Service and continuity

(i)

The time an Employee is on leave to deal with family and domestic violence,
which is:

(1) paid leave — does count as service for all purposes

(2) unpaid leave - does not count as service but does not break the
Employee’s continuity of service

Notice and evidence requirements

(i)

Notice

(1)  An Employee must give the Employer notice of the taking of leave by
the Employee under this clause. The notice:

(A) must be given to the Employer as soon as practicable (which
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may be a time after the leave has started); and

(B) must advise the Employer of the period, or expected period, of
the leave.

(f)  Evidence

(i An Employee who has given the Employer notice of the taking of leave
under this clause must, if required by the Employer, give the Employer
evidence that would satisfy a reasonable person that the leave is taken
for the purpose specified in clause 39(a)(i).

(i) Depending on the circumstances such evidence may include a
document issued by the police service, a court or a family violence
support service, or a statutory declaration.

(9) Confidentiality

(i) Employers must take steps to ensure information concerning any notice an
Employee has given, or evidence an Employee has provided under clause
(f), is treated confidentially, as far as it is reasonably practicable to do so.

(i) Nothing in clause 39(g)(i) prevents the Employer from disclosing information
provided by an Employee if the disclosure is required by an Australian law or
is necessary to protect the life, health or safety of the Employee or another
person.

Note: Information concerning an Employee’s experience of family and domestic
violence is sensitive and if mishandled can have adverse consequences for the
Employee. The Employer may consult with such Employees regarding the handling
of this information.

(h) Compliance

(i) An Employee is not entitled to take leave under this clause unless the
Employee complies with its terms.

40. TERMINATION OF EMPLOYMENT
(@) Notice of termination by the employer

0] In order to terminate the employment of an Employee the employer shall give
to the Employee the following notice:

(1) Registered Nurses

Period of continuous service Period of Notice
Less than 3 years 2 weeks
3 years but less than 5 years 3 weeks
5 years and over 4 weeks

(2) Enrolled Nurses, Aged Care and Home Care Employees

Period of continuous service Period of Notice
Less than 1 year 1 week

1 year but less than 3 years 2 weeks

3 years but less than 5 years 3 weeks
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5 years and over 4 weeks

In addition to the notice in (a)(i) hereof, Employees over 45 years of age at
the time of the giving of the notice with not less than two years' continuous
service, shall be entitled to an additional week's notice.

Paymentin lieu of the notice prescribed in (a)(i)(1) and/or (a)(i)(2) hereof shall
be made if the appropriate notice period is not given. Provided that
employment may be terminated by part of the period of notice specified and
part payment in lieu thereof.

The required amount of payment in lieu of notice must equal or exceed the
total of all amounts that, if the Employee's employment had continued until
the end of the required period of notice, the employer would have become
liable to pay to the Employee because of the employment continuing during
that period. That total must be calculated on the basis of:

(1) the Employee's ordinary hours of work (even if not standard hours);
and

(2) the amounts ordinarily payable to the Employee in respect of those
hours, including (for example) allowances, loading and penalties; and

(3) any other amounts payable under the Employee's contract of
employment.

The period of notice in this clause does not apply:
(1) in the case of dismissal for serious misconduct;

(2) to Employees engaged for a specific period of time or for a specific
task or tasks;

(3) to trainees whose employment under a traineeship agreement or an
approved traineeship is for a specified period or is, for any other
reason, limited to the duration of the agreement; or

(4) to casual Employees.

For the purposes of this clause, continuity of service shall be calculated in
the manner prescribed in the Long Service Leave clause of this Agreement.

In circumstances where the Employee is terminated, the Employer shall pay
all accrued entitlements, including any notice period paid in lieu or unpaid
wages, within 5 business days of the Employee’s last working day with the
Employer.

Notice of termination by the Employee

(i)

(ii)

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.

Subject to financial obligations imposed on the employer by an Act, if an
Employee fails to give notice the employer shall have the right to withhold
wages due to the Employee that is no more than one week of the Employee’s
wages.

Time off work during notice period

Where an employer has given notice of termination to an Employee, an Employee
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shall be allowed up to one day's time off without loss of pay for the purpose of seeking
other employment. The time off shall be taken at times that are convenient to the
Employee after consultation with the employer.

QUALIFICATION ALLOWANCE - REGISTERED NURSES

A Registered Nurse will be entitled to a qualification allowance set out below, subject to the
following:

(@)

(b)

A Registered Nurse holding more than one qualification is only entitled to one
qualification allowance, being the allowance for the highest qualification held. It must
be demonstrated that the qualification is relevant to home care.

In considering whether a component of the qualification is relevant, the nature of the
qualification and the current area of practice of the qualification holder are the main
criteria. Other considerations may include:

(i) the clinical or other area of work of the Registered Nurse;
(i) the classification and position description of the Registered Nurse;

(iii) whether the qualification would assist the Registered Nurse in performing her
or his role and/or assist in maintaining quality patient care.

'Base rate' under this clause shall be defined as the weekly rate applicable to an
Employee of Registered Nurse Pay Level 1.

A Registered Nurse claiming entitlement to a qualification allowance must provide to
the Employer evidence of that Registered Nurse holding the qualification for which
the entitlement is claimed. Payment shall be from the first pay period on or after
evidence of the qualification is submitted to the Employer or the date the qualification
is obtained, whichever is the later.

For the avoidance of doubt, a qualification allowance cannot be claimed by a
Registered Nurse in respect of that Employee's base qualification leading to
registration as a Registered Nurse with the exception of:

(i) An Honours degree
(i) A Masters degree
(iii) A Doctorate

Certificates obtained from training or education facilities (e.g. infection control
certificates from the Mayfield Centre) shall be recognized provided that the programs
are equivalent to a University/Graduation certificate and the training/education facility
verifies that in writing.

A Registered Nurse who holds a Hospital Certificate or Graduate Certificate (or
equivalent) shall be paid in addition to their salary, 4.0% of base rate.

A Registered Nurse who holds a Post-Graduate Diploma or a Degree (or equivalent)
(other than a nursing undergraduate degree), an honours degree or a double degree,
shall be paid, in addition to her or his salary, 6.5% of base rate.

A Registered Nurse who holds a Masters (including a Masters degree completed
prior to, or that leads to registration) shall be paid, in addition to their salary, 7.5% of
base rate.

A Registered Nurse who holds a Doctorate shall be paid, in addition to their salary,
8.5% of base rate.
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(k)

The above allowances are to be paid during all periods of leave except sick leave
beyond 21 days in any twelve-month period and long service leave. In the case of
annual leave1 these allowances are added to those components detailed at clause
24. For the avoidance of doubt, the Employee would not receive the allowance in
addition to leave loading.

The allowance is to be paid on a pro-rata basis for all non-full-time Employees,
including casuals.

QUALIFICATION ALLOWANCE - ENROLLED NURSES

An Enrolled Nurse will be entitled to a qualification allowance as set out below:

(@)

(d)

(e)

An Enrolled Nurse who holds a certificate or qualification or component of a
qualification (which is in addition to the minimum qualification held by the nurse for
registration by the Nursing and Midwifery Board of Australia) in which it is
demonstrated that a component (at least) is applicable to her/his area of practice
and/or work shall be paid the following allowance:

(i) a certificate or qualification (or at least three certificates of attainment for units
of competency from the Diploma or Advanced Diploma totalling a minimum
of 280 nominal classroom hours (or a course of twelve months duration) - at
the rate of 7.5% of their applicable pay point as prescribed in Appendix 1.

Any enrolled nurse claiming entitlements to a qualification allowance must provide
the employer with evidence of that enrolled nurse holding the certificate/s or
qualification for which the entitlement is claimed. Payment shall be from the first pay
period on or after evidence of the qualification is submitted to the employer or the
date the qualification is obtained, whichever is the latter.

For the avoidance of doubt, a qualification allowance cannot be claimed by an
Enrolled Nurse in respect of that person’s base qualification leading to registration
as an Enrolled Nurse,.

The qualification allowance is to be paid during all periods of leave except sick leave
beyond 21 days in any twelve-month period and long service leave. In the case of
annual leave, this allowance is to be added to those components detailed at clause
25. For the avoidance of doubt, the Employee would not receive the allowance in
addition to leave loading.

The allowance is to be paid on a pro-rata basis for non full-time Employees.

VEHICLE ALLOWANCE

(@)

(b)

Travel allowance is payable where the Employee is using their own car where
carrying out client care as specified in the Employer's care plan for a client or other
duties as specified in the Employee's position description.

An Employee seeking reimbursement for travel will submit a claim, which must be
authorised by the immediate supervisor within 14 days of travel being incurred. The
Employer will not pay a travel allowance for unauthorised travel.

From the commencement of this Agreement the travel allowance will be retained at
$0.96 per km or the SCHADS mileage rates as adjusted from time to time, whichever
is the greater.

Vehicle allowance payment will be payable from the first client to the last client.

If the distance between the Employee’s home and their first and last place of work is
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greater than 20 kilometres, then the Employee will be reimbursed at the travel
allowance set out at subclause (c) above per kilometre for every kilometre travelled
in excess 20 kilometres in each direction. The exception to this is:

(i where an office-based Employee lives more than 20 kilometres from the
office and the office is the first place of work; or

(i) Where an Employee's home location is outside Greater Melbourne, the
Employee will not be entitled to the allowance in subclause (e) without
express written approval from their manager.

UNIFORM AND LAUNDRY ALLOWANCE

(@)

(b)

Employees required by the Employer to wear uniforms will be supplied with an
adequate number of uniforms appropriate to the occupation free of cost to
Employees. Such items are to remain the property of the Employer.

Instead of the provision of such uniforms, the Employer may pay such Employee a
uniform allowance at the rate set out in Appendix 1 per shift or part thereof on duty
or set out in Appendix 1 per week, whichever is the lesser amount. Where such
Employee's uniforms are not laundered by or at the expense of the Employer, the
Employee will be paid a laundry allowance set out in Appendix 1 per shift or part
thereof on duty or set out in Appendix 1 per week, whichever is the lesser amount.

The uniform allowance, but not the laundry allowance, will be paid during all
absences on paid leave, except absences on long service leave and absence on
personal/carer's leave beyond 21 days. Where, prior to the taking of leave, an
Employee was paid a uniform allowance other than at the weekly rate, the rate to be
paid during absence on leave will be the average of the allowance paid during the
four weeks immediately preceding the taking of leave.

Where an Employer requires a Home Care Employee to wear rubber gloves or
special clothing and/or where safety appliances are required for the work performed
by an Employee, the Employer must reimburse the Employee for the cost of
purchasing such special clothing or safety equipment. The provisions of this clause
do not apply where the special clothing or safety equipment is paid for by the
Employer.

HIGHER DUTIES

(@)

A Registered Nurse engaged in any one day or shift for more than two hours on
duties carrying a higher rate than the classification in which they are ordinarily
employed shall be paid for the full day or shift at the minimum rate for that higher
classification but if so engaged for two hours or less only the time so worked shall
be paid for at that higher rate.

A Home Care Employee engaged in any duties carrying a higher rate than the
classification in which they are ordinarily employed in any one day or shift shall be
paid at the higher rate for:

0] the time so worked for two hours or less; or

(i) the full day or shift where the time so worked exceeds two hours.

SHIFT ALLOWANCES

(@)

Registered and Enrolled Nurses
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(i In addition to any other rates prescribed elsewhere in this part of this
Agreement an Employee whose rostered hours of ordinary duty finish
between 6.00p.m. and 8.00a.m. or commence between 6.00p.m. and
6.30a.m. shall be paid an amount equal to 2.5% of the relevant Base Rate
set out at Appendix 1 per rostered period of duty.

(i) Provided that in the case of an Employee working on any rostered hours of
ordinary duty, finishing on the day after commencing duty or commencing
after midnight and before 5.00a.m. they shall be paid an amount equal to 5%
of the relevant Base Rate set out at Appendix 1 per rostered period of duty.

Home Care Employees

(i An Employee who works an afternoon shift will be paid a loading of 12.5% of
their ordinary rate of pay for the whole of such shift.

(i) An Employee who works a night shift will be paid a loading of 15% for their
ordinary rate of pay for the whole of such shift.

MEAL ALLOWANCE

(@)

(b)

An Employee shall be supplied with a meal where the Employer has her/his own
cooking and dining facilities. In exceptional circumstances, where a meal cannot be
provided, a meal allowance shall be paid in addition to any overtime payment as
follows:

(i When required to work overtime work on any shift exceeding one hour - see
Appendix 1. Provided that where such overtime work exceeds 4 hours a
further meal allowance as set out in Appendix 1 shall be paid.

(i) When required to work more than 5 hours overtime on a Saturday or a
Sunday or more than 5 hours by a shift worker on his/her rostered day off -
as per Appendix 1 and a further amount set out in Appendix 1 when required
to work more than 9 hours on such day.

(iii) These foregoing provisions shall not apply when an Employee could
reasonably return home for a meal within the period allowed.

The above rates shall be adjusted in accordance with the percentage wage increases
provided for under this Agreement.

JURY SERVICE

(@)

(b)

An Employee other than a casual Employee, required to attend for jury service during
their ordinary working hours shall be reimbursed by the Employer an amount equal
to the difference between the amount paid in respect of their attendance for such jury
service and the amount of ordinary salary they would have received in respect of the
ordinary time they would have worked had they not been on jury service.

An Employee shall notify their Employer as soon as possible of the date upon which
they are required to attend for jury service. Further the Employee shall give their
Employer proof of their attendance at the court, the duration of such attendance and
the amount received in respect of such jury service.

REDUNDANCY

Discussion before Termination
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(@)

Where the Employer has made a definite decision that the Employer no longer
wishes the job the Employee has been doing 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.

The discussions shall take place as soon as is practicable after the Employer has
made a definite decision which will invoke the provision of paragraph (a) and shall
cover, inter alia, any reasons for the proposed terminations, measures to avoid or
minimise the terminations and measures to mitigate any adverse effects of any
terminations on the Employees concerned.

For the purposes of the discussion the Employer shall, as soon as practicable,
provide in writing to the Employees concerned, all relevant information about the
proposed terminations including the reasons for the proposed terminations, the
number and categories of Employees likely to be affected, and the number of
workers normally employed and the period over which the terminations are likely to
be carried out. Provided that the Employer shall not be required to disclose
confidential information, the disclosure of which would be inimical to the Employer's
interests.

Transfer to lower paid duties

(d)

Where an Employee is transferred to lower paid duties for reasons set out in
paragraph (a) the Employee shall be entitled to the same period of notice of transfer
as they would be entitled to if their 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 rates for the number of weeks’ notice still owing.

Severance pay

(e)

In addition to the period of notice prescribed for termination, an Employee whose
employment is terminated for reasons set out in paragraph (a) shall be paid the
following amount of severance pay in respect of a period of continuous service.

Period of continuous service Severance pay

Less than 1 year Nil

1 year and less than 2 years 4 weeks’ pay*
2 years and less than 3 years 6 weeks’ pay
3 years and less than 4 years 7 weeks’ pay
4 years and less than 5 years 8 week’s pay
5years and less than 6 years 10 weeks’ pay
6 years and less than 7 years 11 weeks’ pay
7 years and less than 8 years 13 weeks’ pay
8 years and less than 9 years 14 weeks’ pay
9 years and over 16 weeks’ pay

Definitions

(f)

"Week's pay" means the ordinary time rate of pay for the Employee concerned.
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Employee leaving During Notice Period

(g) An Employee whose employment is terminated for reasons set out in paragraph (a)
may terminate her/his employment during the period of notice and, if so, shall be
entitled to the same benefits and payments under this clause had they remained with
the employer until the expiry of such notice. Provided in such circumstances the
Employee shall not be entitled to payment in lieu of notice.

Alternative Employment

(h)  Where the Employer offers the Employee acceptable alternative employment no
severance payment is payable in accordance with the provisions of the Fair Work
Act 2009.

Time off Period of Notice

(i) During the period of notice of termination given by the Employer an Employee shall
be allowed up to one day1s time off without loss of pay during each week of notice
for the purpose of seeking other employment.

() 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, produce proof of attendance at an interview or they shall
not receive payment for the time absent.

(k)  For this purpose, a statutory declaration will be sufficient.
Employees with Less Than One Year's Continuous Service

() This clause does not apply to Employees with less than one year's continuous
service.

Employees Exempted

(m) This clause shall not apply where employment has been terminated because the
conduct of an Employee justifies instant dismissal or in the case of casual
Employees, or Employees engaged for a specific period of time or for a specified
task or tasks.

SALARY PACKAGING

(@) By agreement with the Employee, an Employee's rate of pay specified in this
Agreement may be salary packaged.

(b)  The Employee shall compensate the Employer from within their base remuneration
for any FBT incurred as a consequence of any salary packaging arrangement the
Employee has entered into. Where the Employee chooses not to pay any of the costs
associated with their salary packaging, the Employer may cease the Employee's
salary packaging arrangements.

(c) The parties agree that in the event that salary packaging ceases to be an advantage
to the Employee (including as a result of subsequent changes to FBT legislation),
the Employee may elect to convert the amount packaged to salary. Any costs
associated with the conversion to salary shall be borne by the Employee and the
Employer shall not be liable to make up any benefit lost as a consequence of an
Employee's decision to convert to salary.

(d) The Employee shall be responsible for all costs associated with the administration of
their salary packaging arrangements, provided that such costs shall be confined to
reasonable commercial charges as levied directly by the external salary packaging
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provider and/or in-house payroll service (as applicable), as varied from time to time.

The parties recommend to Employees who are considering salary packaging that
they seek independent financial advice. The Employer shall not be held responsible
in any way for the cost or outcome of any such advice and furthermore, the parties
agree that the Employee shall pay for any costs associated with salary packaging.

Superannuation contributions paid by the Employer into an approved Fund will be
calculated on the Employee's pre-packaged rate of pay.

ON CALL ARRANGEMENTS

(@)

Home Care Case Managers are entitled to time in lieu at the rate of one day's leave
for each week of On Call duty. Both parties will endeavour to facilitate the Case
Manager taking the leave upon the completion of the on-call period, given the
provision of seven days' notice; and the selection of mutually suitable leave period.
If this is not practicable this entitlement will be payable to the Case Manager. This
entitlement of one days leave for each week of On Call duty will also be payable to
the Case Manager upon termination of employment if the entittement has not been
otherwise taken.

Notwithstanding the entitlement set out above:

0] Where one (1) public holiday falls during an on-call week then the Case
Manager will be entitled to time in lieu paid at 1.5 times the normal rate

(i) Where two (2) or more public holidays fall in the on-call week then the
entitlement will be paid at 2x the normal rate (or 2 days in lieu where this is
possible)

An Employee who is required to be on-call and who is recalled to work at the
workplace will be paid for a minimum of 3 hours’ work at the appropriate overtime
rate.

TELEPHONE ALLOWANCE

The Employer shall provide an Employee with a mobile phone where such Employee is
required to be on call.

PAID EMERGENCY SERVICES LEAVE

(@)

At the discretion of the Employer, whose discretion will be exercised on the basis of
operational requirements and what is reasonable in a particular circumstance, the
Employer will facilitate an Employee who is a member of a voluntary emergency
relief organisation such as the, Country Fire Authority, Red Cross, St John
Ambulance and the State Emergency Service to be released from duty to engage in
a voluntary emergency management activity (as defined in the Fair Work Act).

In each case the Employee must provide prior notice of such attendance (unless this
is not practicable due to the nature of the emergency) and a letter from the relevant
emergency service specifying the date and nature of the emergency and confirming
the Employee’s attendance was required.

Payment for such attendance shall be restricted to a maximum of three shifts per
annum (non-cumulative), at the Employee’s ordinary base rate of pay. Casual
Employees shall not be entitled to payment under this sub-clause, but shall still have
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the right to be absent from work subject to complying with the above notice and
evidence requirements.

WORKLOAD MANAGEMENT

(@) The parties to this Agreement acknowledge that Employees and management have
a responsibility to maintain a balanced workload and recognise the adverse effects
that excessive workloads may have on Employee/s and the quality of care.

(b) To ensure that Employee concerns involving excessive workloads are effectively
dealt with by Management the following procedures should be applied:

0] In the first instance, Employee/s should discuss the issue with their
immediate supervisor and, where appropriate, explore solutions.

(i) If a solution still cannot be identified and implemented, the matter should be
referred to the Manager or equivalent for further discussion and possible
consultation with specialist leads such as Human Resources, WHS, Clinical
or other as required to determine a solution.

(iii) The outcome of the discussions at each level and any proposed solutions
should be recorded and fed back to the affected Employees.

(c) Management will respond at staff meetings to all workload matters that have been
recorded and will outline actions that have been taken in respect to those specific
issues.

(d) If the issue is still unresolved, the Employee/s may advance the matter through
Clause 11 - Dispute Resolution Procedure.

POLICE CHECKS

The Employer will pay for the relevant police checks and the documentation will remain the
property of the Employer.

MAXIMUM TERM CONTRACTS

Subject to the requirements and limitations under the Act, maximum term contracts of
engagement will only be used for genuine maximum term arrangements. 'Genuine maximum
term arrangements' include, but are not limited to, employment in graduate nurse positions,
traineeships, replacement of Employees on birth-related or adoption leave, long term Work
Cover, parental leave or long service leave, employment in special projects, re-fresher
courses, supervised practise for re-registration and post-graduate training.

NOTICEBOARD

The Employer shall make available a Notice Board (which may be via electronic means) in
the work location accessible to Employees, for the purposes of local Employee union
delegates posting information relating to the observance, application and operation of the
Agreement.

FLEXIBILITY ARRANGEMENT

(a) An Employer and Employee covered by this enterprise agreement may agree to
make an individual flexibility arrangement to vary the effect of the agreement if:
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(i the agreement deals with 1 or more of the following matters:
(1) arrangements about when work is performed;
(2) overtime rates;
(3) penalty rates;
(4) allowances;
(5) leave loading; and

(i) the arrangement meets the genuine needs of the Employer and Employee in
relation to 1 or more of the matters mentioned in paragraph (i); and

(iii) The Employer and the individual Employee must have genuinely made the
agreement without coercion or duress.

The Employer must ensure that the terms of the individual flexibility arrangement:
(i) are about permitted matters undersection 172 of the Fair Work Act 2009, and
(i) are not unlawful terms under section 194 of the Fair Work Act 2009; and

(iii) result in the Employee being better off overall than the Employee would be if
no arrangement was made.

The Employer must ensure that the individual flexibility arrangement:
0] is in writing; and
(i) includes the name of the Employer and Employee; and

(iii) is signed by the Employer and Employee and if the Employee is under 18
years of age, signed by a parent or guardian of the Employee; and

(iv) includes details of:

(1) the terms of the enterprise agreement that will be varied by the
arrangement; and

(2) how the arrangement will vary the effect of the terms; and

(3) how the Employee will be better off overall in relation to the terms and
conditions of their employment as a result of the arrangement; and

(V) states the day on which the arrangement commences.

The Employer must give the Employee a copy of the individual flexibility arrangement
within 14 days after it is agreed to.

The Employer or Employee may terminate the individual flexibility arrangement:

(i) by giving no more than 28 days written notice to the other party to the
arrangement; or

(i) if the Employer and Employee agree in writing - at any time.

EDUCATION AND PROFESSIONAL DEVELOPMENT

The Employer shall ensure that operating budgets make reasonable provision for the
ongoing professional development of Nursing and Home Care staff. The Employer will
encourage staff to attend relevant seminars and conferences on a regular basis. Costs may
be either shared or paid for in total by the Employer or release from work provided at the
discretion of the Employer.

(@)

Education and Training
(i All Employees have a responsibility to maintain and upgrade their skills
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(iif)

commensurate with the requirements of their position. In particular every
Employee must attend training required to meet statutory responsibilities
including but not limited to fire and emergency training, manual handling
training, infection control, food handling provided by the Employer in each
twelve-month period or as required.

Where the Employee attends compulsory training other than during the
course of a rostered shift, the minimum payment shall be the length of the
training or two (2) hours whichever is the greater, where the training has been
scheduled at the start or finish of a shift for which the Employee is rostered.

Attendance at any training course other than those referred to above may be
supported by the Employer in accordance with specific policy initiatives. In
particular, the parties acknowledge that it is highly desirable for Employees
to attend training provided by the Employer.

Where the Employer has implemented or is participating in a no lift training
program every Employee must attend the training required.

Where Royal Freemasons requires an Employee to attend any education or
training sessions or mandatory meetings which requires the Employee to
travel further than 20 kilometres from home in order to attend, the employer
will pay the applicable kilometre allowance for all kilometres occurred over
the initial 20 kilometres.

Study/Examination Leave

(i)

Employees who wish to undertake external education courses, which are
relevant to their work, and career development will be released from work,
subject to the Employer's operational requirements.

Employees who wish to enrol in ongoing courses should discuss the matter
with their manager. In considering whether to grant release from work, the
Employer shall consider the relevance of the study to the Employee's
employment and the effect on operations in granting the leave.

Study Leave shall be taken at a time that is mutually agreed between the
Employer and the Employee. The Employer shall not unreasonably withhold
approval for such leave.

Full time and Part Time Employees shall be entitled to up to 4 days pro-rata
study / examination leave per annum for the purpose of attending approved
training courses, conferences or examinations in a relevant course of study
conducted by a recognised institution. Leave entitlements pursuant to this
clause shall not accumulate from year to year.

Entitlement to Study/Examination Leave shall be granted for studies, which
are directly relevant to employment. On application, the Employer may meet
the upfront course fees for further education by up to $500 per annum.

On application, the Employer may meet up front course fees for further
education with a repayment over time arrangement at no additional cost to
the Employee. The Employer reserves the right to deduct the balance to be
repaid to the Employer from the Employee's entitiements upon termination in
accordance with s324(1)(b) of the Fair Work Act 2009.
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BUDDY ALLOWANCE

Buddy allowance is payable to home care staff, when an existing staff member is allocated
to double with a new staff member for on-road orientation. The Buddy Allowance shall be
10% of the Base Rate for the hours allocated to carry out the specific tasks designated.

HEAT ARRANGEMENTS

(@) Where work continues for more than two hours in temperatures exceeding 46
degrees Celsius home care Employees shall also be entitled to twenty minutes rest
after every two hours work without deduction of pay.

(b) It shall be the responsibility of the Employer to ascertain the temperature.

CLIENT EXPENSES

Where an Employee is required to spend their own money to cover expenses relating to a
client (e.g. parking costs) and there is prior agreement of the client to reimburse Royal
Freemasons in relation to the expenses, the Employee will be reimbursed the cost of such
expenses. In the first instance, Employees are to submit a payment requisition for payment
approval as per company policy and procedure. All approved reimbursements will then be
paid to the Employee in the next applicable pay cycle.

REIMBURSEMENT OF EXCESS

Where an Employee is involved in an at fault accident while transporting a client resulting in
a requirement to pay excess on their motor vehicle insurance, Royal Freemasons will
reimburse such Employee (on receipt of evidence of the expenditure) the cost of the excess
up to a maximum excess of $800. This does not apply where the Employee has engaged in
any behaviour or activity which would void insurance liability.

OCCUPATIONAL HEALTH AND SAFETY

(@) This clause shall be read and interpreted in conjunction with the OH&S Act 2004.
The Employer and its Employees will take a pro-active approach to:

(b) The prevention and management of workplace injuries to the highest level of
protection possible in the circumstances and to the achievement of a reduction in
workplace injuries through the implementation of risk management system
incorporating hazard identification, risk assessment and control and safe work
practices.

(c) The Employer and its Employees recognizes that consultation with Employees and
their representatives is crucial to achieving a healthy and safe work environment and
will consult with Employees and their representatives around matters relating to
health and safety in the workplace.

(d) This Agreement recognises that hazards include but are not limited to:
(i Occupational Violence and Aggression
(i) Work-related stress
(iii) Manual Handling
(

iv) Bullying, workplace stress and fatigue
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606.

V) Unsafe design and layout of workplaces
Vi) Slips, trips and falls

(
(
(vii)  Risk associated with driving vehicles as part of employment
(viii)  Working alone and,

(

ix) Hazardous substances.

CEREMONIAL LEAVE

(@)

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

FLEXIBLE WORKING ARRANGEMENT REQUEST

(@)

(b)

Employees are entitled to request flexible working arrangements in accordance with
the provisions of the NES.

Employees who have worked for the Employer for at least 12 months can request
flexible working arrangements if they:

(i) are the parent, or have responsibility for the care, of a child who is school
aged or younger;

i) are a carer (under the Carer Recognition Act 2010 (Cth));
iii) have a disability;

(

(

(iv) are 55 years of age or older;

(v) are experiencing family or domestic violence; or
(

Vi) provide care or support to a member of their household or immediate family
who requires care and support because of family or domestic violence.

The Employee is not entitled to make the request unless:

(i) for an Employee (other than a casual Employee) — the Employee has
completed at least 12 months of continuous service with the Employer
immediately before making the request; and

(i) for a casual Employee — the Employee:

(1) is a long term casual Employee of the Employer immediately before
making the request; and

(2) has a reasonable expectation of continuing employment by the
Employer on a regular and systematic basis.

The request must:
(i) be in writing; and
(i) set out details of the change sought and of the reasons for the change.

The Employer must give the Employee a written response to the request within 21
days, stating whether the Employer grants or refuses the request.
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WORKPLACE DELEGATES

(@)

This cause provides for the exercise of the rights of workplace delegates set out in
section 350C of the Act.

NOTE: Under section 350C(4) of the Act, the employer is taken to have afforded a

workplace delegate the rights mentioned in section 350C(3) if the employer has

complied with this clause.

In this clause:

(ii)

(iif)

employer means the employer of the workplace delegate;

delegate’s organisation means the employee organisation in
accordance with the rules of which the workplace delegate was
appointed or elected; and

eligible employees means members and persons eligible to be
members of the delegate’s organisation who are employed by the

employer in the enterprise.

(c) Before exercising entitlements under this clause, a workplace delegate must give
the employer written notice of their appointment or election as a workplace delegate.
If requested, the workplace delegate must provide the employer with evidence that
would satisfy a reasonable person of their appointment or election.

(d)  An employee who ceases to be a workplace delegate must give written notice to the
employer within 14 days.

(e) Right of representation

(i) A workplace delegate may represent the industrial interests of eligible
employees who wish to be represented by the workplace delegate in
matters including:

(1)

()

(6)

consultation about major workplace change, subject to and in
accordance with the provisions of clause 10 of this Agreement;

consultation about changes to rosters or hours of work, subject to
and in accordance with the provisions of clause 10 of this Agreement;

resolution of disputes, subject to and in accordance with the
provisions of clause 11 of this Agreement;

disciplinary processes, in accordance with the Employer’s procedure;

enterprise bargaining where the workplace delegate has been
appointed as a bargaining representative under section 176 of
the Act or is assisting the delegate’s organisation with enterprise
bargaining; and

any process or procedure within the enterprise agreement or policy of
the employer under which eligible employees are entitled to be
represented and which concerns their industrial interests.

(f)  Entitlement to reasonable communication

0] A workplace delegate may communicate with eligible employees for
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(ii)

the purpose of representing their industrial interests under clause (e).
This includes discussing membership of the delegate’s organisation
and representation with eligible employees.

A workplace delegate may communicate with eligible employees
during working hours or work breaks, or before or after work.

(g) Entitlement to reasonable access to the workplace and workplace facilities

(i)

The employer must provide a workplace delegate with access to or
use of the following workplace facilities:

(1) aroom or area to hold discussions that is fit for purpose, private and
accessible by the workplace delegate and eligible employees;

(2) a physical or electronic noticeboard;

(8) electronic means of communication ordinarily used in the workplace
by the employer to communicate with eligible employees and by
eligible employees to communicate with each other, including access
to Wi-Fi;

(4) alockable filing cabinet or other secure document storage area; and

(5) office facilities and equipment including printers, scanners and
photocopiers.

The employer is not required to provide access to or use of a
workplace facility under clause (g)(i) if:
(1) the workplace does not have the facility;

(2) due to operational requirements, it is impractical to provide access to
or use of the facility at the time or in the manner it is sought; or

(3) the employer does not have access to the facility at the enterprise
and is unable to obtain access after taking reasonable steps.

(h) Entitlement to reasonable access to training

(i)

The employer must provide a workplace delegate with access to up
to 5 days of paid time during normal working hours for initial training
and at least one day each subsequent year, to attend training related
to representation of the industrial interests of eligible employees,
subject to the following conditions:

(1) In each year commencing 1 July, the employer is not required to
provide access to paid time for training to more than one workplace
delegate per 50 eligible employees.

(2) The number of eligible employees will be determined on the day a
delegate requests paid time to attend training, as the number of eligible
employees who are:

(A) full-time or part-time employees; or
(B) regular casual employees.
Payment for a day of paid time during normal working hours is

payment of the amount the workplace delegate would have been paid
for the hours the workplace delegate would have been rostered or
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required to work on that day if the delegate had not been absent from
work to attend the training.

(iii) The workplace delegate must give the employer not less than 5
weeks’ notice (unless the employer and delegate agree to a shorter
period of notice) of the dates, subject matter, the daily start and finish
times of the training, and the name of the training provider.

(iv) If requested by the employer, the workplace delegate must provide
the employer with an outline of the training content.

(v) The employer must advise the workplace delegate not less than 2
weeks from the day on which the training is scheduled to commence,
whether the workplace delegate’s access to paid time during normal
working hours to attend the training has been approved. Such approval
must not be unreasonably withheld.

(vi) The workplace delegate must, within 7 days after the day on which
the training ends, provide the employer with evidence that would
satisfy a reasonable person of their attendance at the training.

Exercise of entitlements

(i A workplace delegate’s entitlements under this clause are subject to
the conditions that the workplace delegate must, when exercising
those entitlements:

(1) comply with their duties and obligations as an employee;

(2) comply with the reasonable policies and procedures of the employer,
including reasonable codes of conduct and requirements in relation to
occupational health and safety and acceptable use of ICT resources;

(3) not hinder, obstruct or prevent the normal performance of work; and
(4) not hinder, obstruct or prevent eligible employees exercising their
rights to freedom of association.

(i) This clause does not require the employer to provide a workplace
delegate with access to electronic means of communication in a way
that provides individual contact details for eligible employees.

(iii) This clause does not require an eligible employee to be represented
by a workplace delegate without the employee’s agreement.
NOTE: Under section 350A of the Act_, the employer must not:

o unreasonably fail or refuse to deal with a workplace delegate; or

o knowingly or recklessly make a false or misleading
representation to a workplace delegate; or

° unreasonably hinder, obstruct or prevent the exercise of the
rights of a workplace delegate under the Act or this clause
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SCHEDULE 1- EMPLOYMENT CLASSIFICATIONS
REGISTERED NURSE

The duties of a Registered Nurse will substantially include, but are not confined to, delivering
direct and comprehensive nursing care including advice/consultation.

Pay Level 1- First year of experience with the Employer;
Pay Level 2 - Second year of experience with the Employer;
Pay Level 3 -Third year of experience with the Employer and thereafter;

ENROLLED NURSE CLASSIFICATIONS

A.

Pay Point Progression -General

Each Enrolled Nurse shall progress to the next Pay Point (between Pay Points 1 to 5
inclusive) on their anniversary date, subject only to completion of the training required for
progression at each Pay Point and the completion of a year of experience (as defined).

An Enrolled Nurse will be notified by the Employer at least two months prior to the
Employee's anniversary date to apply for Pay Point progression and in addition:

(a) Where courses of study / training relevant to progression are undertaken
externally to the

Employer, the Employee must provide evidence of the successful completion of
that study.
(b) A new Employee shall provide, as far as practicable, documentation that supports

claims of previous experience or courses of study/in-service training since
registration. A Training Certificate (or equivalent) or, where a previous Employer
refuses to provide such information, a statutory declaration shall suffice.

Upon an Employee's anniversary date, progression may only be deferred or refused by the
Employer if the Employee has not completed the required training for the next Pay Point.

Deferral or refusal must not be unreasonably or arbitrarily imposed by the Employer. It will
be considered unreasonable to defer or refuse if the Employer has refused to provide
training and/or opportunities to work in practice settings in the Employer's establishment.

Where the Employer proposes to defer or refuse progression on the anniversary date
because the Employee has not completed the required training, the Employer shall notify
the Employee in writing at least eight weeks prior to the anniversary of the following:

(i) The anniversary date

(i) The amount of training on file,

(iii) The amount of training required for progression, and

(iv) Upcoming in-service training.

Where an Employee who has been deferred or refused progression undertakes additional
training and meets the criteria for progression, the Employee shall progress to that pay
point from:
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10.

(a) In the case of in-service training, the date the training is completed, or
(b) In the case of external training, the date on which the evidence of satisfactory

completion of the training is submitted to the Employer.
An Employee may appeal a deferral or refusal under the Avoidance of Industrial Disputes
and Grievances of this Agreement. Where an appeal results in the revocation of the
Employer's decision (either by decision of Fair Work Commission or the agreement of the
parties), Pay Point progression shall be deemed to operate and be payable from the
Employee's anniversary date.

Where circumstances have changed such that it is accepted that the Employee satisfies
the terms of the next Pay Point (as defined) this sub-clause shall not prevent:
(YA review, initiated by either the Employer or Employee (or their nominated
representatives) of the deferral or refusal; and/or
(i) The lifting of the deferral or refusal at and operative from such date;

All relevant training, experience and skills in any workplace as a Division 2 Registered
Nurse, other than such experience predating a break of five or more consecutive years,
shall be counted for the purpose of assigning a Pay Point to new Employees except that
regard will not be had to an Employee' s Pay Point with a previous Employer to the extent
it was not referable to the Employee's training, experience and skill.

Part time Employees shall progress in accordance with the requirements of full-time
Employees.

Year of practical experience - for the purpose of this clause shall mean full-time service
following registration as a Division 2 Nurse provided that an Employee who has worked on
average less than 24 hours per week or three shifts per week in a year shall be required to
work a further twelve months before becoming eligible for advancement to the next Pay
Point.

Pay Point Progression Criteria

Pay Point 1 means the Pay Point to which an Employee shall be appointed as a Registered
Nurse Division 2 where the Employee has:

(@) Practical experience as defined of up to but not more than twelve months, and

(b) Completed the following training:
(i)  Satisfactory completion of a hospital-based course of training in nursing

of not more than twelve months duration leading to enrolment as an
enrolled Nurse (as defined); or

(i) Satisfactory completion a course of training of twelve months duration in a
specified branch of nursing leading to enrolment on a register or roll
maintained by a State/ Territory Nurses registration board; or

(iii) Satisfactory completion of a course of training of twelve months duration
in a branch of nursing leading to the possession of a qualification required
by the Employer in the Employee’'s employment, and

(iv) Subjecttoit’ s provision by the employing agency, in-service training
from time to time.
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2. Pay Point 2 means the Pay Point to which an Employee shall be appointed or shall progress
from Pay Point 1, having been assessed as being competent at that level, where the
Employee has:

(i) Not more than one year of practical experience as de fined; and
(i) Completed training as follows:
Subject to its provision by the employing agency, in-service training from time to time.

3. Pay Point 3 means the Pay Point to which an Employee shall be appointed or progress
from Pay Point 2, having been assessed as being competent at that level, where the
Employee has:

(i) Not more than one further year of practical experience as defined; and

(ii) Completed training as follows:
Subject to its provision by the employing agency in-service training from time to
time

4. Pay Point 4 means the Pay Point to which an Employee shall be appointed or progress
from Pay Point 3, having been assessed as being competent at that level, where the
Employee has:

(i) Not more than one further year of practical experience as defined; and

(i) Completed training as follows:
The successful completion of two modules additional to the base qualification
relevant to the work undertaken, within the Certificate IV Health (Nursing) or
Diploma (Nursing) or Advanced Diploma (Nursing), subject to their availability.

5. Pay Point 5 means the Pay Point to which an Employee shall be appointed or progress
from Pay Point 4, having been assessed as being competent at that level, where the
Employee has:

Not more than one further year of practical experience as defined; and

(i) Completed the following training:
The successful completion of two modules additional to the base qualification
relevant to the work undertaken, within the Certificate IV Health (Nursing) or
Diploma (Nursing) or Advanced Diploma (Nursing), subject to their availability.

62



HOME CARE EMPLOYEES

Home Care Employee - Level 1 (Cleaner)
A position in this level has the following characteristics:

Accountability and extent of authority

An Employee in this level performs broad tasks involving the utilisation of a range of basic skills in
the provision of cleaning services and is responsible for the quality of their work.

Judgment and decision-making
Work activities are routine and clearly defined. The tasks to be performed may involve the use of

a limited range of techniques and methods within a specified range of work. An Employee may
resolve minor problems that relate to immediate work tasks.

Specialist knowledge and skills

Indicative but not exclusive tasks include: the undertaking of semi-skilled work, including
cleaning, vacuuming, dusting, washing and ironing, sweeping paths, minor maintenance jobs,
emptying and cleaning of commodes, and care of indoor and outdoor pot plants.

Interpersonal skills
Positions in this level may require basic oral communication skills and where appropriate written

skills, with clients, members of the public and other Employees.

Qualifications and experience
An Employee in this level will have commenced on-the-job training which may include an
induction course.

Home Care Employee - Level 2
A position in this level has the following characteristics:

Accountability and extent of authority

An Employee in this level performs broad tasks involving the utilisation of a range of developed
skills in the provision of domestic assistance and support. Work performed falls within general
guidelines but with scope to exercise discretion in the application of established practices and
procedures. May assist others in the supervision of work of the same or lower level and is
responsible for assuring the quality of work performed.

Judgment and decision-making

In these positions, the nature of the work is clearly defined with established procedures well
understood or clearly documented. Employees in this level are called upon to use some
originality in approach with solutions usually attributable to application of previously encountered
procedures and practices.

Specialist knowledge and skills

Indicative but not exclusive tasks include: the provision of personal care, supervising daily
hygiene, laying out clothes and assisting in dressing, make beds, tidy rooms, preparation and
cooking of meals and assistance with meals, dry cleaning, perform gardening duties, undertake
basic repairs, clean, fitting and removal of aids and appliances, monitoring medications, fitting
and changing of catheters, assistance with communication, accompanying clients on outings,
domestics assistance and organising appointments.
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Interpersonal skills
Positions in this level require oral communication skills and where appropriate written skills, with
clients, members of the public and other Employees.

Qualifications and experience

As a minimum an Employee in this level will have satisfactorily completed the requirements of level
1 or equivalent. Indicative but not exclusive of the qualifications required in this level include Home
Care Certificate or equivalent; or relevant experience/on-the-job training commensurate with the
requirements of work in this level.

Home Care Employee - Level 3

A position in this level has the following characteristics:

Accountability and extent of authority

Employees perform work under general supervision. Employees in this level have contact with the
public or other Employees which involves explanations of specific procedures and practices.
Employees in this level are accountable for the quality, quantity and timeliness of their own work in
so far as available resources permit, and for the care of assets entrusted to them.

Judgment and decision-making

These positions require personal judgment. The nature of work is usually specialised with
procedures well understood and clearly documented. The particular tasks to be performed will
involve selection from a range of techniques, systems, equipment, methods or processes.

Specialist knowledge and skills

Indicative but not exclusive tasks include: computer and other office skills; maintain mail register
and records; sort, process and record invoices and correspondence; prepare meals and special
functions; provide input into meal planning; order foodstuffs and commodities; liaise with dieticians
on special needs; schedule work programs on a routine and regular basis; co-ordinate and direct
the work of support staff including maintenance (no more than four); oversee the provision of
domestic services; provide personal care to clients with particular emphasis on those requiring
extra help due to specific physical problems or frailty; schedule maintenance work programs on a
routine and regular basis; plan, develop, and co- ordinate diversional therapy programs and carry
out general maintenance falling within the scope of trades skills.

Interpersonal skills
Positions in this level require skills in oral and written communication with clients, other Employees
and members of the public.

Qualifications and experience

Indicative but not exclusive of the qualifications required in this level is an accredited qualification
to the position at the level of Certificate 3 (Aged Care) or Certificate 4 (Disability Services) and/or
knowledge and skills gained through on-the-job training commensurate with the requirements of
the work in this level.
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HOME CARE CASE MANAGER

This position is responsible for all aspects of assessment, ongoing care planning, case
management budgeting and service delivery to recipients of the Home Care Program for Royal
Freemasons. This position will liaise with the appropriate Manager to maximise the delivery of care
and domestic assistance to clients. The position will also maintain a close working relationship with
administration staff and management.

Home Care Case Manager - Level 1 means a Home Care Case Manager, as defined, who has a
Certificate IV level qualification relevant to home care or possesses equivalent skills and
experience, as determined by the Employer.

Home Care Case Manager - Level 2 means a Home Care Case Manager, as defined, who has a
Diploma, Advanced Diploma or Associate Degree relevant to home care, as determined by the
Employer.

Home Care Case Manager - Level 3 means a Home Care Case Manager, as defined, who has a
Bachelor's Degree, Graduate Certificate, Graduate Diploma, Vocational Graduate Certificate,
Vocational Graduate Diploma, Masters Degree or Doctoral Degree relevant to home care, as
determined by the Employer.
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APPENDIX 1 - WAGE RATE SCHEDULE AND ALLOWANCE SCHEDULE

Wage and allowance increases:

(i)

(ii)

The prescribed percentage wage increases for this Agreement are as follows:

FFPOA* 1/07/2024

FFPOA 1/07/2025

FFPOA 1/07/2026

3%

3%

3%

*From the first full pay period on or after (FFPOA)

The prescribed percentage increases for allowances in this Agreement are as
follows:

FFPOA 1/07/2024

FFPOA 1/07/2025

FFPOA 1/07/2026

3%

3%

3%

(1) Home Care Employees (including Home Care Case Managers)

(i) Wages:
FFPOA* 1/07/2024 | FFPOA 1/07/2025 FFPOA 1/07/2026
(3%) (3%) (3%)

Classificatio | weekly | hourly weekly | hourly weekly | hourly
n
Home Care
Level
(Cleaner)
Pay Point 1 1132.59 | 29.80 1166.57 | 30.70 1201.56 | 31.62
Level 2
Pay Point 1
(Base Rate) 1198.10 | 31.53 1234.04 | 32.47 1271.06 | 33.45
Pay Point 2 1206.23 | 31.74 1242.42 | 32.70 1279.69 | 33.68
Level 3
Pay Point 1 1222.71 | 32.18 1259.39 | 33.14 1297.18 | 34.14
Pay Point 2 1260.41 | 33.17 1298.22 | 34.16 1337.17 | 35.19
Home Care
Case
Manager
Pay Level 1 1563.65 | 41.15 1610.56 | 42.38 1658.88 | 43.65
Pay Level 2 1656.56 | 43.59 1706.26 | 44.90 1757.44 | 46.25
Pay Level 3 1755.44 | 46.20 1808.10 | 47.58 1862.35 | 49.01
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Allowances:

(2)

FFPPOA FFPPOA FFPPOA
1/07/2024 1/07/2025 1/07/2026

Buddy Allowance 3.15 3.25 3.35

Sleepover Allowance | 58.70 60.47 62.28

- Home Care

Employee*

Registered Nurses and Enrolled Nurses
(i) Wages
FFPOA FFPOA FFPOA
1/07/2024 1/07/2025 1/07/2026

Classification Weekly | Hourly | Weekly | Hourly | Weekly | Hourly
REGISTERED NURSES
Pay Level 1 (Base
Rate) 2011.85 | 52.94 | 2072.20 | 54.53 | 2134.37 | 56.17
Pay Level 2 2061.51 | 54.25|2123.36 | 55.88 | 2187.06 | 57.55
Pay Level 3 2136.35 | 56.22 | 2200.44 | 57.91 | 2266.46 | 59.64
ENROLLED NURSES*
Enrolled Nurse Level 1
Pay Level 1 (Base
Rate) 1264.95 | 33.29 | 1302.90 | 34.29 | 1341.98 | 35.32
Pay Level 2 1288.77 | 33.92 | 132743 | 34.93| 1367.26 | 35.98
Pay Level 3 1311.82 | 34.52|1351.18 | 35.56| 1391.71| 36.62
Pay Level 4 133552 | 35.15| 137558 | 36.20 | 1416.85 | 37.29
Pay Level 5 1354.13 | 35.63 | 1394.75 | 36.70 | 1436.59 | 37.81

*The rates of pay of EN’s are inclusive of medication allowance where relevant

(i)

Allowances:
FFPPOA FFPPOA FFPPOA
1/07/2024 1/07/2025 1/07/2026
Qualification
Allowances (RN) - $
(per hour)
Grad Certificate (4%) 212 218 2.25
Post grad Dip/Degree 3.44 3.54 3.65
(6.5%)
Masters Degree (7.5%) | 3.97 4.09 4.21
Sleepover Allowance | 61.98 63.84 65.58
- Enrolled Nurse ($
per occasion)
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Shift Allowances ($ FFPPOA FFPPOA FFPPOA
per shift) 1/07/2024 1/07/2025 1/07/2026
Morning / Afternoon
Shift
RN (2.5%) 50.30 51.80 53.36
EN (2.5%) 31.62 32.57 33.55
Night Shift
RN (5%) 100.59 103.61 106.72
EN (5%) 63.25 65.15 67.10
(3) Common Allowances:
FFPPOA FFPPOA FFPPOA
1/07/2024 1/07/2025 1/07/2026
Meal:
Overtime beyond 1 16.20 16.69 17.19
hours, Mon-Fri*
Overtime beyond 4 16.20 16.69 17.19
hours, Mon-Fri (further
payment to the above)
Work beyond 5 hours 16.20 16.69 17.19
on Sat-Sun or on
rostered off
Work beyond 9 hours 16.20 16.69 17.19
on Sat-Sun or roster
day off
Uniform, lesser of:
Per day 1.75 1.80 1.85
Per week 8.80 9.06 9.33
Laundry, lesser of:
Per day 0.44 0.45 0.46
Per week 2.10 2.16 2.22
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| am authorised to sign this Agreement on behalf of ROYAL FREEMASONS LTD.

Hugh Cattermole - Chief Executive Officer

SIGNATURE PRINT NAME AND TITLE

Address:

45 Moubray Street
Melbourne VIC 3004

Date:
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| am authorised to sign this Agreement as a nominated Employee bargaining
representative on behalf of the AUSTRALIAN NURSING and MIDWIFEREY

FEDERATION.

SIGNATURE

Address:

535 Elizabeth Street
Melbourne VIC 3004

Date:

PRINT NAME AND TITLE
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| am authorised to sign this Agreement as a nominated Employee bargaining
representative on behalf of the HEALTH WORKERS UNION.

SIGNATURE

Address:

Level 5/222 Kings Way
South Melbourne VIC 3205

Date:

PRINT NAME AND TITLE
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IN THE FAIR WORK COMMISSION

FWC Matter No.: AG2024/4644

Applicant: Royal Freemasons Ltd

Section 185 — Application for approval of a single enterprise agreement

Undertaking —Section 190

I, Ann Butcher, Chief People Officer, have the authority given to me by Royal Freemasons Ltd to
give the following undertaking with respect to the Royal Freemasons Ltd, ANMF and HWU Home
Care Enterprise Agreement 2023 (the Agreement):

1. Clause 27 of the Agreement is amended to insert subclause (iii) as follows:

(iii) Notwithstanding clause 27(a)(ii), an enrolled nurse who works ordinary hours between
midnight on Saturday and midnight on Sunday will be paid at the rate of 180% of the
ordinary rate of pay.

2. Clause 30(b)(ii) of the Agreement is amended to insert sub-paragraph (a)(ii)(1) as follows:

Q) The overtime rates prescribed in subclause (ii) above are inclusive of the casual loading,
excepting in the case of casual enrolled nurses who are paid at the following overtime
enalty rates (inclusive of the casual loading):

Monday to Saturday: 180% of the ordinary rate of pay for the first two
hours and double time and a half (250%) of the
ordinary rate of pay thereafter

Sunday: double time and a half (250%) of the ordinary
rate of pay
Public Holidays: Triple time (300%) of the ordinary rate of pay

These undertakings are provided on the basis of issues raised by the Fair Work Commission in the
application before the Fair Work Commission.

%,_A;/ J“h/LL/

Signature
30/12/2024

Date




CS-3

Dear Sophie,

Further to recent communications we wish to advise that Royal Freemasons has sold our
In-home Support business to Regis Aged Care.

We anticipate ownership to Regis will occur on 1 November 2026, subject to regulatory
approval. Until that time, Royal Freemasons will continue to operate our In-home
Support services as normal.Same people, supporting the same clients.

Who is Regis Aged Care?

Regis is one of Australia’s largest aged care providers. For more than 30 years, Regis has
provided services to the aging community. Regis has more than 13,000 employees and
supports more than 10,000 residents and clients each year.

Regis shares Royal Freemasons firm commitment to high-quality care, respect and
supporting the people who deliver care.

What does this mean for you?

On 1 November 2026, subject to regulatory approval, employment will transfer to Regis
through an offer and acceptance process. The offer will be on terms and conditions that
are no less favourable overall than your current terms and conditions of employment.

Meeting to introduce Regis

In the next 48 hours, you will be invited to attend a meeting with the Regis team to learn
more about their organisation, the transfer process and to ask any questions you may
have.

We anticipate there will be several opportunities to ask questions before the final

transition. We will also work with Regis to prepare a list of frequently asked questions for
you to consider.

What does this mean for our In-home Support clients?


https://comms.royalfreemasons.org.au/link/id/zzzz6a6fc23f4a19e240Pzzzz6527fc0e7ffba197/page.html

Clients will experience very little change during the transfer from Royal Freemasons to
Regis and they will continue to receive the care and services they require delivered by
the same team of people.

The terms of their current agreement will not change, and it will simply be transferred
across to Regis.

Further questions

While we are delighted to partner with Regis and to ensuring a smooth and successful
transition for our In-home Support staff, clients, and their families we understand these
changes may cause some concern and we encourage you to ask questions.

If you do have any concerns or questions not answered in the information sessions,

please do not hesitate to reach out by email at contactus@royalfreemasons.org.au.

Sincerely,

Hugh Cattermole
Chief Executive Officer

Royal Freemasons

Contact us
For further information please call Royal Freemasons Ltd
1300 176 925 or email 45 Moubray Street

contactus@royalfreemasons.org.au Melbourne Victoria 3004


https://comms.royalfreemasons.org.au/link/id/zzzz6a6fc23f4a69d633Pzzzz6527fc0e7ffba197/page.html
https://comms.royalfreemasons.org.au/link/id/zzzz6a6fc23f4ab11512Pzzzz6527fc0e7ffba197/page.html
https://comms.royalfreemasons.org.au/link/id/zzzz6a6fc23f4a69d633Pzzzz6527fc0e7ffba197/page.html
https://comms.royalfreemasons.org.au/link/id/zzzz6a6fc23f4af99320Pzzzz6527fc0e7ffba197/page.html
https://comms.royalfreemasons.org.au/link/id/zzzz6a6fc23f4af99320Pzzzz6527fc0e7ffba197/page.html
https://comms.royalfreemasons.org.au/link/id/zzzz6a6fc23f4af99320Pzzzz6527fc0e7ffba197/page.html
https://comms.royalfreemasons.org.au/link/id/zzzz6a6fc23f4b3de993Pzzzz6527fc0e7ffba197/page.html?parent_id=zzzz6a6fc20fd9f55932
https://comms.royalfreemasons.org.au/link/id/zzzz6a6fc23f4b80f911Pzzzz6527fc0e7ffba197/page.html
https://comms.royalfreemasons.org.au/link/id/zzzz6a6fc23f4b80f911Pzzzz6527fc0e7ffba197/page.html
https://comms.royalfreemasons.org.au/link/id/zzzz6a6fc23f4bc46302Pzzzz6527fc0e7ffba197/page.html
https://comms.royalfreemasons.org.au/link/id/zzzz6a6fc23f4bc46302Pzzzz6527fc0e7ffba197/page.html
https://comms.royalfreemasons.org.au/link/id/zzzz6a6fc23f4c06b856Pzzzz6527fc0e7ffba197/page.html
https://comms.royalfreemasons.org.au/link/id/zzzz6a6fc23f4c06b856Pzzzz6527fc0e7ffba197/page.html
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regis.com.au

ASX Announcement

3 August 2026

Regis to acquire Victorian home care business

Key points:

° Regis has entered into a binding agreement to acquire Royal Freemasons Homes of
Victoria’s home care business with approximately 480 clients

° Acquisition is expected to increase Regis’ home care revenue by more than $10 million,
taking annualised revenue to approximately $50 million

° Transaction will be funded from existing cash

° Completion expected 2Q FY27

Regis Healthcare Limited (ASX: REG) (Regis) is pleased to announce it has entered into a binding
agreement to acquire the business and assets of Royal Freemasons Homes of Victoria’s Home Care
business (Royal Freemasons), a not-for-profit provider of Support at Home (SaH) and
Commonwealth Home Support Programme (CHSP) services.

Regis’ CEO Mr Andrew Kinkade said, “Royal Freemasons is a well-regarded home care provider that
strengthens Regis’ existing operations and expands our scale in Melbourne. We believe the enlarged
home care business is well positioned to benefit from key industry tailwinds including an ageing
population, increased Government funding, and a growing consumer preference to age in place. We
are delighted to welcome Royal Freemason’s clients and staff to the Regis family and look forward to
continuing to deliver high-quality home care services and support.”

Completion of the acquisition is subject to regulatory approvals and other customary conditions. The
acquisition will be funded by Regis’ existing cash.

For further information, contact:
Lisa Pendlebury, GM Corporate Development
+ 61 419 548 434, Ipendlebury@regis.com.au

This document was authorised for release to the ASX by the Board of Directors.

Page | 1
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About Regis

Regis is one of the largest aged care operators in Australia. Founded over 30 years ago, Regis
currently provides services to more than 10,000 older Australians through residential aged care
homes, home care service hubs, day therapy and respite centres, and retirement villages. Regis
prides itself on providing high-quality care and services through its team of over 13,000 dedicated
nurses, carers, and support professionals. To learn more about Regis click here.

Page | 2
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3 August 2026
REGIS HOME CARE

Maddie Harradence Regis Aged Care Pty Ltd
State Secretary ABN 75 125 223 645
Australian Nursing & Midwifery Federation (Victorian Branch) National Office
535 Elizabeth Street Level 2, 293 Camberwell Road

Melbourne VIC 3000 Camberwell, VIC 3124

t. 1300 188 740

By email: records@anmfvic.asn.au regis@regis.com.au
regis.com.au/home-care

Dear Maddie,

Regis to acquire Royal Freemasons Homes of Victoria Home Care business

| write to inform you that Regis Aged Care Pty Ltd (Regis) has entered into a binding agreement with
Royal Freemasons Homes of Victoria (Royal Freemasons) to acquire the Home Care business owned and
operated by Royal Freemasons in Victoria. It is anticipated that the sale will be completed on 1 November
2026, subject to all necessary approvals being obtained, including approval by the Department of Health,
Disability and Ageing (DHDA) for the transfer of Support at Home packages.

Regis and Royal Freemasons hold shared values and are equally dedicated to delivering exceptional care
to our clients. The Royal Freemasons Home Care service has approximately 480 clients, more than 50
employees, and an excellent track record of quality care.

All clients and employees and their representatives will be appropriately communicated with and will be
provided with the opportunity to attend information sessions to have their questions answered.

Royal Freemasons employees will receive an offer of employment from Regis on terms and conditions
that are comparable and no less favourable than terms and conditions that currently apply. Existing
entitlements and service history will be transferred as they become an employee of Regis. We anticipate
making offers by the end of September 2026.

A team comprising representatives from both organisations has commenced planning out the integration
activities over the coming weeks and months, including providing a dedicated employee concierge service
to assist Royal Freemasons employees with any questions or concerns they may have during this

process.

Based on our past acquisition experience we anticipate this transition will be a smooth process with
minimal disturbance to clients, families, and employees. Regis will keep all parties updated regularly
throughout the process.

Should you have any questions, please do not hesitate to contact me on (03) 8573 0444 or
jhaydon@regis.com.au.

Yours sincerely,
[
Al
. _,Wv]\cvu’\

Jodie Haydon
Chief People Officer
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4 August 2026

REGIS HOME CARE

Regis Aged Care Pty Ltd
ABN 75 125 223 645

National Office
Level 2, 293 Camberwell Road
Camberwell, VIC 3124

t. 1300 188 740

Dear team member,

regis@regis.com.au
regis.com.au/home-care

It is a pleasure to warmly welcome you to the Regis team.

Founded more than 30 years ago, Regis employs more than 13,000 people and provides care and
services to more than 10,000 older Australians. Our services include residential aged care, home
care, day therapy, respite services and retirement living communities.

Upon completion of the acquisition, Royal Freemasons’ Home Care services will become part of
Regis Aged Care. Home Care is an important and growing part of our organisation with 300 team
members delivering services to clients across Victoria, Queensland, Tasmania, the Northern Territory
and Western Australia. Our teams support 2,600 older Australians to remain independent and
continue living in the homes and communities they know and love. We are delighted to welcome
you to our national Home Care team.

Royal Freemasons has a long history of providing high-quality care and support to older Victorians.
The relationships you have built with your clients and the dedication you bring to your work each
day are highly valued, and we are proud to continue that legacy together.

Like Royal Freemasons, we believe great care starts with great people. We are committed to
supporting our employees to deliver safe, high-quality care and services, while providing
opportunities to learn, grow and build rewarding careers.

As part of the Regis team, you will have access to a wide range of support and opportunities,
including:

e Employee and family wellbeing support

e Extensive career pathways, opportunities to grow new skills and be supported in further
education

e Leading parental leave benefits

e Reward and recognition programs that celebrate the great work of our employees

e Avariety of in-house specialist and support teams.

We know this marks an important change for you, and we want to assure you that we are
committed to supporting you throughout the transition. We have a dedicated integration team who
will work closely with you and your leadership team throughout the process. Regis is expected to
assume responsibility for the Royal Freemasons Home Care business in November 2026, subject to
obtaining all required approvals.



Information and sessions

We have established an information hub https://www.regis.com.au/royalfreemasonsemployees

that includes answers to frequently asked questions about the transition. We encourage you to visit
it regularly as new information becomes available.

We also look forward to meeting you at an employee briefing session webinar - ‘Introduction to
Regis’ on Wednesday 12" August at 5.00pm. The webinar will be an opportunity to introduce our
company, our vision and what you can expect over the coming months. We will be happy to answer
any questions you may have about Regis and the transition. An invitation with further details will be
sent to you shortly.

If you have any questions or concerns in the meantime, please speak with your Royal Freemasons
People & Culture team or email concierge@regis.com.au.

| encourage you to learn more about Regis and our Home Care business by visiting our website
regis.com.au.

We are excited to welcome you to the Regis team and look forward to building on the excellent care
and services you already provide to clients every day.

Warm regards,

e

Andrew Kinkade

Managing Director and Chief Executive Officer

& IegIS home care
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REGIS AGED CARE PTY LTD
ABN 75 125 223 645
National Office

Level 2, 293 Camberwell Road
Camberwell, VIC 3124

t. 1300 998 100

regis@regis.com.au
regis.com.au

Transfer of Employment

On behalf of the team at Regis, | would like to extend a warm welcome.
We are delighted that you will be joining us and look forward to meeting you in the coming weeks.

As you will be aware, Royal Freemasons’ Support at Home Business and Commonwealth Home
Support Program are expected to join Regis Aged Care Pty Ltd (Regis) on 1 November 2026. Please
note that you will remain employed by Royal Freemasons Ltd (Freemasons) until then (or a later
date as notified to you) when it is proposed that your employment will transfer to Regis.

In the coming weeks, Regis will send an offer of employment to you, which will confirm your
commencement of employment with Regis.

If you accept Regis’ offer of employment (which is conditional on completion of Regis’ acquisition of
the above businesses) and agree to the transfer of your employment, Regis plans for your
employment to be covered by the Regis Aged Care Pty Ltd In-home and Centre Based Services
(Victoria) Enterprise Agreement 2024 (Regis Home Care EA) instead of the applicable Freemasons
enterprise agreement. This is an important part of the integration of the operations and employees
into Regis and will ensure that employees within Regis’ home care business have the full benefit of
the terms and conditions that Regis offers to its home care employees Victoria-wide.

To facilitate this change, Regis has recently filed an application with the Fair Work Commission,
seeking an order that, from the date your employment transfers to Regis:

e the Royal Freemasons Ltd, ANMF and HWU Home Care Enterprise Agreement 2023 (Freemasons
EA) will no longer apply; and

e certain transferring employees will instead be covered by the Regis Home Care EA

A copy of this application and the Regis Home Care EA will be made available at
https://www.regis.com.au/royalfreemasonsemployees. Regis has also notified the ANMF of this
application.

We are mindful that transitioning from your current employment arrangements to the Regis Home
Care EA may raise some questions, particularly about how your terms and conditions will be
affected.

We would like to take this opportunity to assure you that Regis is committed to ensuring all
employees receive fair remuneration and other entitlements aligned with their skills, experience and
role requirements. As part of your transition, your employment arrangements will be carefully
reviewed, and we will work with you to ensure you have a clear understanding of your pay and
conditions before commencement.



As such, Regis intends that you will be no worse off in your terms and conditions of employment
with Regis.

Should you have any questions regarding your employment conditions, we encourage you to utilise
the resources outlined below. We are committed to supporting you throughout the transition
process.

What if | have questions?

To support you with the transition, Regis has established a dedicated webpage to address frequently
asked questions and to communicate progress updates. The webpage is available at
https://www.regis.com.au/royalfreemasonsemployees. Regis has also established a concierge for

team members, residents, and their families to be a single point of contact for any questions you
may have. The concierge can be contacted via email at concierge@regis.com.au.

You will also receive further documents in the coming weeks, including
1. Regis FAQs, containing further information about your employment offers with Regis; and

2. Aguide to the Regis Home Care EA, setting out some of the key terms and benefits in Regis’
enterprise agreement; and

3. A comparison of the terms and conditions between the Regis Home Care EA and the Freemasons
EA.

We will be hosting drop-in sessions to answer any questions. These sessions are not compulsory but
provide you with a good opportunity to have your questions answered, including any questions you
have about your transfer to Regis and proposed terms and conditions of employment.

Lakshan Wijesinghe (Regis General Manager People and Culture Operations) and Malika Chanday
(Manager, P&C Advisory and Partnering) will be joining a series of drop-in sessions — more details of
these sessions are to follow.

If you wish to discuss any of the matters raised in this letter further, please contact
concierge@regis.com.au.

We are looking forward to meeting you all and welcoming you to Regis.

Yours sincerely

\ _'iilﬂsj@u/\

Jodie Haydon
Chief People Officer
Regis Aged Care Pty Ltd

& regIsS agedcare
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REGIS AGED CARE PTY LTD
ABN 75 125 223 645
National Office

Level 2, 293 Camberwell Road
Camberwell, VIC 3124

t. 1300 998 100

regis@regis.com.au
regis.com.au

On behalf of the team at Regis, | would like to extend a warm welcome.

We are delighted that you will be joining us and look forward to meeting you in the coming weeks.

As you will be aware, Royal Freemasons’ Support at Home Business and Commonwealth Home
Support Program are expected to join Regis Aged Care Pty Ltd (Regis) on 1 November 2026. Please
note that you will remain employed by Royal Freemasons Ltd (Freemasons) until then (or a later
date as notified to you) when it is proposed that your employment will transfer to Regis.

In the coming weeks, Regis will send an offer of employment to you, which will confirm your

commencement of employment with Regis.

If you accept Regis’ offer of employment (which is conditional on completion of Regis’ acquisition of
the above businesses) and agree to the transfer of your employment, Regis plans for your
employment to be covered by the Nurses Award 2020 (Nurses Award) in a common law
arrangement including a fixed annual remuneration, instead of the applicable Freemasons enterprise
agreement. Regis intends that you will be no worse off in your terms and conditions of employment
with Regis. To facilitate this change, Regis has recently filed an application with the Fair Work
Commission, seeking an order that, from the date your employment transfers to Regis:

e the Royal Freemasons Ltd, ANMF and HWU Home Care Enterprise Agreement 2023 (Freemasons

EA) will no longer apply; and

e certain transferring employees will instead be covered by the Regis Aged Care Pty Ltd In-Home
and Centre Based Services (Victoria) Enterprise Agreement 2024 (Regis Home Care EA)

A copy of this application and the Regis Home Care EA will be made available
https://www.regis.com.au/royalfreemasonsemployees. Regis has also notified the ANMF of this

application.

Due to the nature of your role, the Regis Home Care EA will not apply to your employment with
Regis. This is because it does not cover Regis’ registered nurses or enrolled nurses who work in the
home care business. We are mindful that transitioning from your current employment arrangements
to the Nurses Award may raise concerns, particularly about how your terms and conditions will be

affected.

We would like to take this opportunity to assure you that Regis is committed to ensuring all

employees receive fair remuneration aligned with their skills, experience and role requirements. As

part of your transition, your employment arrangements will be carefully reviewed, and we will work

with you to ensure you have a clear understanding of your pay and conditions before

commencement.



Should you have any questions regarding your employment conditions, we encourage you to utilise
the resources outlined below. We are committed to supporting you throughout the transition
process.

What if | have questions?

To support you with the transition, Regis has established a dedicated webpage to address frequently
asked questions and to communicate progress updates. The webpage is available at
https://www.regis.com.au/royalfreemasonsemployees. Regis has also established a concierge for

team members, residents, and their families to be a single point of contact for any questions you
may have. The concierge can be contacted via email at concierge@regis.com.au.

You will also receive further documents in the coming weeks, including Regis FAQs, containing
further information about your employment offers.

We will be hosting drop-in sessions to answer any questions. These sessions are not compulsory but
provide you with a good opportunity to have your questions answered, including any questions you
have about your transfer to Regis and proposed terms and conditions of employment.

Lakshan Wijesinghe (Regis General Manager People and Culture Operations) and Malika Chanday
(Manager, P&C Advisory and Partnering) will be joining a series of drop-in sessions — more details of
these sessions are to follow.

If you wish to discuss any of the matters raised in this letter further, please contact
concierge@regis.com.au.

We are looking forward to meeting you all and welcoming you to Regis.

Yours sincerely

) _'MJ@W\

Jodie Haydon
Chief People Officer
Regis Aged Care Pty Ltd

& regIsS agedcare
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REGIS AGED CARE PTY LTD
ABN 75 125 223 645
National Office

Level 2, 293 Camberwell Road
Camberwell, VIC 3124

t. 1300 998 100

regis@regis.com.au
regis.com.au

On behalf of the team at Regis, | would like to extend a warm welcome. We look forward to meeting
you in the coming weeks and supporting you through the next steps of the process.

As previously communicated, Royal Freemasons’ Support at Home Business and Commonwealth
Home Support Program are expected to join Regis Aged Care Pty Ltd (Regis) on 1 November 2026.
Please note that you will remain employed by Royal Freemasons Ltd (Freemasons) until then (or a
later date as notified to you) when it is proposed that your employment will transfer to Regis.

In the coming weeks, we may arrange a time to meet with you to better understand your current
role, responsibilities and experience. These conversations will help us learn more about you, answer
any questions you may have and discuss how your skills and expertise may align within Regis as we
progress through the integration process.

Regis is committed to ensuring a smooth transition for all employees joining the organisation. We
recognise the valuable contribution you make and are committed to ensuring you have a clear
understanding of your employment arrangements before your transfer takes effect.

We would like to take this opportunity to assure you that Regis is committed to ensuring all
transferring employees receive fair remuneration aligned with their skills, experience and role
requirements. As part of your transition, your employment arrangements will be carefully reviewed,
and we will work with you to ensure you have a clear understanding of your pay and conditions
before commencement. Regis intends that you will be no worse off in your terms and conditions of
employment with Regis.

Throughout this period, we are committed to supporting you and keeping you informed. We
encourage you to review all transition information provided and to raise any questions you may
have.

What if | have questions?

To support you with the transition, Regis has established a dedicated webpage to address frequently
asked questions and to communicate progress updates. The webpage is available at
https://www.regis.com.au/royalfreemasonsemployees.

Regis has also established a concierge for team members, residents, and their families to be a single
point of contact for any questions you may have. The concierge can be contacted via email at
concierge@regis.com.au.

We will be hosting drop-in sessions to answer any questions. These sessions are not compulsory but
will provide you with a good opportunity to have your questions answered, including any questions
you have about your transfer to Regis and proposed terms and conditions of employment.

Lakshan Wijesinghe (Regis General Manager People and Culture Operations) and Malika Chanday
(Manager, P&C Advisory and Partnering) will be joining a series of drop-in sessions held virtually and
face to face — more details of these sessions are to follow.



We appreciate your support throughout this transition and look forward to welcoming you to Regis.

Yours sincerely

Jodie Haydon
Chief People Officer
Regis Aged Care Pty Ltd

& regIsS agedcare
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7 August 2026
Ann Butcher Hugh Cattermole
Chief People Officer Chief Executive Officer
Executive / People & Development Executive / Corporate Services
Royal Freemasons Royal Freemasons
Via email: abutcher@royalfreemasons.org.au Via email: hcattermole@royalfreemasons.org.au

Dear Ann and Hugh,

On 5 August 2026 ANMF (Vic Branch) conducted a consultation meeting with our members employed by Royal
Freemasons Home Care, which is soon to be sold to Regis Aged Care.

ANMF members firstly confirmed unanimously that they nominate ANMF to be their representative in relation
to all consultation around this major change, whether collective or individual.

Accordingly, can you please ensure me and ANMF Industrial Relations Organiser Robyn Green are invited to
the consultation forum to be conducted by the Regis Change Team on 12 August 2026. Can you also please
ensure that Robyn and | have all information already supplied to members about the change, and access to

whatever is supplied in the future.

ANMF members also requested answers from you in relation to the following questions and concerns as a
matter of priority, and preferably before the group consultation on 12 August:

Salary Packaging

The potential for the removal of the salary packaging provisions is of considerable concern for members. For
some members, it will apparently mean a loss to their total remuneration of nearly 16K a year.

Is there any scope for Regis to grandfather these provisions? ANMF has observed this implemented during
other transfer of business from not for profits to for profits previously.

Will redundancy be an option for staff who are not able to have their current conditions, including salary
packaging, matched or reasonably compensated by Regis?

In what other circumstances might redundancy be payable, if at all? i.e. on a voluntary basis
EBA
Staff have been advised that they will be covered by the Regis EBA when they transition to work for Regis -

how has it been established that staff will be better off overall under the Regis agreement than under their
current EBA? A preliminary analysis by ANMF has identified that some staff are better off under their Royal

Australian Nursing and Midwifery Federation (Victorian Branch) offices:

Ballarat Bendigo Geelong Melbourne  Morwell Shepparton SwanHill Wangaratta Warrnambool



Freemasons current agreement, but we are invested in understanding more from your perspective about how
you say members are better off under the Regis conditions and therefore should not transition with their
current pay and conditions under their current EBA. We need to review the comparative analysis, as well as
be added as a party to the current proceeding in the Fair Work Commission in relation to the transfer of
business.

Nurses are also not covered under the Regis Home Care EBA, is it proposed they will be covered by the Regis
Aged Care general residential aged care agreement? We will also need to ensure they are better off under
that agreement if that is the proposal and will need access to any analysis that demonstrates how they are
better off.

Redeployment

Is there any potential for staff that do transition to work for Regis Aged Care in the Home Care department to
redeployed to work in the Regis Residential Aged Care Homes?

Parking

There are existing parking arrangements long established by Royal Freemasons that can be utilised by Home
Care staff for appointments with clients in areas that have limited parking - will these arrangements continue
under Regis?

Annual Leave

Some staff have prebooked and approved annual leave, including international flights. They are relived to read
in your FAQs that Regis will honour this already approved leave - how should staff go about letting Regis know
about this leave so it can be accommodated?

ANMF also give you notice that we intend to attend any individual meetings in a representative capacity on
behalf of members who request our representation. We ask that you and Regis are diligent in reminding staff
of this right to representation during this process and take all reasonable steps to accommodate our
attendance.

We look forward to working with you throughout this process.

Best regards,

Cate Larkins
Industrial Officer
ANMEF (Vic Branch)

cc: Robyn Green — ANMF (Vic Branch) Industrial Relations Organiser
Claire Slattery — Regis Aged Care Senior Workplace Relations Consultant
Royal Freemasons Home Care — ANMF (Vic Branch) members
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12 August 2026

Cate Larkins

Industrial Officer

ANMF (Vic Branch)

535 Elizabeth Street
MELBOURNE VIC 3000

By email: clarkins@anmfvic.asn.au

Dear Ms Larkins
Royal Freemasons and Regis Aged Care | Transfer of Employment

We refer to your letter to Ann Butcher and Hugh Cattermole of Freemasons dated 7 August 2026, a
copy of which | also received by email.

Given a number of the ANMF’s queries relate to the transfer of nurses’ employment to Regis Aged
Care Pty Ltd (Regis), Regis is pleased to provide a joint response to the ANMF which has been
prepared in conjunction with Royal Freemasons Ltd (Royal Freemasons), and to answer your
questions.

As you know, Royal Freemasons’ Support at Home Business and Commonwealth Home Support
Program are expected to join Regis on 1 November 2026 (Transfer Date). The Royal Freemasons
staff will remain employed with Royal Freemasons until then (or a later date as notified) when it is
proposed that their employment will transfer to Regis.

To assist the ANMF with its discussions with its members at Royal Freemasons, the ANMF may
access Regis’ information hub which contains frequently asked questions created specifically for the
Royal Freemasons’ staff.

We also provide response to the ANMF’s specific queries below:

Salary Packaging

Royal Freemasons currently has access to not-for-profit Fringe Benefits Tax concessions. Regis is a
for-profit employer and does not have access to the same concessions, so current salary packaging
arrangements may not continue in the same form after transfer.

Regis is committed to ensuring transferring staff are no worse off because of the transition, and will be
making offers of employment that are substantially similar to, and overall no less favourable than, the
terms and conditions provided by Royal Freemasons.

EBA

On 5 August 2026, Regis filed an application with the Fair Work Commission seeking orders pursuant

to section 318 of the Fair Work Act 2009 (Cth) to have its own home care enterprise agreement apply
on transfer to certain Royal Freemasons employees.



Specifically, the transfer application seeks orders that, from the Transfer Date:

. the Royal Freemasons Ltd, ANMF and HWU Home Care Enterprise Agreement 2023 (Royal
Freemasons Agreement) will no longe apply; and

. Home Care Employees (as defined in the Royal Freemasons Agreement), who are not
nursing staff, will be covered by the Regis Aged Care Pty Ltd In-Home and Centre Based
Services (Victoria) Enterprise Agreement 2024 (Regis Home Care EA).

A copy of Regis’ application can be accessed at this link.

Please note that Regis will be offering nurses covered by the Royal Freemasons Agreement common
law employment contracts underpinned by the Nurses Award 2020. The Regis Home Care EA will not
apply to transferring nurses because it does not cover Regis’ registered nurses or enrolled nurses
who work in Regis’ home care business.

Notwithstanding the above, Regis’ confirms its commitment to ensuring that transferring staff are no
worse off as a result of the transition to Regis. Regis is prepared to provide reasonable and
appropriate undertakings in the course of the Commission application to uphold this commitment.

We note the ANMF’s indication that it wishes to be added as a party to this proceeding. To that end,
we received the Fair Work Commission matter number for the application, which is AG2026/2183.

Redundancy and Redeployment

If transferring staff do not accept the offer of employment with Regis, this will be taken as their
resignation from Royal Freemasons. Their employment with Royal Freemasons will end on the day
before the transfer date, and they will receive any payments and entitlements owing to them at that
time. No redundancy entitlement or redundancy payment will apply in these circumstances.

In the limited circumstances where an offer of employment with Regis is not made, consultation
obligations and employee entitlements will be managed in accordance with the applicable industrial
instruments. Voluntary redundancy will not be available as part of this process.

It may be possible for transferring staff to work in another home care location, if a suitable vacancy is
available and based on the selection criteria. Regis is also always open to considering applications
opportunities in its residential aged care homes, as and when they arise.

More information about internal transfers and career opportunities will be provided after the Transfer
Date.

Parking

While we seek further clarity on the specifics of the question, it is assumed the matter of car parking
refers to Royal Freemasons’ current practice of applying to councils for parking permits that provide
staff, in their capacity as carers and ratepayers, with various parking permissions. Each council has
different processes and permissions. Regis will explore the continuation of these applications for staff
and clients.

This is not an entitlement associated with employment at Royal Freemasons employment, rather an
accessible benefit for rate payers. Royal Freemasons simply support applications for staff member
vehicles.

Annual Leave

Transferring staff can continue with approved annual leave as planned. Approved leave will remain
unimpacted by the proposed transfer of their employment to Regis.

We encourage the transferring staff to email Regis at conceirge@regis.com.au if they would like to
discuss their preapproved leave.




We hope the information above has addressed the ANMF’s queries, and we would be pleased to

discuss this with staff further during the drop in session on 12 August 2026, to which you have been
invited.

Of course, the ANMF is welcome to attend all meetings held with its affected members at Royal
Freemasons during this process and we will affirm your representation at the meeting.

Please contact me if you would like to discuss.

Yours faithfully

Claire Slattery

General Manager, Workplace Relations
Regis Aged Care Pty Ltd

0447 893 146 | cslattery@regis.com.au

Cc: Hugh Cattermole, CEO Royal Freemasons
Ann Butcher, GM People & Development, Royal Freemasons



CS-12

From: Concierge
Sent: Monday, 7 September 2026 12:49 PM
Subject: Transferring to Regis” Enterprise Agreement: What You Need to Know

Dear All,

We are excited to welcome you to Regis and are delighted that you will soon be joining our
team. We look forward to meeting you and supporting you as you begin your journey with us in
the coming weeks.

As you will be aware, Regis has applied to the Fair Work Commission to have its enterprise
agreement apply to you, when your employment transfers to Regis.

There are some new benefits that you will have access to if you're employed under the Regis
Agreement. These include:

® 5 weeks of annual leave for all employees

® 6 weeks of paid parental leave for eligible employees

5 days of paid compassionate leave for each occasion

5 days of paid professional development leave per year
minimum engagement period of 2 hours for all employees

at least 2 guaranteed consecutive days off in a roster cycle
payment of overtime rates if you work during your meal break
night shift loading of 20%

$30 availability allowance

$110 sleepover allowance

meal allowances paid earlier on the weekends

If the Fair Work Commission agrees to have the Regis Agreement apply, then Regis will ensure
that certain key entitlements in your current Royal Freemasons Agreement will also continue to
apply to you, where they are more beneficial than equivalent entitlements in the Regis
Agreement.

These key entitlements will be maintained on top of other additional benefits that you will gain
from having Regis’ enterprise agreement apply.

® Wage rates: If your current base rate of pay under the Royal Freemasons Agreement is
higher than the equivalent base rate under the Regis Agreement, you will continue to be
paid the higher base rate of pay until the Regis Agreement rates are the same or higher

® Salary packaging: If you are participating in a salary packaging arrangement on 31
October 2026 at Royal Freemasons, Regis will pay you a fixed allowance which provides
you with the same net benefit (to ensure you are no worse off).

® Personal/carer’s leave: Full time employees will continue to accrue personal/carer’s leave
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COMPARISON OF ENTERPRISE AGREEMENTS

Regis Aged Care Pty Ltd In-Home and Centre Based Services (Victoria) Enterprise Agreement 2024 (“Regis Agreement”)
and

Royal Freemasons Ltd, ANMF and HWU Home Care Enterprise Agreement 2023 (“Freemasons Agreement”)

This document shows the key differences between the Royal Freemasons Ltd, ANMF and HWU Home Care Enterprise Agreement 2023
(Freemasons Agreement) and the Regis Aged Care Pty Ltd In-Home and Centre Based Services (Victoria) Enterprise Agreement 2024 (Regis
Agreement) with respect to Home Care Employees only. This document does not outline terms and conditions of employment for Registered
Nurses or Enrolled Nurses.

Cl. Regis Agreement Cl. Freemasons Agreement Comments
Nominal expiry 6(a)(i) 1 March 2028 4(a) 30 June 2027
date
Coverage 3 m  Home Care Employee levels 1 - 6 3 m Home Care Employee levels1-3 [ Different
Appendix A m  Allied Health Assistant (social and Appendix1 m  Home Care Case Managers levels m  Regis Agreement does not
community services employee 1-3 cover RNs, ENs, Health
level 2) Professionals and General

m  Registered Nurse (RN) levels 1 - 3
Managers

m  Enrolled Nurse (EN) levels 1 -5

Comparison of enterprise agreements - Regis v Freemasons





Cl. Regis Agreement Cl. Freemasons Agreement Comments
Salary packaging 50(a) Available by agreement Different
Wage increases | Appendix A 1 March 2025: 3% Appendix 1 July 2024: 3% Regis Agreement guarantees a
Table 1 1 March 2026: 3% 1(1) 1 July 2025: 3% wage increase on 1 March 2027
3(c) 1 March 2027: 3% 13 1 July 2026: 3%
Employment 8 Full time employees will work an 21 Full time employees will work an | Regis Agreement has more
categories 14(d) average of 38 hours per week 22 average of 38 hours per week beneficial minimum engagement
Part time employees will work less 23 Part time employees will work for full time employees
than an average of 76 hours in a less than an average of 38 hours | Otherwise, no difference
fortnight and has reasonably 59 per week on a regular basis
predictable hours of work Minimum payment for part time
Minimum engagement for all and casual employees of 2
employees of 2 ordinary hours per ordinary hours per shift (or the
shift (including for onsite training, length of training if training
or 1 hour for e-learning) exceeds 2 hours)
Casual 8(d) Casual loading: 25% 23 Casual loading: 25% No difference
employment
Ordinary hours 13 Span of hours (day workers): 6am 16 Span of hours: 6am to 8pm, Mon = Same spread of ordinary hours
of work 14(a)(d) to 8pm, Mon-Sun to Sun for day workers
Maximum shift length: 10 ordinary Maximum shift length: 8 ordinary =  Slightly different maximum
hours hours (or 10 hours by mutual shift lengths
agreement)






Days offin a
roster cycle

14(b)

Regis Agreement

Permanent employees entitled to:

two full days in each week;
four full days in each fortnight; or

eight full days in each four-week
period.

Where practicable, days off will be
consecutive

Cl.

28(a)

Freemasons Agreement

All employees entitled to:

at least one day off in each week
in the case (day shift employees);

one night off in each week (night
shift employees)

Employees will be paid at 300% for all
hours of ordinary duty worked if they
have worked more than 6 days
without 24 hours off duty

Comments

Regis Agreement guarantees at
least two consecutive days off

Freemasons Agreement more
beneficial if employee works more
than 6 consecutive days without
24 hours off






Rest break
between shifts

14(c)
20(d)

Regis Agreement

Permanent (full time and part time)
employees

n Minimum break between rostered
shifts:

e 10 hours, or 8 hours by
agreement

e 8 hours between a sleepover
and a shift

" Minimum break between shifts
where overtime is worked: 10
hours

s Employees who return to duty
before minimum rest break will be
paid 200% of ordinary hourly rate
(or 250% on a public holiday) for
ordinary hours worked until
released from duty and will suffer
no loss of pay for rostered
ordinary hours not worked due to
absence

Casual employees

m 8 hours break between rostered
shifts

Cl.

30(d)

Freemasons Agreement

N/A for break between rostered shifts

Award entitlement - 10 hours between
shifts (8 hours by mutual agreement)

=  Minimum break between shifts
where overtime is worked: 10
hours

= Employees who return to duty
before minimum rest break will
be paid 200% of ordinary hourly
rate for ordinary hours worked
until released from duty and will
suffer no loss of pay for rostered
ordinary hours not worked due to
absence

Comments

No difference






Cl. Regis Agreement Cl. Freemasons Agreement Comments
Broken shifts 15 = Maximum span of 12 hours 26 =  Maximum span of 12 hours Broken shift allowances are higher
10(d) »  Work beyond 12 hour max span =  Work beyond 12 hour max span in the Regis Agreement
paid at 200% (or 250% on a public paid at 200% (or 250% on a public |Otherwise, no difference
holiday) holiday)
= Minimum break of 10 hours = Minimum break of 10 hours
between broken shifts between broken shifts
= Broken shift allowance of: m  Broken shift allowance of:
e $20.12 for broken shifts e $19.66 for broken shifts
worked in 2 periods with 1 worked in 2 periods with 1
unpaid break unpaid break
e $26.63 for broken shifts e $26.00 for broken shifts
worked in 3 periods with 2 worked in 3 periods with 2
unpaid breaks unpaid breaks
Rosters 19(a) = Fortnightly roster cycle 24(a) = Fortnightly roster cycle Employees may be more likely to
19(c)-(d) =  Roster may be changed on 7 days’ 24(d) = Roster may be changed on 7 days’ FE(.ZEIVE payment fo.r a cancelled
notice notice shift under the Regis Agreement
= Permanent employees (full time m  Permanent employees (full time Otherwise, no difference
and part time) will be paid for a and part time) will be paid for a
schedule shift if a client cancels schedule shift if a client cancels
that shift after 5.00pm the day that shift for reasons associated
before the rostered shift with death, hospitalisation or
other extenuating circumstances






Cl. Regis Agreement Cl. Freemasons Agreement Comments
Meal breaks 22(a) = Unpaid meal break of at least 30 29 = Unpaid meal break of at least 30 | Employees are paid overtime if
minutes where 5 hours worked minutes where 5 hours worked they are required to work during
= If required to work during a meal = If employee is unable to take a tAhelr mealtbreak under the Regis
break and continuously after meal meal break (or the full meal greemen
break - paid overtime rates until break) - paid ordinary rates Otherwise, no difference
the meal break is taken
Rest pauses 22(c) = 10 minute rest pause for each 29 = 10 minute rest pause for each No difference
period of 4 hours worked period of 4 hours worked
Time off in lieu N/A 30(c) Permanent (full time and part time) Regis pays employees for overtime
of payment for employees may take time off in lieu of worked
overtime payment for overtime
Higher duties N/A 45(b) A home care employee engaged in any |Regis does not require Home Care
duties carrying a higher rate than the [Employees to perform higher
classification in which they are duties
ordinarily employed shall be paid at
the higher rate for the time so worked
for two hours or less or the full day or
shift where the time so worked
exceeds two hours.
Overtime rates 20(a)(ii) W  Monday to Saturday: 150% for the 30(b)(i) m  Monday to Saturday: 150% for No difference in overtime rates
. . o ) o
(full tl.me and 20(b)(i) first two hours, 200% thereafter the first two hours, 200% Overtime rates may be payable
part time dav: 200% thereafter i der the F
loyees) 13(a) = Sunday: b earlier under the Freemasons
employ . Public holidays: 250% = Sunday: 200% Agreement, if a maximum of 8
. Public holidays: 250% ordlr.1ary hours of work per day is
applied






Cl. Regis Agreement Cl. Freemasons Agreement Comments
Overtime rates 20(a)(ii) [  Monday to Saturday: 175% for the 30(b)(ii) =  Monday to Saturday: 175% for Regis pays overtime to casual Day
(casual 20(b)(ii) first two hours, 225% thereafter the first two hours, 225% Workers working outside 6am -
employees) . Sunday: 225% thereafter 8pm span
- . o) H H
. Public holidays: 275% Sunday: 225% Otherwise, no difference
- 1 1 . o)
Overtime rates are inclusive of casual Public holidays: 275%
loading Overtime rates are inclusive of casual
loading
Recall N/A 51(c) Employees are paid for a minimum of | Regis does not recall employees to
3 hours’ work at overtime rates if work
recalled to work
Afternoon shift 21(a)(i) Shifts finish between 8:00pm and 9(n)(iv) Shifts finish between 8:00pm and No difference
loading 12.00am, Monday to Friday: 12.5% 46(b) 12:00am, Monday to Friday: 12.5%
Night shift 21(a)(i) Shifts finish after 12:00am or 9(n)(iv) Shift finishes after 12:00am or Regis Agreement contains higher
loading commence before 6:00am, Monday to 46(b) commence before 6:00am Monday to | night shift loading
Friday: 20% Friday: 15%
Saturday penalty 21(b)(i) W Permanent employees: 150% 27(a)-(c) |  Permanent employees: 150% No difference
rates m  Casual employees: 175% (inclusive s Casual employees: 175%
of casual loading) (inclusive of casual loading)
Sunday penalty 21(b)(ii) |  Permanent employees: 200% 27(a)-(c) |  Permanent employees: 200% No difference
rates m  Casual employees: 225% (inclusive = Casual employees: 225%
of casual loading) (inclusive of casual loading)






Cl. Regis Agreement Cl. Freemasons Agreement Comments
Public holiday 34(b)(i)) m Permanent employees: 250% 34(f) =  Permanent employees: 250% No difference
penalty rates m  Casual employees: 275% (inclusive = Casual employees: 275%
of casual loading) (inclusive of casual loading)
Public holiday on 34 N/A 34(g)(ii) |Full time employees only: 1.5 days’ Regis does not operate an RDO
RDO pay (or 1.5 day’s time in lieu by arrangement
agreement)
Uniform 10(a) Regis supplies uniforms 10(a) Freemasons supplies uniforms or pays |Some differences
Appendix A Appendix A a ug;fc;rsm aIIowarI:ce of: $1.85 per day

Table 2 Table2 [F»7-22Perwee
Laundry 10(a) $0.34 per day / $1.58 per week 10(a) $0.46 per day or $2.22 per week Freemasons Agreement more
allowance Appendix A Appendix A beneficial

Table 2 Table 2






Remote work

20(e)

Regis Agreement

Employees who perform Remote Work
will be paid at least:

between 6am and 10pm: 15
minutes’ pay

between 10pm and 6am: 30
minutes’ pay
where the employee is not on call:

1 hour

where the Remote Work involves
participating in staff meetings or
staff training remotely: 1 hour

“Remote Work” means work
performed at Regis’ direction that is

not:

part of an employee’s rostered
ordinary hours of work;

additional hours worked by a part
time employee or overtime
connected with a rostered shift;
and

required to be performed at a
designated workplace.

Cl.

N/A

Freemasons Agreement

Comments

Different

Regis does not typically roster
employees to perform ‘remote
work’






Cl. Regis Agreement Cl. Freemasons Agreement Comments
On call N/A 51(a)(b) Home Care Case Managers are Different
entitled to: Regis does not operate a time in
s one day of time in lieu for each lieu arrangement or on call roster
week of on call duty to be taken on
completion of an on call period; or
e one day of leave for each week of
on call duty if the Home Care Case
Manager cannot take their time off
in lieu at the end of the on call
period
Public holidays during on call roster
Employees will be entitled to time in
lieu paid at:
e 150% of their normal rate if one
public holiday falls during an on
call week; or
o 200% (or receive two days’ in lieu)
if two or more public holidays fall
during an on call week
Availability 10(c) Employees who make themselves N/A Regis Agreement more beneficial
allowance available for up to 4 hours outside their

ordinary roster to work an additional
ordinary shift will be paid an allowance
of $30

10






Cl. Regis Agreement Cl. Freemasons Agreement Comments
Overtime meal 22(b)(i) =  One hour of overtime - $17.19 47 Freemasons will provide a meal or pay |Regis pays the meal allowance
allowance Appendix A = Four hours of overtime - $17.19 Appendix a meal allowance as follows: earlier on Saturdays and Sundays
Table 2 1(3) m  One hour of overtime (Mon - Fri) -
$17.19
m  Four hours of overtime (Mon - Fri)
-$17.19
= Five hours (Sat - Sun) - $17.19
= Nine hours (Sat - Sun) - $17.19
Buddy allowance N/A 60 10% base rate of Different
Telephone N/A 52 Employee is to be provided with a Regis does not roster employees
allowance mobile phone where they are as ‘on call’
required to be on call
Heat N/A 61 Employees who work fro more than 2 | Freemasons Agreement more
arrangements hours in 46+ degree heat will receive a | beneficial
20 minute paid rest
Vehicle 10(f) SCHADS rate ($1.01/km) 43 SCHADS rate ($1.01/km) No difference
allowance
10(g)

11






Cl. Regis Agreement Cl. Freemasons Agreement Comments
Sleepovers 16 8 hour span 17 m 8 hourspan Higher sleepover allowance in
Sleepover allowance: $110 Appendix1 =  Sleepover allowance: $62.28 Regis Agreement
Employees will be paid overtime =  Employees will be paid overtime Otherwise, no difference
rates for work performed during a rates for work performed during a
sleepover (with a minimum sleepover (with a minimum
payment of one hour) payment of one hour)
Employees may refuse a sleepover
shift with reasonable cause where
the employee has not been given
seven days’ notice
24 hour care 17 By agreement 18 = Maximum of 8 hours of care Regis Agreement more beneficial

Maximum of 8 hours of care
Employees will be paid:

e  Full time/part time
employees: 155%

e  Casual employees: 180%
(inclusive of casual loading)

Subject to prior approval, any
employee who provides care for
more than 8 hours will be paid
overtime rates of:

e  150% for the first two hours
(175% for casuals, inclusive of
casual loading);

e 200% thereafter (225% for
casuals, inclusive of casual
loading)

Employees will be paid:

e  Full time/part time
employees: 155%

e  Casual employees: 180%
(inclusive of casual loading)

for employees working more than
8 hours

Otherwise, no difference

12






Excursions

18

Regis Agreement

Non shift workers on excursions
involving overnight stays away from
home will be:

Paid base rate of pay for work
performed between 8:00am and
6:00pm Monday to Sunday

Maximum of 10 hours per day

Paid overtime rates for any hours
worked in excess of 10 hours per
day, or outside the span of ordinary
hours

Sleepover allowance applies

Shift workers on excursions involving
overnight stays will be entitled to:

shift penalties and weekend
penalties; and

overtime for hours in excess of their
rostered ordinary hours for that
shift

Employees who work an overnight
excursion on a Saturday and/or
Sunday must not work more than
10 days in a two-week cycle
(including the weekend excursion).

Sleepover allowance applies

Cl.

19

Freemasons Agreement

All employees

Paid base rate of pay for work
performed between 8:00am and
6:00pm Monday to Friday

Maximum of 10 hours per day

Paid overtime rates for any hours
worked in excess of 10 hours per
day, or outside the span of
ordinary hours

Sleepover allowance applies

The employer and employee may
agree to accrual of time instead of
overtime payment for all other
hours

Employees who work an overnight
excursion on a Saturday and/or
Sunday must not work more than
10 days in a two-week cycle
(including the weekend excursion).

Comments

Different span of ordinary hours

Regis Agreement more beneficial
with respect to sleepover
allowance

13






Annual leave

23(a)(i)
23(c)

Regis Agreement

5 weeks (for all employees)
Paid at ordinary rate plus:

e Non shift workers: 17.5%
annual leave loading for all
employees.

e  Shift workers: the greater of
17.5% annual leave loading
shift/weekend penalties that
would have been payable

Cl.

32(a)(ii)
32(g)(ii)

Freemasons Agreement

4 weeks (plus an additional week
for shift workers)

Paid at ordinary rate plus, the
greater of:

e 17.5% (employees whose
weekly salary is in excess of
$857.20 will receive in lieu of
the 17.5% loading an amount
of $624.84 capped at 152
hours); or

e shift/weekend penalties, in-
charge allowances, uniform
and laundry allowances that
would have been payable

Comments

Regis Agreement more beneficial:

= All permanent employees
entitled to five weeks’ annual
leave per year of service,
regardless of shift worker
status (pro rata for part time
employees)

Annual leave loading is not
subject to annual cap

Shift worker (for
annual leave
purposes)

2(a)(xxiv)
23(a)(ii)

A ‘shift worker” is an employee who
works:

more than four ordinary hours on
10 or more weekends; or

at least eight 24-hour care shifts
during the yearly period in respect
of which their annual leave
accrues

32(b)(ii)

A ‘shift worker” is an employee who:

is regularly rostered to work their
ordinary hours outside the hours
of 6.00am to 6.00pm, Monday to
Friday (inclusive); and/or

is required to work for more than
four ordinary hours on 10 or more
weekends; or

works at least eight 24-hour care
shifts.

Slight difference in “shift worker”
definition

Regis Agreement more beneficial -
all permanent employees receive
5 weeks’ annual leave (pro rata
for part time employees),
regardless of whether they meet
the “shift worker” definition

14






Cl. Regis Agreement Cl. Freemasons Agreement Comments
Long service 27(a) In accordance with the Long Service 37(a)(iii) | 15 years continuous service: 6 No difference
leave 27(b)(i)(1) Leave Act 2018 (Vic). months leave
For employees employed as at and = More than 15 years service: 2
before 23 May 2025: months per 5 years’ service in
n 15 years continuous service: 6 excess of 15 years;
months leave = If terminated after 15 years:
n More than 15 years service: 2 1/30™ of the period of their
months per 5 years’ service in service since the last accrual of
excess of 15 years long service leave
. Ifterminated after 15 years: = If terminated after 10 - 15 years:
1/30th of the period of their 1/30™ of the period of their
service since the last accrual of service since the last accrual of
long service leave long service leave
m 7 -15years: an amount of long = 7-15years: pro rata amount
service leave equal to 1/30th of
their period of service
Personal / 24(b) m  First three years: 10 days per year 35(b)(ii)(1) W  First year: 12 days per year Freemasons Agreement more
carer’s leave 24(d) =  Three - five years: 12 days per year 35(c)(iii) m  Second - fourth years: 14 days per beneficial
m  Six years: 14 days per year 35(d)(i)-(ii) year
m  Seven years plus: 15 days per year =  Fiveyearsand beyond: 21 days
per year
Employees who do not take a day of
personal leave in five years will have
an additional 38 hours of
personal/carer’s leave added to the
employee’s accrual

15






Cl. Regis Agreement Cl. Freemasons Agreement Comments
Family and 33 20 days’ paid leave 39 10 days’ paid leave Regis Agreement more beneficial
domestic
violence leave
Compassionate 25(a)-(b) |5 days’ paid leave for each occasion 36(a) 2 days’ paid leave for each occasion Regis Agreement more beneficial
leave . . .
Employer can exercise discretion to
allow extra days where the employee
has to arrange a funeral or travel as a
result of the event.
Parental leave 26(a)-(b) |6 weeks’ paid parental leave for eligible| 31(a)-(b) |4 weeks’ paid maternity/adoption Regis Agreement more beneficial
employees 31(e) leave
Superannuation for paid parental leave 31(g) 1 week paid partner leave
Professional 28 5 days of paid professional 59(b)(iv) |4 days of paid study leave (pro rated |Regis Agreement more beneficial
development development leave per annum (pro for part time employees)
leave / study rated for part time employees)
leave
Purchased leave N/A 33 An employee may, if mutually agreed
with the employer, purchase up to four
weeks additional paid leave in a twelve
month period.
Paid emergency 30 53 Entitlement to payment for up to 3 Freemasons Agreement more
service leave shifts per annum, when on community | beneficial
service leave

16






Cl. Regis Agreement Cl. Freemasons Agreement Comments
Jury service 29(a)(i) Permanent (full time and part time) 48(a) Permanent (full time and part time) No difference
29(a)(vi) employees entitled the difference employees entitled to the difference

between their ordinary rate of pay and between their ordinary rate of pay

any jury service pay and any jury service pay
Blood donors 31 Full time employees only N/A Regis Agreement more beneficial
leave Paid leave at the ordinary rate on up to

2 occasions per year
Ceremonial 32 Up to 10 days per year (unpaid) 65 Up to 10 days per year (unpaid) No difference
leave
Training 11(c) Employees will be paid their ordinary 59(a)(ii) For training undertaken outside an Regis Agreement more beneficial

rate of pay for training undertaken employee’s rostered ordinary hours, |for training in excess of 12 hours

during an ordinary shift. minimum payment of 2 hours or the | per year

For training undertaken outside an length of training if training exceeds 2 Freemasons Agreement more

, . hours - L
employee’s rostered ordinary hours: beneficial for e-learning, in some
. . . circumstances
= on-site training: minimum
payment of 2 hours
m  e-learning: minimum payment of 1
hour

Employees who undertake more than

12 hours of training per year outside

their rostered ordinary hours will be

paid the applicable overtime rate for

those hours
Superannuation 12(a)(i) | Statutory minimum. 15 Statutory minimum. No difference

Default fund: HESTA Default fund: HESTA or First State

Super

17






Cl. Regis Agreement Cl. Freemasons Agreement Comments
Notice of 35(a)(i)(iii) | Regis must give the following notice: 40(a)(i)(2) |Freemasons and employee must give | No difference for employer-
termination 35(b) . Less than 1 year: 1 week; 40(a)(ii the following notice: provided notice
. 1to3years: 2 weeks; 40(a)(iv) m Lessthan 1 year: 1 week; Somg dlfference‘s in notice
. . required to be given by an
) ) m 1to 3years: 2 weeks;
m  3to5years: 3 weeks; employee
= More than 5 years: 4 weeks. " 3tobSyears:5weeks;
Additional week for employees over = Morethan 5 years: 4 weeks.
the age of 45 with two years Where Freemasons gives notice:
continuous service additional week for employees over
Employees must give 2 weeks’ notice the aTge of 45 Wl_th two years
continuous service
Redundancy 36(b) Period of Redundancy pay 49(e) Period of Redundancy pay No difference

continuous service

Less than 1 year Nil

1 year and less than |4 weeks’ pay
2 years

2 years and less 6 weeks’ pay

than 3 years

3 years and less 7 weeks’ pay

than 4 years

4 years and less 8 weeks’ pay

than 5 years

continuous service

Less than 1 year  |Nil

1 year and less 4 weeks’ pay
than 2 years
2 years and less |6 weeks’ pay
than 3 years
3 yearsandless |7 weeks’ pay
than 4 years
4 years and less |8 weeks’ pay

than 5 years

18






Cl.

Regis Agreement

5 years and less
than 6 years

10 weeks’ pay

6 years and less
than 7 years

11 weeks’ pay

7 years and less
than 8 years

13 weeks’ pay

8 years and less
than 9 years

14 weeks’ pay

9 years or over

16 weeks’ pay

Cl.

Freemasons Agreement

5 years and less
than 6 years

10 weeks’ pay

6 years and less
than 7 years

11 weeks’ pay

7 years and less
than 8 years

13 weeks’ pay

8 years and less
than 9 years

14 weeks’ pay

9 years or over

16 weeks’ pay

Comments
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at the following rate (pro rata for part time employees):
O 1styear of service: 12 days per year
o Mo 4th years of service: 14 days per year

o 5ty year of service: 21 days per year

What else do you need to know?
® Attached to this correspondence is a comparison of entitlements which apply to Home

Care Employees under the Regis Agreement vs the Royal Freemasons Agreement.

® |n most cases, there is no material difference between entitlements in the Regis

Agreement vs the Royal Freemasons Agreement.

® The above arrangements will only apply if the Fair Work Commission grants Regis’
application for its own enterprise agreement to apply, and while you remain employed in
Regis’ home care business. They will cease applying if or when your Regis Agreement (as

applies to you on transfer) is replaced by a new Regis enterprise agreement

® |[f Regis’ application to the Fair Work Commission is not granted, then you will continue to
be covered by your existing Royal Freemasons Agreement, until it is terminated or a new

enterprise agreement replaces it

What if | have questions?

To support you with the transition, Regis has developed a dedicated FAQ webpage to help
answer any important questions you may have and to support you throughout the process.

Regis has also established a concierge for team members, residents, and their families to be a
single point of contact for any questions you may have. The concierge can be contacted via email
at concierge@regis.com.au.

We are looking forward to meeting you all and welcoming you to Regis.
Yours sincerely,
Melanie Mazzarolli

National General Manager, Home Care
Regis Aged Care Pty Ltd


https://url.au.m.mimecastprotect.com/s/bXaGCZYMBNf2w84WSzfVViBCR8I?domain=regis.com.au
mailto:concierge@regis.com.au

CS-13

From: Concierge
Sent: Monday, 7 September 2026 12:49 PM
Subject: Transferring to Regis: What You Need to Know

Dear All,

We are excited to welcome you to Regis and are delighted that you will soon be joining our
team. We look forward to meeting you and supporting you as you begin your journey with us in
the coming weeks.

As you will be aware, Regis has applied to the Fair Work Commission for orders allowing you to
be employed under common law contracts, when your employment transfers to Regis, instead
of your Royal Freemasons Agreement.

If the Fair Work Commission agrees to this, then Regis will ensure that certain key entitlements
in your current Royal Freemasons Agreement will continue to apply to you, so that you are no
worse off when you transfer to Regis.

These key entitlements will be maintained as part of your terms and conditions of employment
with Regis.

® Salary packaging: If you are participating in a salary packaging arrangement on 31
October 2026 at Royal Freemasons, Regis will offer you a fixed annual remuneration
which takes into account the amount you received through the salary packaging
arrangement at Royal Freemasons. This is to ensure Regis provides you with the same net

benefit as part of your fixed annual remuneration.

® Personal/carer’s leave: Full time employees will continue to accrue personal/carer’s leave

at the following rate (pro rata for part time employees):

® Istyear of service: 12 days per year
o Mo 4th years of service: 14 days per year

o 5ty year of service: 21 days per year

What else do you need to know?
® The above arrangements will apply to you whilst you remain employed in Regis’ home
care business, under the letter of offer that you signed before transferring from Royal

Freemasons

® |[f Regis’ application to the Fair Work Commission is not granted, then you will continue to



be covered by your existing Royal Freemasons Agreement, until it is terminated or a new

enterprise agreement replaces it

What if | have questions?

To support you with the transition, Regis has developed a dedicated FAQ webpage to help
answer any important questions you may have and to support you throughout the process.

Regis has also established a concierge for team members, residents, and their families to be a
single point of contact for any questions you may have. The concierge can be contacted via email
at concierge@regis.com.au.

We are looking forward to meeting you all and welcoming you to Regis.
Yours sincerely
Melanie Mazzarolli

National General Manager, Home Care
Regis Aged Care Pty Ltd


https://url.au.m.mimecastprotect.com/s/bXaGCZYMBNf2w84WSzfVViBCR8I?domain=regis.com.au
mailto:concierge@regis.com.au

8 September 2026

Dear Employee,

CS-14

Transfer of Employment to Regis — Next Steps

(

o regIS aged care

REGIS AGED CARE PTY LTD
ABN 75 125 223 645

National Office

Level 2, 293 Camberwell Road
Cambenwell, VIC 3124

t. 1300 998 100

regis@regis.com.au
regis.com.au

As we prepare to welcome you to Regis, we would like to share some important information about
the next steps in your transition.

In the coming days, transferring employees will receive an email via DocuSign containing your
employment contract with Regis for your review and acceptance.

To support you through the transition and provide an opportunity to ask any questions about your
employment arrangements, we will be holding a number of consultation sessions. These sessions
are optional and you are welcome to attend any one of the consultation sessions, based on your

availability.
Date Time Location
Wednesday, 16 September | 10:00 am to 11:00 am | Online

Tuesday, 22 September

10:00 am to 12:00 pm

In person - Royal Freemasons Coppin Centre

Microsoft Team Meeting details for online consultation sessions:
Join: https://teams.microsoft.com/meet/497289704432259?p=VyK5YdBHhoB5xMmPII

Meeting ID: 497 289 704 432 259 Passcode: jp97Ts7E

Please refer to the Welcome to Regis — Regis Aged Care webpage for frequently asked questions.

You can also contact concierge@regis.com.au if you have any further questions.

We look forward to welcoming you to Regis and supporting you through the transition.

Your Sincerely,

J%O/LCW\ |

Jodie Haydon
Chief People Officer
Regis Aged Care
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Dear Employee,

Transfer of Employment to Regis — Next Steps

CS-15

(

o regIS aged care

REGIS AGED CARE PTY LTD

ABN 75 125 223 645

National Office

Level 2, 293 Camberwell Road

As we prepare to welcome you to Regis, we would like to share some important information about
the next steps in your transition.

In the coming days, transferring employees will receive an email via DocuSign containing your
employment contract with Regis for your review and acceptance.

To support you through the transition and provide an opportunity to ask any questions about your
employment arrangements, we will be holding a number of consultation sessions. These sessions
are optional and you are welcome to attend any one of the consultation sessions, based on your

availability.
Date Time Location
Friday, 11 September 10:00 am to 11:00 am | Online
Monday, 14 September | 3:00 pm to 4:00 pm Online
Friday, 18 September 3:00 pm to 4:00 pm Online

Tuesday, 22 September

10:00 am to 12:00 pm

In person - Royal Freemasons Coppin Centre

Microsoft Team Meeting details for online consultation sessions:
Join: https://teams.microsoft.com/meet/497289704432259?p=VyK5YdBHhoB5xMmPII

Meeting ID: 497 289 704 432 259 Passcode: jp97Ts7E

Please refer to the Welcome to Regis — Regis Aged Care webpage for frequently asked questions.

You can also contact concierge@regis.com.au if you have any further questions.

We look forward to welcoming you to Regis and supporting you through the transition.

Your Sincerely,

M@L@W\

Jodie Haydon
Chief People Officer
Regis Aged Care

Cambenwell, VIC 3124

t. 1300 998 100

regis@regis.com.au
regis.com.au



CS-16

From: Elizabeth 0"Donoghue

To: clarkins@anmfvic.asn.au

Cc: Claire Slattery

Subject: Regis Aged Care Transfer Application/Proposed Undertakings Update (Royal Freemasons)
Attachments: image001.ipg

Comparison of enterprise agreements - Regis v Freemasons - Circulation to Freemasons employees.pdf
DRAFT Proposed Undertakings - Roval Freemasons 09092026.doc
Regis Aged Care Transfer Application - ANMF Comms.pdf

Dear Ms Larkins,
| hope this email finds you well.

My name is Liz O’Donoghue and | am writing on behalf of Claire Slattery, General Manager,
Workplace Relations at Regis Aged Care Pty Ltd (Regis).

As you are aware, Regis has lodged an application with the Fair Work Commission seeking orders
pursuant to section 318 of the Fair Work Act 2009 (Cth) in relation to the transfer of certain
Royal Freemasons employees to Regis and the application of the relevant enterprise agreement
following that transfer.

| enclose the following for your consideration:

® A copy of Regis’ proposed draft undertakings in relation to the transfer of employment
(attached: ‘DRAFT Proposed Undertakings....’);

® A comparison of the key terms contained in the Royal Freemasons Ltd, ANMF and HWU
Home Care Enterprise Agreement 2023 and the Regis Aged Care Pty Ltd In-Home and
Centre Based Services (Victoria) Enterprise Agreement 2024 (attached: ‘Comparison of
enterprise agreements...); and

® A letter outlining the current status of the application, the steps undertaken by Regis to
date, and an invitation for ANMF to provide feedback on the proposed undertakings

(attached: ‘Regis Aged Care Transfer Application - ANMF Comms’)

Regis respectfully invites the ANMPF to provide any comments or feedback on the proposed
undertakings, including any views received from affected members, by 24 September 2026.

If you have any questions or require any further information, please do not hesitate to reach out.

Kind regards,

Liz O’Donoghue
Workplace Relations Specialist

Regis Aged Care Pty Ltd
Level 2, 293 Camberwell Road, Camberwell, VIC, 3124


mailto:eodonoghue@regis.com.au
mailto:clarkins@anmfvic.asn.au
mailto:cslattery@regis.com.au
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COMPARISON OF ENTERPRISE AGREEMENTS

Regis Aged Care Pty Ltd In-Home and Centre Based Services (Victoria) Enterprise Agreement 2024 (“Regis Agreement”)
and

Royal Freemasons Ltd, ANMF and HWU Home Care Enterprise Agreement 2023 (“Freemasons Agreement”)

This document shows the key differences between the Royal Freemasons Ltd, ANMF and HWU Home Care Enterprise Agreement 2023
(Freemasons Agreement) and the Regis Aged Care Pty Ltd In-Home and Centre Based Services (Victoria) Enterprise Agreement 2024 (Regis
Agreement) with respect to Home Care Employees only. This document does not outline terms and conditions of employment for Registered
Nurses or Enrolled Nurses.

Cl. Regis Agreement Cl. Freemasons Agreement Comments
Nominal expiry 6(a)(i) 1 March 2028 4(a) 30 June 2027
date
Coverage 3 m  Home Care Employee levels 1 - 6 3 m Home Care Employee levels1-3 [ Different
Appendix A m  Allied Health Assistant (social and Appendix1 m  Home Care Case Managers levels m  Regis Agreement does not
community services employee 1-3 cover RNs, ENs, Health
level 2) Professionals and General

m  Registered Nurse (RN) levels 1 - 3
Managers

m  Enrolled Nurse (EN) levels 1 -5

Comparison of enterprise agreements - Regis v Freemasons





Cl. Regis Agreement Cl. Freemasons Agreement Comments
Salary packaging 50(a) Available by agreement Different
Wage increases | Appendix A 1 March 2025: 3% Appendix 1 July 2024: 3% Regis Agreement guarantees a
Table 1 1 March 2026: 3% 1(1) 1 July 2025: 3% wage increase on 1 March 2027
3(c) 1 March 2027: 3% 13 1 July 2026: 3%
Employment 8 Full time employees will work an 21 Full time employees will work an | Regis Agreement has more
categories 14(d) average of 38 hours per week 22 average of 38 hours per week beneficial minimum engagement
Part time employees will work less 23 Part time employees will work for full time employees
than an average of 76 hours in a less than an average of 38 hours | Otherwise, no difference
fortnight and has reasonably 59 per week on a regular basis
predictable hours of work Minimum payment for part time
Minimum engagement for all and casual employees of 2
employees of 2 ordinary hours per ordinary hours per shift (or the
shift (including for onsite training, length of training if training
or 1 hour for e-learning) exceeds 2 hours)
Casual 8(d) Casual loading: 25% 23 Casual loading: 25% No difference
employment
Ordinary hours 13 Span of hours (day workers): 6am 16 Span of hours: 6am to 8pm, Mon = Same spread of ordinary hours
of work 14(a)(d) to 8pm, Mon-Sun to Sun for day workers
Maximum shift length: 10 ordinary Maximum shift length: 8 ordinary =  Slightly different maximum
hours hours (or 10 hours by mutual shift lengths
agreement)






Days offin a
roster cycle

14(b)

Regis Agreement

Permanent employees entitled to:

two full days in each week;
four full days in each fortnight; or

eight full days in each four-week
period.

Where practicable, days off will be
consecutive

Cl.

28(a)

Freemasons Agreement

All employees entitled to:

at least one day off in each week
in the case (day shift employees);

one night off in each week (night
shift employees)

Employees will be paid at 300% for all
hours of ordinary duty worked if they
have worked more than 6 days
without 24 hours off duty

Comments

Regis Agreement guarantees at
least two consecutive days off

Freemasons Agreement more
beneficial if employee works more
than 6 consecutive days without
24 hours off






Rest break
between shifts

14(c)
20(d)

Regis Agreement

Permanent (full time and part time)
employees

n Minimum break between rostered
shifts:

e 10 hours, or 8 hours by
agreement

e 8 hours between a sleepover
and a shift

" Minimum break between shifts
where overtime is worked: 10
hours

s Employees who return to duty
before minimum rest break will be
paid 200% of ordinary hourly rate
(or 250% on a public holiday) for
ordinary hours worked until
released from duty and will suffer
no loss of pay for rostered
ordinary hours not worked due to
absence

Casual employees

m 8 hours break between rostered
shifts

Cl.

30(d)

Freemasons Agreement

N/A for break between rostered shifts

Award entitlement - 10 hours between
shifts (8 hours by mutual agreement)

=  Minimum break between shifts
where overtime is worked: 10
hours

= Employees who return to duty
before minimum rest break will
be paid 200% of ordinary hourly
rate for ordinary hours worked
until released from duty and will
suffer no loss of pay for rostered
ordinary hours not worked due to
absence

Comments

No difference






Cl. Regis Agreement Cl. Freemasons Agreement Comments
Broken shifts 15 = Maximum span of 12 hours 26 =  Maximum span of 12 hours Broken shift allowances are higher
10(d) »  Work beyond 12 hour max span =  Work beyond 12 hour max span in the Regis Agreement
paid at 200% (or 250% on a public paid at 200% (or 250% on a public |Otherwise, no difference
holiday) holiday)
= Minimum break of 10 hours = Minimum break of 10 hours
between broken shifts between broken shifts
= Broken shift allowance of: m  Broken shift allowance of:
e $20.12 for broken shifts e $19.66 for broken shifts
worked in 2 periods with 1 worked in 2 periods with 1
unpaid break unpaid break
e $26.63 for broken shifts e $26.00 for broken shifts
worked in 3 periods with 2 worked in 3 periods with 2
unpaid breaks unpaid breaks
Rosters 19(a) = Fortnightly roster cycle 24(a) = Fortnightly roster cycle Employees may be more likely to
19(c)-(d) =  Roster may be changed on 7 days’ 24(d) = Roster may be changed on 7 days’ FE(.ZEIVE payment fo.r a cancelled
notice notice shift under the Regis Agreement
= Permanent employees (full time m  Permanent employees (full time Otherwise, no difference
and part time) will be paid for a and part time) will be paid for a
schedule shift if a client cancels schedule shift if a client cancels
that shift after 5.00pm the day that shift for reasons associated
before the rostered shift with death, hospitalisation or
other extenuating circumstances






Cl. Regis Agreement Cl. Freemasons Agreement Comments
Meal breaks 22(a) = Unpaid meal break of at least 30 29 = Unpaid meal break of at least 30 | Employees are paid overtime if
minutes where 5 hours worked minutes where 5 hours worked they are required to work during
= If required to work during a meal = If employee is unable to take a tAhelr mealtbreak under the Regis
break and continuously after meal meal break (or the full meal greemen
break - paid overtime rates until break) - paid ordinary rates Otherwise, no difference
the meal break is taken
Rest pauses 22(c) = 10 minute rest pause for each 29 = 10 minute rest pause for each No difference
period of 4 hours worked period of 4 hours worked
Time off in lieu N/A 30(c) Permanent (full time and part time) Regis pays employees for overtime
of payment for employees may take time off in lieu of worked
overtime payment for overtime
Higher duties N/A 45(b) A home care employee engaged in any |Regis does not require Home Care
duties carrying a higher rate than the [Employees to perform higher
classification in which they are duties
ordinarily employed shall be paid at
the higher rate for the time so worked
for two hours or less or the full day or
shift where the time so worked
exceeds two hours.
Overtime rates 20(a)(ii) W  Monday to Saturday: 150% for the 30(b)(i) m  Monday to Saturday: 150% for No difference in overtime rates
. . o ) o
(full tl.me and 20(b)(i) first two hours, 200% thereafter the first two hours, 200% Overtime rates may be payable
part time dav: 200% thereafter i der the F
loyees) 13(a) = Sunday: b earlier under the Freemasons
employ . Public holidays: 250% = Sunday: 200% Agreement, if a maximum of 8
. Public holidays: 250% ordlr.1ary hours of work per day is
applied






Cl. Regis Agreement Cl. Freemasons Agreement Comments
Overtime rates 20(a)(ii) [  Monday to Saturday: 175% for the 30(b)(ii) =  Monday to Saturday: 175% for Regis pays overtime to casual Day
(casual 20(b)(ii) first two hours, 225% thereafter the first two hours, 225% Workers working outside 6am -
employees) . Sunday: 225% thereafter 8pm span
- . o) H H
. Public holidays: 275% Sunday: 225% Otherwise, no difference
- 1 1 . o)
Overtime rates are inclusive of casual Public holidays: 275%
loading Overtime rates are inclusive of casual
loading
Recall N/A 51(c) Employees are paid for a minimum of | Regis does not recall employees to
3 hours’ work at overtime rates if work
recalled to work
Afternoon shift 21(a)(i) Shifts finish between 8:00pm and 9(n)(iv) Shifts finish between 8:00pm and No difference
loading 12.00am, Monday to Friday: 12.5% 46(b) 12:00am, Monday to Friday: 12.5%
Night shift 21(a)(i) Shifts finish after 12:00am or 9(n)(iv) Shift finishes after 12:00am or Regis Agreement contains higher
loading commence before 6:00am, Monday to 46(b) commence before 6:00am Monday to | night shift loading
Friday: 20% Friday: 15%
Saturday penalty 21(b)(i) W Permanent employees: 150% 27(a)-(c) |  Permanent employees: 150% No difference
rates m  Casual employees: 175% (inclusive s Casual employees: 175%
of casual loading) (inclusive of casual loading)
Sunday penalty 21(b)(ii) |  Permanent employees: 200% 27(a)-(c) |  Permanent employees: 200% No difference
rates m  Casual employees: 225% (inclusive = Casual employees: 225%
of casual loading) (inclusive of casual loading)






Cl. Regis Agreement Cl. Freemasons Agreement Comments
Public holiday 34(b)(i)) m Permanent employees: 250% 34(f) =  Permanent employees: 250% No difference
penalty rates m  Casual employees: 275% (inclusive = Casual employees: 275%
of casual loading) (inclusive of casual loading)
Public holiday on 34 N/A 34(g)(ii) |Full time employees only: 1.5 days’ Regis does not operate an RDO
RDO pay (or 1.5 day’s time in lieu by arrangement
agreement)
Uniform 10(a) Regis supplies uniforms 10(a) Freemasons supplies uniforms or pays |Some differences
Appendix A Appendix A a ug;fc;rsm aIIowarI:ce of: $1.85 per day

Table 2 Table2 [F»7-22Perwee
Laundry 10(a) $0.34 per day / $1.58 per week 10(a) $0.46 per day or $2.22 per week Freemasons Agreement more
allowance Appendix A Appendix A beneficial

Table 2 Table 2






Remote work

20(e)

Regis Agreement

Employees who perform Remote Work
will be paid at least:

between 6am and 10pm: 15
minutes’ pay

between 10pm and 6am: 30
minutes’ pay
where the employee is not on call:

1 hour

where the Remote Work involves
participating in staff meetings or
staff training remotely: 1 hour

“Remote Work” means work
performed at Regis’ direction that is

not:

part of an employee’s rostered
ordinary hours of work;

additional hours worked by a part
time employee or overtime
connected with a rostered shift;
and

required to be performed at a
designated workplace.

Cl.

N/A

Freemasons Agreement

Comments

Different

Regis does not typically roster
employees to perform ‘remote
work’






Cl. Regis Agreement Cl. Freemasons Agreement Comments
On call N/A 51(a)(b) Home Care Case Managers are Different
entitled to: Regis does not operate a time in
s one day of time in lieu for each lieu arrangement or on call roster
week of on call duty to be taken on
completion of an on call period; or
e one day of leave for each week of
on call duty if the Home Care Case
Manager cannot take their time off
in lieu at the end of the on call
period
Public holidays during on call roster
Employees will be entitled to time in
lieu paid at:
e 150% of their normal rate if one
public holiday falls during an on
call week; or
o 200% (or receive two days’ in lieu)
if two or more public holidays fall
during an on call week
Availability 10(c) Employees who make themselves N/A Regis Agreement more beneficial
allowance available for up to 4 hours outside their

ordinary roster to work an additional
ordinary shift will be paid an allowance
of $30

10






Cl. Regis Agreement Cl. Freemasons Agreement Comments
Overtime meal 22(b)(i) =  One hour of overtime - $17.19 47 Freemasons will provide a meal or pay |Regis pays the meal allowance
allowance Appendix A = Four hours of overtime - $17.19 Appendix a meal allowance as follows: earlier on Saturdays and Sundays
Table 2 1(3) m  One hour of overtime (Mon - Fri) -
$17.19
m  Four hours of overtime (Mon - Fri)
-$17.19
= Five hours (Sat - Sun) - $17.19
= Nine hours (Sat - Sun) - $17.19
Buddy allowance N/A 60 10% base rate of Different
Telephone N/A 52 Employee is to be provided with a Regis does not roster employees
allowance mobile phone where they are as ‘on call’
required to be on call
Heat N/A 61 Employees who work fro more than 2 | Freemasons Agreement more
arrangements hours in 46+ degree heat will receive a | beneficial
20 minute paid rest
Vehicle 10(f) SCHADS rate ($1.01/km) 43 SCHADS rate ($1.01/km) No difference
allowance
10(g)

11






Cl. Regis Agreement Cl. Freemasons Agreement Comments
Sleepovers 16 8 hour span 17 m 8 hourspan Higher sleepover allowance in
Sleepover allowance: $110 Appendix1 =  Sleepover allowance: $62.28 Regis Agreement
Employees will be paid overtime =  Employees will be paid overtime Otherwise, no difference
rates for work performed during a rates for work performed during a
sleepover (with a minimum sleepover (with a minimum
payment of one hour) payment of one hour)
Employees may refuse a sleepover
shift with reasonable cause where
the employee has not been given
seven days’ notice
24 hour care 17 By agreement 18 = Maximum of 8 hours of care Regis Agreement more beneficial

Maximum of 8 hours of care
Employees will be paid:

e  Full time/part time
employees: 155%

e  Casual employees: 180%
(inclusive of casual loading)

Subject to prior approval, any
employee who provides care for
more than 8 hours will be paid
overtime rates of:

e  150% for the first two hours
(175% for casuals, inclusive of
casual loading);

e 200% thereafter (225% for
casuals, inclusive of casual
loading)

Employees will be paid:

e  Full time/part time
employees: 155%

e  Casual employees: 180%
(inclusive of casual loading)

for employees working more than
8 hours

Otherwise, no difference

12






Excursions

18

Regis Agreement

Non shift workers on excursions
involving overnight stays away from
home will be:

Paid base rate of pay for work
performed between 8:00am and
6:00pm Monday to Sunday

Maximum of 10 hours per day

Paid overtime rates for any hours
worked in excess of 10 hours per
day, or outside the span of ordinary
hours

Sleepover allowance applies

Shift workers on excursions involving
overnight stays will be entitled to:

shift penalties and weekend
penalties; and

overtime for hours in excess of their
rostered ordinary hours for that
shift

Employees who work an overnight
excursion on a Saturday and/or
Sunday must not work more than
10 days in a two-week cycle
(including the weekend excursion).

Sleepover allowance applies

Cl.

19

Freemasons Agreement

All employees

Paid base rate of pay for work
performed between 8:00am and
6:00pm Monday to Friday

Maximum of 10 hours per day

Paid overtime rates for any hours
worked in excess of 10 hours per
day, or outside the span of
ordinary hours

Sleepover allowance applies

The employer and employee may
agree to accrual of time instead of
overtime payment for all other
hours

Employees who work an overnight
excursion on a Saturday and/or
Sunday must not work more than
10 days in a two-week cycle
(including the weekend excursion).

Comments

Different span of ordinary hours

Regis Agreement more beneficial
with respect to sleepover
allowance

13






Annual leave

23(a)(i)
23(c)

Regis Agreement

5 weeks (for all employees)
Paid at ordinary rate plus:

e Non shift workers: 17.5%
annual leave loading for all
employees.

e  Shift workers: the greater of
17.5% annual leave loading
shift/weekend penalties that
would have been payable

Cl.

32(a)(ii)
32(g)(ii)

Freemasons Agreement

4 weeks (plus an additional week
for shift workers)

Paid at ordinary rate plus, the
greater of:

e 17.5% (employees whose
weekly salary is in excess of
$857.20 will receive in lieu of
the 17.5% loading an amount
of $624.84 capped at 152
hours); or

e shift/weekend penalties, in-
charge allowances, uniform
and laundry allowances that
would have been payable

Comments

Regis Agreement more beneficial:

= All permanent employees
entitled to five weeks’ annual
leave per year of service,
regardless of shift worker
status (pro rata for part time
employees)

Annual leave loading is not
subject to annual cap

Shift worker (for
annual leave
purposes)

2(a)(xxiv)
23(a)(ii)

A ‘shift worker” is an employee who
works:

more than four ordinary hours on
10 or more weekends; or

at least eight 24-hour care shifts
during the yearly period in respect
of which their annual leave
accrues

32(b)(ii)

A ‘shift worker” is an employee who:

is regularly rostered to work their
ordinary hours outside the hours
of 6.00am to 6.00pm, Monday to
Friday (inclusive); and/or

is required to work for more than
four ordinary hours on 10 or more
weekends; or

works at least eight 24-hour care
shifts.

Slight difference in “shift worker”
definition

Regis Agreement more beneficial -
all permanent employees receive
5 weeks’ annual leave (pro rata
for part time employees),
regardless of whether they meet
the “shift worker” definition

14






Cl. Regis Agreement Cl. Freemasons Agreement Comments
Long service 27(a) In accordance with the Long Service 37(a)(iii) | 15 years continuous service: 6 No difference
leave 27(b)(i)(1) Leave Act 2018 (Vic). months leave
For employees employed as at and = More than 15 years service: 2
before 23 May 2025: months per 5 years’ service in
n 15 years continuous service: 6 excess of 15 years;
months leave = If terminated after 15 years:
n More than 15 years service: 2 1/30™ of the period of their
months per 5 years’ service in service since the last accrual of
excess of 15 years long service leave
. Ifterminated after 15 years: = If terminated after 10 - 15 years:
1/30th of the period of their 1/30™ of the period of their
service since the last accrual of service since the last accrual of
long service leave long service leave
m 7 -15years: an amount of long = 7-15years: pro rata amount
service leave equal to 1/30th of
their period of service
Personal / 24(b) m  First three years: 10 days per year 35(b)(ii)(1) W  First year: 12 days per year Freemasons Agreement more
carer’s leave 24(d) =  Three - five years: 12 days per year 35(c)(iii) m  Second - fourth years: 14 days per beneficial
m  Six years: 14 days per year 35(d)(i)-(ii) year
m  Seven years plus: 15 days per year =  Fiveyearsand beyond: 21 days
per year
Employees who do not take a day of
personal leave in five years will have
an additional 38 hours of
personal/carer’s leave added to the
employee’s accrual

15






Cl. Regis Agreement Cl. Freemasons Agreement Comments
Family and 33 20 days’ paid leave 39 10 days’ paid leave Regis Agreement more beneficial
domestic
violence leave
Compassionate 25(a)-(b) |5 days’ paid leave for each occasion 36(a) 2 days’ paid leave for each occasion Regis Agreement more beneficial
leave . . .
Employer can exercise discretion to
allow extra days where the employee
has to arrange a funeral or travel as a
result of the event.
Parental leave 26(a)-(b) |6 weeks’ paid parental leave for eligible| 31(a)-(b) |4 weeks’ paid maternity/adoption Regis Agreement more beneficial
employees 31(e) leave
Superannuation for paid parental leave 31(g) 1 week paid partner leave
Professional 28 5 days of paid professional 59(b)(iv) |4 days of paid study leave (pro rated |Regis Agreement more beneficial
development development leave per annum (pro for part time employees)
leave / study rated for part time employees)
leave
Purchased leave N/A 33 An employee may, if mutually agreed
with the employer, purchase up to four
weeks additional paid leave in a twelve
month period.
Paid emergency 30 53 Entitlement to payment for up to 3 Freemasons Agreement more
service leave shifts per annum, when on community | beneficial
service leave

16






Cl. Regis Agreement Cl. Freemasons Agreement Comments
Jury service 29(a)(i) Permanent (full time and part time) 48(a) Permanent (full time and part time) No difference
29(a)(vi) employees entitled the difference employees entitled to the difference

between their ordinary rate of pay and between their ordinary rate of pay

any jury service pay and any jury service pay
Blood donors 31 Full time employees only N/A Regis Agreement more beneficial
leave Paid leave at the ordinary rate on up to

2 occasions per year
Ceremonial 32 Up to 10 days per year (unpaid) 65 Up to 10 days per year (unpaid) No difference
leave
Training 11(c) Employees will be paid their ordinary 59(a)(ii) For training undertaken outside an Regis Agreement more beneficial

rate of pay for training undertaken employee’s rostered ordinary hours, |for training in excess of 12 hours

during an ordinary shift. minimum payment of 2 hours or the | per year

For training undertaken outside an length of training if training exceeds 2 Freemasons Agreement more

, . hours - L
employee’s rostered ordinary hours: beneficial for e-learning, in some
. . . circumstances
= on-site training: minimum
payment of 2 hours
m  e-learning: minimum payment of 1
hour

Employees who undertake more than

12 hours of training per year outside

their rostered ordinary hours will be

paid the applicable overtime rate for

those hours
Superannuation 12(a)(i) | Statutory minimum. 15 Statutory minimum. No difference

Default fund: HESTA Default fund: HESTA or First State

Super
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Cl. Regis Agreement Cl. Freemasons Agreement Comments
Notice of 35(a)(i)(iii) | Regis must give the following notice: 40(a)(i)(2) |Freemasons and employee must give | No difference for employer-
termination 35(b) . Less than 1 year: 1 week; 40(a)(ii the following notice: provided notice
. 1to3years: 2 weeks; 40(a)(iv) m Lessthan 1 year: 1 week; Somg dlfference‘s in notice
. . required to be given by an
) ) m 1to 3years: 2 weeks;
m  3to5years: 3 weeks; employee
= More than 5 years: 4 weeks. " 3tobSyears:5weeks;
Additional week for employees over = Morethan 5 years: 4 weeks.
the age of 45 with two years Where Freemasons gives notice:
continuous service additional week for employees over
Employees must give 2 weeks’ notice the aTge of 45 Wl_th two years
continuous service
Redundancy 36(b) Period of Redundancy pay 49(e) Period of Redundancy pay No difference

continuous service

Less than 1 year Nil

1 year and less than |4 weeks’ pay
2 years

2 years and less 6 weeks’ pay

than 3 years

3 years and less 7 weeks’ pay

than 4 years

4 years and less 8 weeks’ pay

than 5 years

continuous service

Less than 1 year  |Nil

1 year and less 4 weeks’ pay
than 2 years
2 years and less |6 weeks’ pay
than 3 years
3 yearsandless |7 weeks’ pay
than 4 years
4 years and less |8 weeks’ pay

than 5 years
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Cl.

Regis Agreement

5 years and less
than 6 years

10 weeks’ pay

6 years and less
than 7 years

11 weeks’ pay

7 years and less
than 8 years

13 weeks’ pay

8 years and less
than 9 years

14 weeks’ pay

9 years or over

16 weeks’ pay

Cl.

Freemasons Agreement

5 years and less
than 6 years

10 weeks’ pay

6 years and less
than 7 years

11 weeks’ pay

7 years and less
than 8 years

13 weeks’ pay

8 years and less
than 9 years

14 weeks’ pay

9 years or over

16 weeks’ pay

Comments
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FWC Matter No:  AG2026/2183

Application by Regis Aged Care Pty Ltd pursuant to section 318 of the Fair Work Act 2009 (Cth)






In order to facilitate the transition of employees of Royal Freemasons Ltd (Royal Freemasons) to Regis Aged Care Pty Ltd (Regis), and to provide for the Royal Freemasons Agreement to cease to apply to their employment, the position of Regis is that overall those employees will not be disadvantaged in their ongoing employment.


In providing this assurance, Regis confirms that from the Transfer Date, the following arrangements will apply:


Wage rates

1 Current base rates of pay under the Royal Freemasons Agreement that, as at the Transfer Date, are higher than equivalent base rates of pay under the Regis Agreement, will continue to be paid at that higher rate unless and until, for any classification, a higher rate of pay applies under the Regis Agreement or a new Regis Enterprise Agreement (following which the higher wage rate under the Regis Agreement or that new Regis Enterprise Agreement will apply). 


Salary packaging 

2 Where any Registered Nurse, Enrolled Nurse or Home Care Case Manager in their employment with Royal Freemasons was, as at 31 October 2026, participating in a salary packaging arrangement with beneficial tax treatment in accordance with clause 50 of the Royal Freemasons Agreement, Regis will “gross up” that employee’s salary (including for tax) to provide them with the same net benefit as when they received the salary packaging arrangement. The “grossed up” amount will be absorbed by the fixed annual remuneration set out in the Registered Nurse, Enrolled Nurse or Home Care Case Manager’s employment contract with Regis.  

3 Where any Home Care Employee in their employment with Royal Freemasons was, as at 31 October 2026, participating in a salary sacrifice arrangement with beneficial tax treatment in accordance with clause 50 of the Royal Freemasons Agreement, Regis will “gross up” that employee’s salary (including for tax) to provide them with the same net benefit as when they received the salary packaging arrangement. The “grossed up” amount will be paid to the Home Care Employee as a fixed allowance that will not be subject to any variation.

Personal/carer’s leave


4 For all Transferring Employees, personal/carer’s leave will continue to be accrued at a rate equivalent to that set out in clause 35(b)(ii)(1) of the Royal Freemasons Agreement, ie at the following rate for full-time employees (pro rata for part-time employees):

4 12 days, in the first year of service;

4 14 days per year, during the second to fourth years of service; and

4 21 days per year, during the fifth year of service and each year of service thereafter.


Arrangements apply until new Regis Enterprise Agreement takes effect


5 With the exception of item 2, the above arrangements will continue to apply to the relevant Transferring Employees whilst they remain employed in the Business, and until any new Regis Enterprise Agreement comes into effect.

6 Without limiting item 5, item 3 of the above arrangements will continue to apply until such time as the statutory/regulatory conditions by which Royal Freemasons was able to provide the original salary sacrifice arrangement cease, or it otherwise becomes unlawful for Regis to continue with payment of the allowance.


7 Item 2 of the above arrangements will continue to apply whilst the relevant Transferring Employees remain employed in the Business.

Note – for the purpose of this undertaking:


(a) “Business” means the Regis Home Care business.


(b) “Enrolled Nurse” means a Transferring Employee who is classified under the Royal Freemasons Agreement as an Enrolled Nurse.


(c) “Home Care Employee” means a Transferring Employee who is classified under the Royal Freemasons Agreement as a Home Care Employee.


(d) “Home Care Case Manager” means a Transferring Employee who is classified under the Royal Freemasons Agreement as a Home Care Case Manager.


(e) The “new Regis Enterprise Agreement” means any enterprise agreement covering the Transferring Employees that comes into effect after the Transferring Employees commence employment with Regis.


(f) “Regis Agreement” means the Regis Aged Care Pty Ltd In-Home and Centre Based Services (Victoria) Enterprise Agreement 2024 (AG2025/850).

(g) “Registered Nurse” means a Transferring Employee who is classified under the Royal Freemasons Agreement as a Registered Nurse.

(h) “Transfer Date” means 1 November 2026.


(i) “Transferring Employee” means a permanent (ie full time or part time) employee of Royal Freemasons covered by the Royal Freemasons Agreement and who:


7 following completion of the proposed acquisition by Regis of the Business, and subject to the requirements of section 311(2) of the Fair Work Act 2009 (Cth), becomes an employee of Regis; and


7 either:


7 falls within the classifications of, and is covered by, the Regis Agreement; or 

7 is a Registered Nurse, Enrolled Nurse or Home Care Case Manager.


(j) “Royal Freemasons Agreement” means the Royal Freemasons Ltd, ANMF and HWU Home Care Enterprise Agreement 2023 (AG2024/4644).
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9 September 2026

By email: clarkins@anmfvic.asn.au

Dear Ms Larkins,

Royal Freemasons and Regis Aged Care | AG2026/2183 Application by Regis Aged Care
We refer to our previous correspondence relating to the above matter.
Employment offers, preserved terms and proposed undertakings

As you know, Regis Aged Care Pty Ltd (Regis) has filed an application in the Fair Work Commission
seeking orders pursuant to section 318 of the Fair Work Act 2009 (Cth) (transfer application) to have its
own enterprise agreement apply on transfer of certain Royal Freemasons employees to Regis.

While Regis has not yet received correspondence from the Commission about next steps in the transfer
application, Regis has commenced making offers of employment that are substantially similar to, and
overall no less favourable than, the terms and conditions at Royal Freemasons.

To that end, and to ensure that Royal Freemasons employees will be no worse off with Regis as a result
of the transfer application being granted, Regis is prepared to offer to preserve certain entitlements that
transferring employees currently enjoy. Regis will do so by way of undertakings to the Fair Work
Commission, which it intends to file in the course of the transfer application, and which would take
effect if the Fair Work Commission grants the orders that Regis seeks.

We attach a copy of these proposed undertakings for the ANMF's records, and to assist the ANMF to
answer any questions it may receive from its members in respect of the proposed preserved terms.

Regis has also circulated a summary of the proposed undertakings to Royal Freemasons employees.
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Feedback on the proposed undertakings

Regis is confident that its offers of employment combined with the proposed undertakings will mean the
Royal Freemasons employees will not be disadvantaged by the transfer of their employment to Regis, if
the section 318 orders are made.

Regis requests that the ANMF provide its views and feedback (if any) on the proposed undertakings
(including any views it receives from members) by no later than 24 September 2026.

Other matters

Finally, in case the ANMF has any members employed at Royal Freemasons as Home Care Employees,
we also attach a comparison of key terms in the Royal Freemasons Ltd, ANMF and HWU Home Care
Enterprise Agreement 2023 and the Regis Aged Care Pty Ltd In-Home and Centre Based Services
(Victoria) Enterprise Agreement 2024. This comparison has been provided to the Royal Freemasons
Home Care Employees and demonstrates that while there are some differences in entitlements, the
Home Care Employees will have access to the following additional benefits under the Regis enterprise
agreement:

5 weeks of annual leave for all employees.

6 weeks of paid parental leave for eligible employees.

5 days of paid compassionate leave for each occasion.

5 days of paid professional development leave per year.
Minimum engagement period of 2 hours for all employees.
At least 2 guaranteed consecutive days off in a roster cycle.
Payment of overtime rates if you work during your meal break.
Night shift loading of 20%.

. $30 availability allowance.

10. $110 sleepover allowance.

11. Meal allowances paid earlier on the weekends.

LWoOoNOURAWNE

Regis will be holding drop-in sessions with the Royal Freemasons employees to discuss the transfer
application and the proposed transfer of their employment to Regis on the following dates in September
2026 and welcomes the ANMF’s attendance.
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REGIS AGED CARE PTY LTD
ABN 75 125 223 645

National Office
Level 2, 293 Camberwell Road
Camberwell, VIC 3124

"

t. 1300 998 100

regis@regis.com.au
regis.com.au

Date Time Location

Friday, 11 September 10:00 am to 11:00 am | Online

Monday, 14 September | 3:00 pm to 4:00 pm Online

Friday, 18 September 3:00 pm to 4:00 pm Online

Tuesday, 22 September | 10:00 am to 12:00 pm | In person - Royal Freemasons Coppin Centre

Microsoft Team Meeting details for online consultation sessions:

Join: https://teams.microsoft.com/meet/497289704432259?p=VyK5YdBHhoB5xMmPII

Meeting ID: 497 289 704 432 259 Passcode: jp97Ts7E

Please contact me if you have any questions.

Kind regards,

tlairie Slttery

Claire Slattery

General Manager, Workplace Relations




https://teams.microsoft.com/meet/497289704432259?p=VyK5YdBHhoB5xMmPII
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COMPARISON OF ENTERPRISE AGREEMENTS

Regis Aged Care Pty Ltd In-Home and Centre Based Services (Victoria) Enterprise Agreement 2024 (“Regis Agreement”)
and

Royal Freemasons Ltd, ANMF and HWU Home Care Enterprise Agreement 2023 (“Freemasons Agreement”)

This document shows the key differences between the Royal Freemasons Ltd, ANMF and HWU Home Care Enterprise Agreement 2023
(Freemasons Agreement) and the Regis Aged Care Pty Ltd In-Home and Centre Based Services (Victoria) Enterprise Agreement 2024 (Regis
Agreement) with respect to Home Care Employees only. This document does not outline terms and conditions of employment for Registered
Nurses or Enrolled Nurses.

Cl. Regis Agreement Cl. Freemasons Agreement Comments
Nominal expiry 6(a)(i) 1 March 2028 4(a) 30 June 2027
date
Coverage 3 m  Home Care Employee levels 1 - 6 3 m Home Care Employee levels 1-3 [ Different
Appendix A m  Allied Health Assistant (social and Appendix1 m  Home Care Case Managers levels m  Regis Agreement does not
community services employee 1-3 cover RNs, ENs, Health
level 2) Professionals and General

m  Registered Nurse (RN) levels 1 - 3
Managers

m  Enrolled Nurse (EN) levels 1 -5

Comparison of enterprise agreements - Regis v Freemasons



Cl. Regis Agreement Cl. Freemasons Agreement Comments
Salary packaging 50(a) Available by agreement Different
Wage increases | Appendix A 1 March 2025: 3% Appendix 1 July 2024: 3% Regis Agreement guarantees a
Table 1 1 March 2026: 3% 1(1) 1 July 2025: 3% wage increase on 1 March 2027
3(c) 1 March 2027: 3% 13 1 July 2026: 3%
Employment 8 Full time employees will work an 21 Full time employees will work an | Regis Agreement has more
categories 14(d) average of 38 hours per week 22 average of 38 hours per week beneficial minimum engagement
Part time employees will work less 23 Part time employees will work for full time employees
than an average of 76 hours in a less than an average of 38 hours | Otherwise, no difference
fortnight and has reasonably 59 per week on a regular basis
predictable hours of work Minimum payment for part time
Minimum engagement for all and casual employees of 2
employees of 2 ordinary hours per ordinary hours per shift (or the
shift (including for onsite training, length of training if training
or 1 hour for e-learning) exceeds 2 hours)
Casual 8(d) Casual loading: 25% 23 Casual loading: 25% No difference
employment
Ordinary hours 13 Span of hours (day workers): 6am 16 Span of hours: 6am to 8pm, Mon = Same spread of ordinary hours
of work 14(a)(d) to 8pm, Mon-Sun to Sun for day workers
Maximum shift length: 10 ordinary Maximum shift length: 8 ordinary =  Slightly different maximum
hours hours (or 10 hours by mutual shift lengths
agreement)




Days offin a
roster cycle

14(b)

Regis Agreement

Permanent employees entitled to:

two full days in each week;
four full days in each fortnight; or

eight full days in each four-week
period.

Where practicable, days off will be
consecutive

Cl.

28(a)

Freemasons Agreement

All employees entitled to:

at least one day off in each week
in the case (day shift employees);

one night off in each week (night
shift employees)

Employees will be paid at 300% for all
hours of ordinary duty worked if they
have worked more than 6 days
without 24 hours off duty

Comments

Regis Agreement guarantees at
least two consecutive days off

Freemasons Agreement more
beneficial if employee works more
than 6 consecutive days without
24 hours off




Rest break
between shifts

14(c)
20(d)

Regis Agreement

Permanent (full time and part time)
employees

n Minimum break between rostered
shifts:

e 10 hours, or 8 hours by
agreement

e 8 hours between a sleepover
and a shift

" Minimum break between shifts
where overtime is worked: 10
hours

s Employees who return to duty
before minimum rest break will be
paid 200% of ordinary hourly rate
(or 250% on a public holiday) for
ordinary hours worked until
released from duty and will suffer
no loss of pay for rostered
ordinary hours not worked due to
absence

Casual employees

m 8 hours break between rostered
shifts

Cl.

30(d)

Freemasons Agreement

N/A for break between rostered shifts

Award entitlement - 10 hours between
shifts (8 hours by mutual agreement)

=  Minimum break between shifts
where overtime is worked: 10
hours

= Employees who return to duty
before minimum rest break will
be paid 200% of ordinary hourly
rate for ordinary hours worked
until released from duty and will
suffer no loss of pay for rostered
ordinary hours not worked due to
absence

Comments

No difference




Cl. Regis Agreement Cl. Freemasons Agreement Comments
Broken shifts 15 = Maximum span of 12 hours 26 =  Maximum span of 12 hours Broken shift allowances are higher
10(d) »  Work beyond 12 hour max span =  Work beyond 12 hour max span in the Regis Agreement
paid at 200% (or 250% on a public paid at 200% (or 250% on a public |Otherwise, no difference
holiday) holiday)
= Minimum break of 10 hours = Minimum break of 10 hours
between broken shifts between broken shifts
= Broken shift allowance of: m  Broken shift allowance of:
e $20.12 for broken shifts e $19.66 for broken shifts
worked in 2 periods with 1 worked in 2 periods with 1
unpaid break unpaid break
e $26.63 for broken shifts e $26.00 for broken shifts
worked in 3 periods with 2 worked in 3 periods with 2
unpaid breaks unpaid breaks
Rosters 19(a) = Fortnightly roster cycle 24(a) = Fortnightly roster cycle Employees may be more likely to
19(c)-(d) =  Roster may be changed on 7 days’ 24(d) = Roster may be changed on 7 days’ FE(.ZEIVE payment fo.r a cancelled
notice notice shift under the Regis Agreement
= Permanent employees (full time m  Permanent employees (full time Otherwise, no difference
and part time) will be paid for a and part time) will be paid for a
schedule shift if a client cancels schedule shift if a client cancels
that shift after 5.00pm the day that shift for reasons associated
before the rostered shift with death, hospitalisation or
other extenuating circumstances




Cl. Regis Agreement Cl. Freemasons Agreement Comments
Meal breaks 22(a) = Unpaid meal break of at least 30 29 = Unpaid meal break of at least 30 | Employees are paid overtime if
minutes where 5 hours worked minutes where 5 hours worked they are required to work during
= If required to work during a meal = If employee is unable to take a tAhelr mealtbreak under the Regis
break and continuously after meal meal break (or the full meal greemen
break - paid overtime rates until break) - paid ordinary rates Otherwise, no difference
the meal break is taken
Rest pauses 22(c) = 10 minute rest pause for each 29 = 10 minute rest pause for each No difference
period of 4 hours worked period of 4 hours worked
Time off in lieu N/A 30(c) Permanent (full time and part time) Regis pays employees for overtime
of payment for employees may take time off in lieu of worked
overtime payment for overtime
Higher duties N/A 45(b) A home care employee engaged in any |Regis does not require Home Care
duties carrying a higher rate than the [Employees to perform higher
classification in which they are duties
ordinarily employed shall be paid at
the higher rate for the time so worked
for two hours or less or the full day or
shift where the time so worked
exceeds two hours.
Overtime rates 20(a)(ii) W  Monday to Saturday: 150% for the 30(b)(i) m  Monday to Saturday: 150% for No difference in overtime rates
. . o ) o
(full tl.me and 20(b)(i) first two hours, 200% thereafter the first two hours, 200% Overtime rates may be payable
part time dav: 200% thereafter i der the F
loyees) 13(a) = Sunday: b earlier under the Freemasons
employ . Public holidays: 250% = Sunday: 200% Agreement, if a maximum of 8
. Public holidays: 250% ordlr.1ary hours of work per day is
applied




Cl. Regis Agreement Cl. Freemasons Agreement Comments
Overtime rates 20(a)(ii) [  Monday to Saturday: 175% for the 30(b)(ii) =  Monday to Saturday: 175% for Regis pays overtime to casual Day
(casual 20(b)(ii) first two hours, 225% thereafter the first two hours, 225% Workers working outside 6am -
employees) . Sunday: 225% thereafter 8pm span
- . o) H H
. Public holidays: 275% Sunday: 225% Otherwise, no difference
- 1 1 . o)
Overtime rates are inclusive of casual Public holidays: 275%
loading Overtime rates are inclusive of casual
loading
Recall N/A 51(c) Employees are paid for a minimum of | Regis does not recall employees to
3 hours’ work at overtime rates if work
recalled to work
Afternoon shift 21(a)(i) Shifts finish between 8:00pm and 9(n)(iv) Shifts finish between 8:00pm and No difference
loading 12.00am, Monday to Friday: 12.5% 46(b) 12:00am, Monday to Friday: 12.5%
Night shift 21(a)(i) Shifts finish after 12:00am or 9(n)(iv) Shift finishes after 12:00am or Regis Agreement contains higher
loading commence before 6:00am, Monday to 46(b) commence before 6:00am Monday to | night shift loading
Friday: 20% Friday: 15%
Saturday penalty 21(b)(i) W Permanent employees: 150% 27(a)-(c) |  Permanent employees: 150% No difference
rates m  Casual employees: 175% (inclusive s Casual employees: 175%
of casual loading) (inclusive of casual loading)
Sunday penalty 21(b)(ii) |  Permanent employees: 200% 27(a)-(c) |  Permanent employees: 200% No difference
rates m  Casual employees: 225% (inclusive = Casual employees: 225%
of casual loading) (inclusive of casual loading)




Cl. Regis Agreement Cl. Freemasons Agreement Comments
Public holiday 34(b)(i)) m Permanent employees: 250% 34(f) =  Permanent employees: 250% No difference
penalty rates m  Casual employees: 275% (inclusive = Casual employees: 275%
of casual loading) (inclusive of casual loading)
Public holiday on 34 N/A 34(g)(ii) |Full time employees only: 1.5 days’ Regis does not operate an RDO
RDO pay (or 1.5 day’s time in lieu by arrangement
agreement)
Uniform 10(a) Regis supplies uniforms 10(a) Freemasons supplies uniforms or pays |Some differences
Appendix A Appendix A a ug;fc;rsm aIIowarI:ce of: $1.85 per day

Table 2 Table2 [F»7-22Perwee
Laundry 10(a) $0.34 per day / $1.58 per week 10(a) $0.46 per day or $2.22 per week Freemasons Agreement more
allowance Appendix A Appendix A beneficial

Table 2 Table 2




Remote work

20(e)

Regis Agreement

Employees who perform Remote Work
will be paid at least:

between 6am and 10pm: 15
minutes’ pay

between 10pm and 6am: 30
minutes’ pay
where the employee is not on call:

1 hour

where the Remote Work involves
participating in staff meetings or
staff training remotely: 1 hour

“Remote Work” means work
performed at Regis’ direction that is

not:

part of an employee’s rostered
ordinary hours of work;

additional hours worked by a part
time employee or overtime
connected with a rostered shift;
and

required to be performed at a
designated workplace.

Cl.

N/A

Freemasons Agreement

Comments

Different

Regis does not typically roster
employees to perform ‘remote
work’




Cl. Regis Agreement Cl. Freemasons Agreement Comments
On call N/A 51(a)(b) Home Care Case Managers are Different
entitled to: Regis does not operate a time in
s one day of time in lieu for each lieu arrangement or on call roster
week of on call duty to be taken on
completion of an on call period; or
e one day of leave for each week of
on call duty if the Home Care Case
Manager cannot take their time off
in lieu at the end of the on call
period
Public holidays during on call roster
Employees will be entitled to time in
lieu paid at:
e 150% of their normal rate if one
public holiday falls during an on
call week; or
o 200% (or receive two days’ in lieu)
if two or more public holidays fall
during an on call week
Availability 10(c) Employees who make themselves N/A Regis Agreement more beneficial
allowance available for up to 4 hours outside their

ordinary roster to work an additional
ordinary shift will be paid an allowance
of $30

10




Cl. Regis Agreement Cl. Freemasons Agreement Comments
Overtime meal 22(b)(i) =  One hour of overtime - $17.19 47 Freemasons will provide a meal or pay |Regis pays the meal allowance
allowance Appendix A = Four hours of overtime - $17.19 Appendix a meal allowance as follows: earlier on Saturdays and Sundays
Table 2 1(3) m  One hour of overtime (Mon - Fri) -
$17.19
m  Four hours of overtime (Mon - Fri)
-$17.19
= Five hours (Sat - Sun) - $17.19
= Nine hours (Sat - Sun) - $17.19
Buddy allowance N/A 60 10% base rate of Different
Telephone N/A 52 Employee is to be provided with a Regis does not roster employees
allowance mobile phone where they are as ‘on call’
required to be on call
Heat N/A 61 Employees who work fro more than 2 | Freemasons Agreement more
arrangements hours in 46+ degree heat will receive a | beneficial
20 minute paid rest
Vehicle 10(f) SCHADS rate ($1.01/km) 43 SCHADS rate ($1.01/km) No difference
allowance
10(g)

11




Cl. Regis Agreement Cl. Freemasons Agreement Comments
Sleepovers 16 8 hour span 17 m 8 hourspan Higher sleepover allowance in
Sleepover allowance: $110 Appendix1 =  Sleepover allowance: $62.28 Regis Agreement
Employees will be paid overtime =  Employees will be paid overtime Otherwise, no difference
rates for work performed during a rates for work performed during a
sleepover (with a minimum sleepover (with a minimum
payment of one hour) payment of one hour)
Employees may refuse a sleepover
shift with reasonable cause where
the employee has not been given
seven days’ notice
24 hour care 17 By agreement 18 = Maximum of 8 hours of care Regis Agreement more beneficial

Maximum of 8 hours of care
Employees will be paid:

e  Full time/part time
employees: 155%

e  Casual employees: 180%
(inclusive of casual loading)

Subject to prior approval, any
employee who provides care for
more than 8 hours will be paid
overtime rates of:

e  150% for the first two hours
(175% for casuals, inclusive of
casual loading);

e 200% thereafter (225% for
casuals, inclusive of casual
loading)

Employees will be paid:

e  Full time/part time
employees: 155%

e  Casual employees: 180%
(inclusive of casual loading)

for employees working more than
8 hours

Otherwise, no difference

12




Excursions

18

Regis Agreement

Non shift workers on excursions
involving overnight stays away from
home will be:

Paid base rate of pay for work
performed between 8:00am and
6:00pm Monday to Sunday

Maximum of 10 hours per day

Paid overtime rates for any hours
worked in excess of 10 hours per
day, or outside the span of ordinary
hours

Sleepover allowance applies

Shift workers on excursions involving
overnight stays will be entitled to:

shift penalties and weekend
penalties; and

overtime for hours in excess of their
rostered ordinary hours for that
shift

Employees who work an overnight
excursion on a Saturday and/or
Sunday must not work more than
10 days in a two-week cycle
(including the weekend excursion).

Sleepover allowance applies

Cl.

19

Freemasons Agreement

All employees

Paid base rate of pay for work
performed between 8:00am and
6:00pm Monday to Friday

Maximum of 10 hours per day

Paid overtime rates for any hours
worked in excess of 10 hours per
day, or outside the span of
ordinary hours

Sleepover allowance applies

The employer and employee may
agree to accrual of time instead of
overtime payment for all other
hours

Employees who work an overnight
excursion on a Saturday and/or
Sunday must not work more than
10 days in a two-week cycle
(including the weekend excursion).

Comments

Different span of ordinary hours

Regis Agreement more beneficial
with respect to sleepover
allowance

13




Annual leave

23(a)(i)
23(c)

Regis Agreement

5 weeks (for all employees)
Paid at ordinary rate plus:

e Non shift workers: 17.5%
annual leave loading for all
employees.

e  Shift workers: the greater of
17.5% annual leave loading
shift/weekend penalties that
would have been payable

Cl.

32(a)(ii)
32(g)(ii)

Freemasons Agreement

4 weeks (plus an additional week
for shift workers)

Paid at ordinary rate plus, the
greater of:

e 17.5% (employees whose
weekly salary is in excess of
$857.20 will receive in lieu of
the 17.5% loading an amount
of $624.84 capped at 152
hours); or

e shift/weekend penalties, in-
charge allowances, uniform
and laundry allowances that
would have been payable

Comments

Regis Agreement more beneficial:

= All permanent employees
entitled to five weeks’ annual
leave per year of service,
regardless of shift worker
status (pro rata for part time
employees)

Annual leave loading is not
subject to annual cap

Shift worker (for
annual leave
purposes)

2(a)(xxiv)
23(a)(ii)

A ‘shift worker” is an employee who
works:

more than four ordinary hours on
10 or more weekends; or

at least eight 24-hour care shifts
during the yearly period in respect
of which their annual leave
accrues

32(b)(ii)

A ‘shift worker” is an employee who:

is regularly rostered to work their
ordinary hours outside the hours
of 6.00am to 6.00pm, Monday to
Friday (inclusive); and/or

is required to work for more than
four ordinary hours on 10 or more
weekends; or

works at least eight 24-hour care
shifts.

Slight difference in “shift worker”
definition

Regis Agreement more beneficial -
all permanent employees receive
5 weeks’ annual leave (pro rata
for part time employees),
regardless of whether they meet
the “shift worker” definition

14




Cl. Regis Agreement Cl. Freemasons Agreement Comments
Long service 27(a) In accordance with the Long Service 37(a)(iii) | 15 years continuous service: 6 No difference
leave 27(b)(i)(1) Leave Act 2018 (Vic). months leave
For employees employed as at and = More than 15 years service: 2
before 23 May 2025: months per 5 years’ service in
n 15 years continuous service: 6 excess of 15 years;
months leave = If terminated after 15 years:
n More than 15 years service: 2 1/30™ of the period of their
months per 5 years’ service in service since the last accrual of
excess of 15 years long service leave
. Ifterminated after 15 years: = If terminated after 10 - 15 years:
1/30th of the period of their 1/30™ of the period of their
service since the last accrual of service since the last accrual of
long service leave long service leave
m 7 -15years: an amount of long = 7-15years: pro rata amount
service leave equal to 1/30th of
their period of service
Personal / 24(b) m  First three years: 10 days per year 35(b)(ii)(1) W  First year: 12 days per year Freemasons Agreement more
carer’s leave 24(d) =  Three - five years: 12 days per year 35(c)(iii) m  Second - fourth years: 14 days per beneficial
m  Six years: 14 days per year 35(d)(i)-(ii) year
m  Seven years plus: 15 days per year =  Fiveyearsand beyond: 21 days
per year
Employees who do not take a day of
personal leave in five years will have
an additional 38 hours of
personal/carer’s leave added to the
employee’s accrual

15




Cl. Regis Agreement Cl. Freemasons Agreement Comments
Family and 33 20 days’ paid leave 39 10 days’ paid leave Regis Agreement more beneficial
domestic
violence leave
Compassionate 25(a)-(b) |5 days’ paid leave for each occasion 36(a) 2 days’ paid leave for each occasion Regis Agreement more beneficial
leave . . .
Employer can exercise discretion to
allow extra days where the employee
has to arrange a funeral or travel as a
result of the event.
Parental leave 26(a)-(b) |6 weeks’ paid parental leave for eligible| 31(a)-(b) |4 weeks’ paid maternity/adoption Regis Agreement more beneficial
employees 31(e) leave
Superannuation for paid parental leave 31(g) 1 week paid partner leave
Professional 28 5 days of paid professional 59(b)(iv) |4 days of paid study leave (pro rated |Regis Agreement more beneficial
development development leave per annum (pro for part time employees)
leave / study rated for part time employees)
leave
Purchased leave N/A 33 An employee may, if mutually agreed
with the employer, purchase up to four
weeks additional paid leave in a twelve
month period.
Paid emergency 30 53 Entitlement to payment for up to 3 Freemasons Agreement more
service leave shifts per annum, when on community | beneficial
service leave

16




Cl. Regis Agreement Cl. Freemasons Agreement Comments
Jury service 29(a)(i) Permanent (full time and part time) 48(a) Permanent (full time and part time) No difference
29(a)(vi) employees entitled the difference employees entitled to the difference

between their ordinary rate of pay and between their ordinary rate of pay

any jury service pay and any jury service pay
Blood donors 31 Full time employees only N/A Regis Agreement more beneficial
leave Paid leave at the ordinary rate on up to

2 occasions per year
Ceremonial 32 Up to 10 days per year (unpaid) 65 Up to 10 days per year (unpaid) No difference
leave
Training 11(c) Employees will be paid their ordinary 59(a)(ii) For training undertaken outside an Regis Agreement more beneficial

rate of pay for training undertaken employee’s rostered ordinary hours, |for training in excess of 12 hours

during an ordinary shift. minimum payment of 2 hours or the | per year

For training undertaken outside an length of training if training exceeds 2 Freemasons Agreement more

, . hours - L
employee’s rostered ordinary hours: beneficial for e-learning, in some
. . . circumstances
= on-site training: minimum
payment of 2 hours
m  e-learning: minimum payment of 1
hour

Employees who undertake more than

12 hours of training per year outside

their rostered ordinary hours will be

paid the applicable overtime rate for

those hours
Superannuation 12(a)(i) | Statutory minimum. 15 Statutory minimum. No difference

Default fund: HESTA Default fund: HESTA or First State

Super

17




Cl. Regis Agreement Cl. Freemasons Agreement Comments
Notice of 35(a)(i)(iii) | Regis must give the following notice: 40(a)(i)(2) |Freemasons and employee must give | No difference for employer-
termination 35(b) . Less than 1 year: 1 week; 40(a)(ii the following notice: provided notice
. 1to3years: 2 weeks; 40(a)(iv) m Lessthan 1 year: 1 week; Somg dlfference‘s in notice
. . required to be given by an
) ) m 1to 3years: 2 weeks;
m  3to5years: 3 weeks; employee
= More than 5 years: 4 weeks. " 3tobSyears:5weeks;
Additional week for employees over = Morethan 5 years: 4 weeks.
the age of 45 with two years Where Freemasons gives notice:
continuous service additional week for employees over
Employees must give 2 weeks’ notice the aTge of 45 Wl_th two years
continuous service
Redundancy 36(b) Period of Redundancy pay 49(e) Period of Redundancy pay No difference

continuous service

Less than 1 year Nil

1 year and less than |4 weeks’ pay
2 years

2 years and less 6 weeks’ pay

than 3 years

3 years and less 7 weeks’ pay

than 4 years

4 years and less 8 weeks’ pay

than 5 years

continuous service

Less than 1 year  |Nil

1 year and less 4 weeks’ pay
than 2 years
2 years and less |6 weeks’ pay
than 3 years
3 yearsandless |7 weeks’ pay
than 4 years
4 years and less |8 weeks’ pay

than 5 years
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Cl.

Regis Agreement

5 years and less
than 6 years

10 weeks’ pay

6 years and less
than 7 years

11 weeks’ pay

7 years and less
than 8 years

13 weeks’ pay

8 years and less
than 9 years

14 weeks’ pay

9 years or over

16 weeks’ pay

Cl.

Freemasons Agreement

5 years and less
than 6 years

10 weeks’ pay

6 years and less
than 7 years

11 weeks’ pay

7 years and less
than 8 years

13 weeks’ pay

8 years and less
than 9 years

14 weeks’ pay

9 years or over

16 weeks’ pay

Comments
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FWC Matter No: AG2026/2183

Application by Regis Aged Care Pty Ltd pursuant to section 318 of the Fair
Work Act 2009 (Cth)

In order to facilitate the transition of employees of Royal Freemasons Ltd (Royal
Freemasons) to Regis Aged Care Pty Ltd (Regis), and to provide for the Royal Freemasons
Agreement to cease to apply to their employment, the position of Regis is that overall those
employees will not be disadvantaged in their ongoing employment.

In providing this assurance, Regis confirms that from the Transfer Date, the following
arrangements will apply:

Wage rates

1 Current base rates of pay under the Royal Freemasons Agreement that, as at the
Transfer Date, are higher than equivalent base rates of pay under the Regis
Agreement, will continue to be paid at that higher rate unless and until, for any
classification, a higher rate of pay applies under the Regis Agreement or a new Regis
Enterprise Agreement (following which the higher wage rate under the Regis
Agreement or that new Regis Enterprise Agreement will apply).

Salary packaging

2 Where any Registered Nurse, Enrolled Nurse or Home Care Case Manager in their
employment with Royal Freemasons was, as at 31 October 2026, participating in a
salary packaging arrangement with beneficial tax treatment in accordance with clause
50 of the Royal Freemasons Agreement, Regis will “gross up” that employee’s salary
(including for tax) to provide them with the same net benefit as when they received the
salary packaging arrangement. The “grossed up” amount will be absorbed by the fixed
annual remuneration set out in the Registered Nurse, Enrolled Nurse or Home Care
Case Manager’'s employment contract with Regis.

3 Where any Home Care Employee in their employment with Royal Freemasons was, as
at 31 October 2026, participating in a salary sacrifice arrangement with beneficial tax
treatment in accordance with clause 50 of the Royal Freemasons Agreement, Regis
will “gross up” that employee’s salary (including for tax) to provide them with the same
net benefit as when they received the salary packaging arrangement. The “grossed
up” amount will be paid to the Home Care Employee as a fixed allowance that will not
be subject to any variation.

Personal/carer’s leave
4 For all Transferring Employees, personal/carer’s leave will continue to be accrued at a

rate equivalent to that set out in clause 35(b)(ii)(1) of the Royal Freemasons
Agreement, ie at the following rate for full-time employees (pro rata for part-time

employees):
(a) 12 days, in the first year of service;
(b) 14 days per year, during the second to fourth years of service; and

(c) 21 days per year, during the fifth year of service and each year of service
thereafter.



Arrangements apply until new Regis Enterprise Agreement takes effect

5 With the exception of item 2, the above arrangements will continue to apply to the
relevant Transferring Employees whilst they remain employed in the Business, and
until any new Regis Enterprise Agreement comes into effect.

6 Without limiting item 5, item 3 of the above arrangements will continue to apply until
such time as the statutory/regulatory conditions by which Royal Freemasons was able
to provide the original salary sacrifice arrangement cease, or it otherwise becomes
unlawful for Regis to continue with payment of the allowance.

7 Item 2 of the above arrangements will continue to apply whilst the relevant Transferring
Employees remain employed in the Business.

Note — for the purpose of this undertaking:
(a) “Business” means the Regis Home Care business.

(b) “Enrolled Nurse” means a Transferring Employee who is classified under the
Royal Freemasons Agreement as an Enrolled Nurse.

(c) “Home Care Employee” means a Transferring Employee who is classified
under the Royal Freemasons Agreement as a Home Care Employee.

(d) “Home Care Case Manager” means a Transferring Employee who is
classified under the Royal Freemasons Agreement as a Home Care Case
Manager.

(e) The “new Regis Enterprise Agreement” means any enterprise agreement
covering the Transferring Employees that comes into effect after the
Transferring Employees commence employment with Regis.

() “Regis Agreement” means the Regis Aged Care Pty Ltd In-Home and Centre
Based Services (Victoria) Enterprise Agreement 2024 (AG2025/850).

(9) “Registered Nurse” means a Transferring Employee who is classified under
the Royal Freemasons Agreement as a Registered Nurse.

(h) “Transfer Date” means 1 November 2026.

(i) “Transferring Employee” means a permanent (ie full time or part time)
employee of Royal Freemasons covered by the Royal Freemasons Agreement
and who:

(i) following completion of the proposed acquisition by Regis of the

Business, and subject to the requirements of section 311(2) of the Fair
Work Act 2009 (Cth), becomes an employee of Regis; and

(i) either:

(A) falls within the classifications of, and is covered by, the Regis
Agreement; or

(B) is a Registered Nurse, Enrolled Nurse or Home Care Case
Manager.
() “Royal Freemasons Agreement” means the Royal Freemasons Ltd, ANMF

and HWU Home Care Enterprise Agreement 2023 (AG2024/4644).
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From: Cate Larkins <clarkins@anmfvic.asn.au>

Sent: Friday, September 11, 2026 2:29 PM

To: Elizabeth O'Donoghue <eodonoghue@regis.com.au>

Cc: Claire Slattery <cslattery@regis.com.au>; Robyn Green <rgreen@anmfvic.asn.au>
Subject: RE: Regis Aged Care Transfer Application/Proposed Undertakings Update (Royal
Freemasons)

Dear Ms O’Donoghue,

ANMF don’t have any immediate objections to the undertakings you have attached,
however, before we were to endorse the undertaking we need to gain some more
understanding around some key issues.

Our members have reported to us that they are already being sent electronic contracts and
asked to sign and return them. Members are finding this process confusing and are worried
that if they do not sign on the spot, they will lose their employment. ANMF are of the view
they should receive clear reassurance from Regis to the contrary as soon as possible.

Some members have told me what they are being offered include new payrates of $3 dollars
less any hour for the same work, which is a lot of money for workers who do not make a
great deal to begin with during a cost of living crisis. We are also instructed that the new
contracts do not include EFT that is being offered, so members are unclear if they are
agreeing to vary their current hours or maintain them.

To ANMEF, it appears that this process does not meet the requirements Royal Freemasons
and Regis have to consult, so we have advised members not to sign until they have attended
these further consultative meetings, and sought legal and industrial advice from ANMF. We
would then expect members are met with on an individual basis by Regis management, with
ANMEF in attendance as their representative if they choose, so they clearly understand what
they are being offered and can therefore offer full and complete agreement.

To that end, ANMF’s position is you should halt the process of seeking contractual
agreement electronically and provide a process for individual consultation and clearly
communicate instructions.

Further to the above, can we share the attached documents with members please? We
would like to reassure members where we can. We intend to hold a members meeting early
next week and would also like to share the documents via Newsflash and refer to them. We
won’t do so without your consent however.


mailto:clarkins@anmfvic.asn.au
mailto:eodonoghue@regis.com.au
mailto:cslattery@regis.com.au
mailto:rgreen@anmfvic.asn.au

We look forward to hearing from you in relation to the above as soon as possible. You can
contact me on 0497 500 053.

Best regards,

Cate

A“s'tralia“@ Cate Larkins

. Industrial Officer
Nursing & .0 o Street Melboune Vic 3000

Midwifery gy ichboard: (03) 9275 9333
Federation clarkins@anmfvic.asn.au

VICTORIAN BRANGH www.anmfvic.asn.au

S o (ANME town'hall meetings

with Maddy,' Sam and Nicole

I acknowledge the Traditional Custodians of the lands | work on, and recognise their continuing
connection to the land, waters and culture. | pay my respects to their Elders past and present, and
extend this respect to all Aboriginal and Torres Strait Islander peoples.

This email and any attachments may contain legally privileged or confidential material or personal information. The privilege or
confidentiality attached to this message and any attachments is not waived by reason of a mistaken delivery to you. You must not use
or disclose this email or any attachments other than for the purpose for which they were provided. If you are not the intended recipient
of this email, you must not use, disclose, retain, forward or reproduce this message or any attachments. If you receive this message
in error, please notify the sender by return email.


mailto:clarkins@anmfvic.asn.au
https://url.au.m.mimecastprotect.com/s/DTMvCoVzrkcZ1kY7TzhqqipYx5G?domain=urldefense.com
https://url.au.m.mimecastprotect.com/s/7PQyCp8AvluKJ5ojfYi22iG3g-v?domain=urldefense.com
mailto:eodonoghue@regis.com.au
mailto:clarkins@anmfvic.asn.au
mailto:cslattery@regis.com.au
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From: Claire Slattery
To: Cate Larkins; Elizabeth O"Donoghue
Cc: Robyn Green
Subject: RE: Regis Aged Care Transfer Application/Proposed Undertakings Update (Royal Freemasons)
Date: Tuesday, 15 September 2026 12:02:50 PM
Attachments: image002.png
image003.ipg
image004.jpg
image005.jpg
Hi Cate

Thank you for your email.

| have left a number of voicemails over Friday and Monday this week, as we would like to reiterate
Regis’ commitment that no employees will be worse off as a result of the transfer of their
employment from Royal Freemasons to Regis.

As you identified, due to an administrative error early last week, some employees were issued
letters of offer that contained incorrect hourly rates and/or contract hours. As soon as we became
aware of this issue we moved quickly to rectify it - and on that basis, | can now confirm that all
affected employees have been reissued with updated offer letters (containing their correct hourly
rate / contract hours).

As to your comments around signing of offer letters, please be assured that it is not Regis’
expectation that employees sign their letters of offer immediately, or before they have had the
opportunity to review them, to raise any questions, and to consult with their representatives
including the ANMF.

To that end, you will no doubt be aware that we are consulting with employees broadly, including
by scheduling drop-in sessions where ANMF members are welcome to ask questions, and provide
feedback on their proposed transfer to Regis, before they sign their offer letters. They are also
encouraged to raise any other queries with their managers; to direct any questions about their
individual offers or the proposed transfer of their employment to Regis’ dedicated concierge
service concierge@regis.com.au (in which case we will endeavour to respond to them promptly);
or to have the ANMF approach us, on their behalf.

Finally, | confirm that Regis is happy for the ANMF to circulate the draft undertakings and the
comparison of key terms as you have proposed, and | am grateful to you for raising this with me
first. These materials are consistent with the communications we sent to the Royal Freemasons
employees about their preserved terms on 7 September.

Thank you for your engagement on this matter Cate, and please don’t hesitate to contact me if you
have any further queries.

Kind regards

Claire Slattery
General Manager, Workplace Relations

Regis Aged Care Pty Ltd
Level 2, 293 Camberwell Road, Camberwell, VIC, 3124

m 0447 893 146 | e cslattery@regis.com.au

Please note: I’'m sending you this email on a day and hour that suits my way of working. Please don’t feel obligated
to respond outside of your normal working hours.

(2]
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From: Malika Chanday

To: Concierge

Subject: Transition — Enterprise Agreement to Common Law Contract | FAQs
Date: Monday, 21 September 2026 6:19:05 PM

Attachments: image001.png

Consultation FAQ for Freemasons Employees.pdf
Vehicle Allowance and Reimbursment Policy.pdf

Good afternoon,

Thank you for attending the recent consultation sessions regarding your transition to Regis.
Please find attached a Frequently Asked Questions (FAQ) document, which provides responses
to some of the key questions raised during the consultation sessions. Also attached is the Regis

Travel and Reimbursement Policy for your reference.

If you have any further queries, please feel free to attend tomorrow’s consultation session,
scheduled for 22 September at 10:00 am.

We appreciate your engagement throughout the consultation process and look forward to
welcoming you to Regis and supporting you through the transition.

Regards
Malika Chanday
Manager, P&C Advisory and Partnering

P&C Operations

Regis Aged Care Pty Ltd
Level 2, 293 Camberwell Road, Camberwell, VIC 3124
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Frequently Asked Questions

Transition to Regis — From Royal Freemasons Enterprise Agreement to Common Law Arrangements

These FAQs provide further information for employees transitioning to Regis from Royal Freemasons
Enterprise Agreement to common law employment contracts, including information about
remuneration, hours of work, rosters, travel reimbursement and applicable modern awards.

1. What type of employment contract will | have with Regis?

Employees in this cohort will transition to an individual common law employment contract with Regis.
The contract sets out the individual terms and conditions of your employment, including your position,
contracted hours and remuneration.

2. Why am | not transferring to the Regis Home Care EA?

Due to the nature of your role, the Regis Home Care Enterprise Agreement will not apply to your
employment with Regis. This is because it does not cover Regis’ registered nurses or enrolled nurses
who work in the home care business or Case Managers. For the transferring Registered and Enrolled
Nurses, we are mindful that transitioning from your current employment arrangements to a common
law contract underpinned by the Nurses Award may raise differences, particularly how your terms and
conditions will be affected.

We would like to take this opportunity to assure you that Regis is committed to ensuring all employees
will receive fair remuneration aligned with their skills, experience and role requirements, and that you
will be no worse off as a result of your transfer to Regis.

3. Which modern award will underpin my employment?

Your employment with Regis will be governed by your individual common law employment contract, the
National Employment Standards (NES) and applicable statutory entitlements.

For Registered Nurses (RNs) and Enrolled Nurses (ENs), your common law employment contract is
underpinned by the Nurses Award, which sets the minimum terms and conditions applicable to your
employment.

4. How has my remuneration been calculated?

Regis has reviewed your current salary together with the allowances and additional payments paid to
you by Royal Freemasons over the past 3 years. In determining your remuneration, we have considered
the annual value of these payments and used the highest applicable amount. An additional buffer has
also been applied when determining your remuneration to ensure that you remain paid equal to or
more than any Award entitlement.

Your individual common law contract sets out the remuneration applicable to your position.
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5. Will my contracted hours change when | transition to Regis?

No. You will transition to Regis on your current contracted hours and will continue to work those
contracted hours.

6. Will my roster, shifts or usual working times change?

At the point of transfer, the intention is for employees to continue their current working arrangements,
including their existing roster or usual working times, to support continuity of care and a smooth
transition.

If changes are subsequently required to align working arrangements with Regis practices, or due to
operational or care needs, these will be discussed individually with affected employees, and any
applicable consultation requirements will be followed.

7. Willl be required to work additional hours?

There is no expectation that employees routinely work beyond their contracted hours. Workloads and
working hours should be appropriately managed within your contracted hours.

If circumstances arise where additional hours may be required, your manager will discuss this with you
and ensure the workload and working arrangements are appropriately managed.

8. Will  have any after-hours or on-call requirements?

There are no regular after-hours or on-call requirements for these positions. If operational requirements
change in the future and a change to your working arrangements is proposed, this will be discussed with
you.

9. Can | continue to claim reimbursement for work-related travel?

Yes. Regis has a travel reimbursement process in place. Where you undertake approved work-related
travel in the course of your duties, you will be able to submit a reimbursement claim in accordance with
the applicable Regis policy and process. You will continue to follow a travel reimbursement process
which will be broadly similar to your current arrangements.

10. | have a salary packaging arrangement at Royal Freemasons. How is Regis
ensuring that | continue to receive the same net benefit?

Regis have individually assessed each employee's current after-tax benefit from their current Royal
Freemasons salary packaging arrangement and converted this to an equivalent pre-tax amount using
their marginal tax rate, including the Medicare Levy. This approach ensures that the value provided by
Regis is equivalent to the after-tax benefit you currently receive, so you are no worse off following the
change.

11. What happens to my existing leave entitlements?

e Eligible accrued leave entitlements transferring as part of the employment transition, including
annual leave, personal/carer’s leave and long service leave where applicable, will transfer to
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Regis in accordance with the agreed transition arrangements and applicable legislative
requirements. As communicated previously, you will also continue to accrue personal/carer’s
leave at the following rate (pro rata for part time employees)

e 1styear of service: 12 days per year
e 2"to 4" years of service: 14 days per year

e 5™+ year of service: 21 days per year

12. Will my current role and day-to-day duties change at transition?

The transition to Regis does not, of itself, change your current role or day-to-day duties. Our focus is on
maintaining continuity of care and providing stability through the transition. If changes are required in
the future due to operational or care needs, these will be discussed with affected employees as
appropriate.

13. What if | am required to work on a weekend?

Regis has reviewed your current salary, as well as the allowances and additional payments you have
historically received from Royal Freemasons. In determining your proposed remuneration, we have
taken into account the annual value of these payments, using the highest relevant historical amount and
applying an additional buffer to account for potential weekend or other penalty payments.

14. Who can | contact if | have questions about my remuneration, contract or
transition arrangements?

If you have any questions regarding your remuneration, employment contract or transition
arrangements, please contact the Regis Concierge team at Concierge@regis.com.au.
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		Regis have individually assessed each employee's current after-tax benefit from their current Royal Freemasons salary packaging arrangement and converted this to an equivalent pre-tax amount using their marginal tax rate, including the Medicare Levy. ...

		11. What happens to my existing leave entitlements?

		12. Will my current role and day-to-day duties change at transition?

		14. Who can I contact if I have questions about my remuneration, contract or transition arrangements?
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PURPOSE
The purpose of this Policy is to describe the approved process for:

- providing a motor vehicle allowance to an employee; and
- reimbursing an employee for the occasional use of their personal motor vehicle for business travel.

PEOPLE THIS POLICY APPLIES TO

This policy applies to all people performing work for a Regis group entity who are employed via an employment
contract with a Regis Group entity (Employee).

POLICY
Motor Vehicle Allowance

Where an employee holds a position where their duties require the employee to move across / visit Regis
workplaces on a regular and continual basis and are required to use their own vehicle to do so, Regis will
compensate these employees by way of an annual ‘motor vehicle allowance’. The allowance is designed to cover
the costs associated with the business use of a vehicle, such as fuel and maintenance.

The Chief People Officer will determine:

- theroles deemed eligible for an annual vehicle allowance; and
- the quantum of motor vehicle allowance per annum.

Roles likely to include regular and continual business travel are Clinical Care Support Specialists, Clinical and
Quality Specialists, Relationship Specialists, WHS Business Partners, Training Specialists, Injury Management
Advisors, Property Services and other various regional roles.

The quantum of the annual motor vehicle allowance to be paid will be determined based on the expected amount
of regular business travel to be undertaken:

Expected (estimated) business travel per week Annual Motor Vehicle Allowance Amount
30 - 100 kilometres S4,400*

100 — 200 kilometres $7,500

200 kilometres $10,000

*Amount determined in line with the Australian Taxation Office’s (ATO) reasonable rate per kilometre for FY24-25.

For roles expected to include regular business travel of less than 30 kilometres per week, or irregular business
travel, Regis will reimburse the employee on a cents per kilometre basis as outlined in ‘Reimbursement of Motor
Vehicle Expenses’ below.

The annual motor vehicle allowance will be processed and paid through payroll along with the employee’s salary
and the amount will be shown as an "allowance" on the annual PAYG Payment Summary.
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The motor vehicle allowance is not subject to PAYG tax withholdings where it does not exceed the ATO’s
approved exempt amount. Any amount of the motor vehicle allowance paid over and above this approved
exempt amount will be subject to PAYG tax withholding. The ATO publish the approved exempt amount each
financial year - Expenses for a car you own or lease | Australian Taxation Office.

Employees in receipt of a motor vehicle allowance should seek independent tax advice relating to such
allowances.

Employees who are eligible for an annual motor vehicle allowance are not permitted to claim or charge for motor
vehicle expenses (e.g. petrol) in any other way.

Regis is not responsible for any car/travel fines or penalties that an employee may incur in the course of
discharging their duties.

Should the employee’s position change — for example, they move into a new position that does not involve as
many regular site visits - Regis reserves the right to amend the quantum of the motor vehicle allowance, including
removing it entirely.

Reimbursement of Motor Vehicle Expenses

Where an employee who does not receive an annual motor vehicle allowance is required by Regis to use their
own vehicle to attend a work location that is situated further than the distance between their home and their
designated (contracted) work office, Regis will reimburse the employee on a cents per kilometre basis.

All reimbursements for occasional travel must be made promptly using the fully completed approved expense
reimbursement form and no later than 60 days after the travel. Regis is not obliged to pay outstanding claims or
claims where the documentation is incorrect or incomplete.

Regis applies the ATO reasonable reimbursement rate for motor vehicles. The rates per business kilometre are
available on the ATO website.

PAYG tax is not deducted where the cumulative annual business kilometres reimbursed during any financial year
(1 July to 30 June) does not exceed 5,000 annual business kilometres, and the amount will be shown as an
"allowance" on the annual PAYG Payment Summary.

Reimbursements in excess of 5000 annual business kilometres will be subject to PAYG tax and deducted
accordingly at the time of reimbursement. It is the responsibility of the employee to keep their own records for
taxation purposes.

Members of the Executive Team and their direct reports (EGM Direct Reports as defined in the Delegation of
Authority Policy) are not eligible to claim for reimbursement of business travel on a cents per kilometre basis.
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Frequently Asked Questions

Transition to Regis — From Royal Freemasons Enterprise Agreement to Common Law Arrangements

These FAQs provide further information for employees transitioning to Regis from Royal Freemasons
Enterprise Agreement to common law employment contracts, including information about
remuneration, hours of work, rosters, travel reimbursement and applicable modern awards.

1. What type of employment contract will | have with Regis?

Employees in this cohort will transition to an individual common law employment contract with Regis.
The contract sets out the individual terms and conditions of your employment, including your position,
contracted hours and remuneration.

2. Why am | not transferring to the Regis Home Care EA?

Due to the nature of your role, the Regis Home Care Enterprise Agreement will not apply to your
employment with Regis. This is because it does not cover Regis’ registered nurses or enrolled nurses
who work in the home care business or Case Managers. For the transferring Registered and Enrolled
Nurses, we are mindful that transitioning from your current employment arrangements to a common
law contract underpinned by the Nurses Award may raise differences, particularly how your terms and
conditions will be affected.

We would like to take this opportunity to assure you that Regis is committed to ensuring all employees
will receive fair remuneration aligned with their skills, experience and role requirements, and that you
will be no worse off as a result of your transfer to Regis.

3. Which modern award will underpin my employment?

Your employment with Regis will be governed by your individual common law employment contract, the
National Employment Standards (NES) and applicable statutory entitlements.

For Registered Nurses (RNs) and Enrolled Nurses (ENs), your common law employment contract is
underpinned by the Nurses Award, which sets the minimum terms and conditions applicable to your
employment.

4. How has my remuneration been calculated?

Regis has reviewed your current salary together with the allowances and additional payments paid to
you by Royal Freemasons over the past 3 years. In determining your remuneration, we have considered
the annual value of these payments and used the highest applicable amount. An additional buffer has
also been applied when determining your remuneration to ensure that you remain paid equal to or
more than any Award entitlement.

Your individual common law contract sets out the remuneration applicable to your position.
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5. Will my contracted hours change when | transition to Regis?

No. You will transition to Regis on your current contracted hours and will continue to work those
contracted hours.

6. Will my roster, shifts or usual working times change?

At the point of transfer, the intention is for employees to continue their current working arrangements,
including their existing roster or usual working times, to support continuity of care and a smooth
transition.

If changes are subsequently required to align working arrangements with Regis practices, or due to
operational or care needs, these will be discussed individually with affected employees, and any
applicable consultation requirements will be followed.

7. Willl be required to work additional hours?

There is no expectation that employees routinely work beyond their contracted hours. Workloads and
working hours should be appropriately managed within your contracted hours.

If circumstances arise where additional hours may be required, your manager will discuss this with you
and ensure the workload and working arrangements are appropriately managed.

8. Will  have any after-hours or on-call requirements?

There are no regular after-hours or on-call requirements for these positions. If operational requirements
change in the future and a change to your working arrangements is proposed, this will be discussed with
you.

9. Can | continue to claim reimbursement for work-related travel?

Yes. Regis has a travel reimbursement process in place. Where you undertake approved work-related
travel in the course of your duties, you will be able to submit a reimbursement claim in accordance with
the applicable Regis policy and process. You will continue to follow a travel reimbursement process
which will be broadly similar to your current arrangements.

10. | have a salary packaging arrangement at Royal Freemasons. How is Regis
ensuring that | continue to receive the same net benefit?

Regis have individually assessed each employee's current after-tax benefit from their current Royal
Freemasons salary packaging arrangement and converted this to an equivalent pre-tax amount using
their marginal tax rate, including the Medicare Levy. This approach ensures that the value provided by
Regis is equivalent to the after-tax benefit you currently receive, so you are no worse off following the
change.

11. What happens to my existing leave entitlements?

e Eligible accrued leave entitlements transferring as part of the employment transition, including
annual leave, personal/carer’s leave and long service leave where applicable, will transfer to
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Regis in accordance with the agreed transition arrangements and applicable legislative
requirements. As communicated previously, you will also continue to accrue personal/carer’s
leave at the following rate (pro rata for part time employees)

e 1styear of service: 12 days per year
e 2"to 4" years of service: 14 days per year

e 5™+ year of service: 21 days per year

12. Will my current role and day-to-day duties change at transition?

The transition to Regis does not, of itself, change your current role or day-to-day duties. Our focus is on
maintaining continuity of care and providing stability through the transition. If changes are required in
the future due to operational or care needs, these will be discussed with affected employees as
appropriate.

13. What if | am required to work on a weekend?

Regis has reviewed your current salary, as well as the allowances and additional payments you have
historically received from Royal Freemasons. In determining your proposed remuneration, we have
taken into account the annual value of these payments, using the highest relevant historical amount and
applying an additional buffer to account for potential weekend or other penalty payments.

14. Who can | contact if | have questions about my remuneration, contract or
transition arrangements?

If you have any questions regarding your remuneration, employment contract or transition
arrangements, please contact the Regis Concierge team at Concierge@regis.com.au.
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PURPOSE
The purpose of this Policy is to describe the approved process for:

- providing a motor vehicle allowance to an employee; and
- reimbursing an employee for the occasional use of their personal motor vehicle for business travel.

PEOPLE THIS POLICY APPLIES TO

This policy applies to all people performing work for a Regis group entity who are employed via an employment
contract with a Regis Group entity (Employee).

POLICY
Motor Vehicle Allowance

Where an employee holds a position where their duties require the employee to move across / visit Regis
workplaces on a regular and continual basis and are required to use their own vehicle to do so, Regis will
compensate these employees by way of an annual ‘motor vehicle allowance’. The allowance is designed to cover
the costs associated with the business use of a vehicle, such as fuel and maintenance.

The Chief People Officer will determine:

- theroles deemed eligible for an annual vehicle allowance; and
- the quantum of motor vehicle allowance per annum.

Roles likely to include regular and continual business travel are Clinical Care Support Specialists, Clinical and
Quality Specialists, Relationship Specialists, WHS Business Partners, Training Specialists, Injury Management
Advisors, Property Services and other various regional roles.

The quantum of the annual motor vehicle allowance to be paid will be determined based on the expected amount
of regular business travel to be undertaken:

Expected (estimated) business travel per week Annual Motor Vehicle Allowance Amount
30 - 100 kilometres S4,400*

100 — 200 kilometres $7,500

200 kilometres $10,000

*Amount determined in line with the Australian Taxation Office’s (ATO) reasonable rate per kilometre for FY24-25.

For roles expected to include regular business travel of less than 30 kilometres per week, or irregular business
travel, Regis will reimburse the employee on a cents per kilometre basis as outlined in ‘Reimbursement of Motor
Vehicle Expenses’ below.

The annual motor vehicle allowance will be processed and paid through payroll along with the employee’s salary
and the amount will be shown as an "allowance" on the annual PAYG Payment Summary.
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The motor vehicle allowance is not subject to PAYG tax withholdings where it does not exceed the ATO’s
approved exempt amount. Any amount of the motor vehicle allowance paid over and above this approved
exempt amount will be subject to PAYG tax withholding. The ATO publish the approved exempt amount each
financial year - Expenses for a car you own or lease | Australian Taxation Office.

Employees in receipt of a motor vehicle allowance should seek independent tax advice relating to such
allowances.

Employees who are eligible for an annual motor vehicle allowance are not permitted to claim or charge for motor
vehicle expenses (e.g. petrol) in any other way.

Regis is not responsible for any car/travel fines or penalties that an employee may incur in the course of
discharging their duties.

Should the employee’s position change — for example, they move into a new position that does not involve as
many regular site visits - Regis reserves the right to amend the quantum of the motor vehicle allowance, including
removing it entirely.

Reimbursement of Motor Vehicle Expenses

Where an employee who does not receive an annual motor vehicle allowance is required by Regis to use their
own vehicle to attend a work location that is situated further than the distance between their home and their
designated (contracted) work office, Regis will reimburse the employee on a cents per kilometre basis.

All reimbursements for occasional travel must be made promptly using the fully completed approved expense
reimbursement form and no later than 60 days after the travel. Regis is not obliged to pay outstanding claims or
claims where the documentation is incorrect or incomplete.

Regis applies the ATO reasonable reimbursement rate for motor vehicles. The rates per business kilometre are
available on the ATO website.

PAYG tax is not deducted where the cumulative annual business kilometres reimbursed during any financial year
(1 July to 30 June) does not exceed 5,000 annual business kilometres, and the amount will be shown as an
"allowance" on the annual PAYG Payment Summary.

Reimbursements in excess of 5000 annual business kilometres will be subject to PAYG tax and deducted
accordingly at the time of reimbursement. It is the responsibility of the employee to keep their own records for
taxation purposes.

Members of the Executive Team and their direct reports (EGM Direct Reports as defined in the Delegation of
Authority Policy) are not eligible to claim for reimbursement of business travel on a cents per kilometre basis.

Date Printed: 30 May 2025 - Uncontrolled copy — Refer to Promapp to ensure you have the most current version of this document


https://www.ato.gov.au/individuals-and-families/income-deductions-offsets-and-records/deductions-you-can-claim/cars-transport-and-travel/motor-vehicle-and-car-expenses/expenses-for-a-car-you-own-or-lease

Vehicle Allowance and Reimbursement Policy

Version: 3

Date: February

2025
Next review due by: February 2028
Developed by: Executive General Manager People & Culture Page 3 of 3
Authorised by: Regis Executive | Issued To: All Employees
DEFINITIONS
N/A

KEY LEGISLATION, ACTS AND REFERENCES

Income Tax Assessment Act 1997
Taxation Administration Act 1953
Legislative Instrument 2024/19 - Explanatory statement

LINK TO STANDARDS
N/A
LINK TO RELATED POLICIES AND PROCESSES

WHS Safe Driving Guideline (WHS GDL 013)
Personal Expense Reimbursement Template

KEYWORDS
All key words are covered in the body of the policy.

VERSION HISTORY / AUTHOR / CONTRIBUTORS

Version | Date Created | Sections Changed Created/ Amended by
2 28.10.2019 Revised policy — road tolls added P&C and Finance
3 05.02.2025 Policy updated to new policy template, change to P&C

eligibility, allowance amounts and reimbursement

process

Date Printed: 30 May 2025 - Uncontrolled copy — Refer to Promapp to ensure you have the most current version of this document



https://classic.austlii.edu.au/au/legis/cth/consol_act/itaa1997240/s86.70.html
https://classic.austlii.edu.au/au/legis/cth/consol_act/taa1953269/sch1.html
https://www.ato.gov.au/law/view/document?src=ws&pit=99991231235958&arc=false&start=1&pageSize=10&total=5&num=0&docid=ESO%2FESLI202419%2F00001&dc=false&stype=find&tm=phrase-basic-cents%20per%20kilometre%20deduction
https://au.promapp.com/regis/Documents/Minimode/Permalink?crypto=HN3P5yLqg4F7XSEWdxEUeu
https://au.promapp.com/regis/Documents/Minimode/Permalink?crypto=Eqi3yAnACooteTox3W1lNw

CS-20

From: Concierge
To: Concierge
Subject: Regis Transition - Information
Date: Tuesday, 29 September 2026 5:48:40 PM
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Good afternoon,

We understand that there have been some questions and concerns regarding the transition to
Regis, particularly around the contract-signing deadline and whether current rostered hours will
change.

We appreciate that these are important matters for employees and that some of the information
communicated to date may have caused uncertainty. We therefore wanted to provide some
further clarity and reassurance on these two matters below.

1. Will my employment terminate if | do not sign my contract by tomorrow, 30

September 2026?
No. Please be assured that your employment will not terminate if you have not signed your
contract by 30 September 2026.
We understand that the original deadline may have caused some concern, and we want to
reassure you that it was simply put in place to help us prepare for a smooth transition to Regis.
The deadline does not determine whether your employment will continue.
Following consultation with your union representative, we are providing some additional time
for these conversations to continue and ask that you please sign your contract by 9 October
2026.

2. Where can | find my contracted hours in my Contract of Employment?
You can find your fortnightly working hours under Item 5 of the Schedule in your contract of
employment, as per the example below. This does not apply to casual employees.
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SCHEDULE

Employes Name

Position

Commencement
Date

1 November 2026 or ater date as advised (subject to completion
of the Acqisiton occurring)

However, for the purpose of all service-related enfitlements, your
commencement cate s

Hours of Work

parcsime

Your part time orinary hours ofworkwillbe o les than [Agufs]
perforngh.

Vouwillwork n accordance with  roster which may include:
armangements regarcing your orcinary hours of work in
accordance with the Industrial Instrument.





These working hours are the same as your current contracted hours at Royal Freemasons.

3. I have a regular working pattern in my role at Royal Freemasons. Is this going to remain

the same when | transfer to Regis?
Yes. When you transfer to Regis, your current working arrangements, including your usual roster
and working pattern, will remain in place. This will help support continuity of care and provide
employees with certainty during the transition to Regis.

We hope the above provides some clarity and reassurance as we work through the transition
together. We appreciate that you may still have questions, and we encourage you to raise these
with us so that we can discuss them with you directly. Regis is committed to supporting

employees through the transition and keeping you informed along the way.

Thank you for your patience and engagement as we prepare for the transition to Regis.

Thankyou
Regards

People & Culture Team
Regis Aged Care Pty Ltd
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22 September 2026

Claire Slattery

General Manager, Workplace Relations
Regis Aged Care Pty Ltd

Level 2, 293 Camberwell Road
Camberwell VIC 3124

Via email: cslattery@regis.com.au

Dear Claire,

The Australian Nursing and Midwifery Federation (Vic Branch) (ANMF) writes regarding the proposed transfer
of employees currently employed by Royal Freemasons Home Care to Regis Aged Care Pty Ltd as part of the
transition of home care services.

ANMF's preliminary view is that the circumstances presently known give rise to a transfer of business within
the meaning of Part 2-8 of the Fair Work Act 2009 (Cth) as per s.311 of the Fair Work Act 2009 (the Act).

Based on information available to ANMF, affected employees will cease employment with Royal Freemasons
Home Care and commence employment with Regis within the required statutory period, while continuing to
perform substantially the same work, caring for substantially the same client cohort and within substantially
the same operational framework.

ANMF considers there is a strong basis for concluding that a relevant connection exists between the two
entities for the purposes of section 311, including through the transfer of client services and the assumption
by Regis of work previously performed by Royal Freemasons Home Care employees.

Accordingly, ANMF's position is that affected employees are likely to be transferring employees for the
purposes of Part 2-8 of the Act and that the constitutes a transferable instrument that continues to apply
following the transfer.

We appreciate there has been a real effort from Regis to match the transferring members’ current wages and
conditions in their new proposed contracts, and we appreciate the attempt to preserve the value of the salary
packaging for all transferring employees in particular. This is particularly apparent in the case of the Home
Care workers, who upon a reasonable analysis may well be better off under the Regis agreement.

Of serious concern is that the nursing staff would only be award-covered under Regis’ current proposal, and

therefore by signing their new contract they would be forgoing significant enforceable statutory rights and
protections provided by an enterprise agreement, such as superior dispute resolution and consultation

Australian Nursing and Midwifery Federation (Victorian Branch) offices:

Ballarat Bendigo Geelong Melbourne  Morwell Shepparton SwanHill Wangaratta Warrnambool



provisions. Further, multiple members have identified to us that they are not better off under the Regis
proposal and via an annualised salary model. This is because their current paid overtime, paid travel and other
paid entitlements are ultimately more beneficial.

ANMF submit that our position in relation to these nurses is that the current instrument applies and is
incorporated into the current contracts. Given the current agreement is up for renegotiation as early as June
2027, ANMF are of the view that this is a reasonable position, and we are prepared to make these submissions
at the Fair Work Commission.

We also remain concerned that those nurses and carers that have signed the new contracts have done so
without knowing what hours they are agreeing to, as many transferring staff have contracts that reflect far
lower ordinary hours than what has been regularly and systematically worked for years prior to this proposed
transfer.

In the interim, we ask that Regis consider transferring the current Royal Freemasons Home Care Enterprise
Agreement 2023 with the transferring nursing staff. If it is the case that Regis intend to continue with their
current proposal, and not transfer the Royal Freemasons enterprise agreement with the nurses, we would
need reasons in writing.

ANMF can give consideration, in consultation with our members, to accepting that the Home Care staff are
transferred to the Regis EBA as per your current proposal.

Further to the above, we give notice that ANMF are of the firm view that we remain in the consultation stages
of the current major change process. Issuing contracts over email and seeking that they are signed prior to 30
September 2026, with failure to do so constructed to be a resignation, is of serious concern to the ANMF.
Accordingly, we would like your immediate assurances that this part of the consultation is on hold until we
can address the broader matters pertaining to the new contracts. We hope we can work collaboratively and
expediently to resolve these issues.

Please provide a written response by COB Monday 28 September 2026.

Yours faithfully,

Cate Larkins
Industrial Officer
ANMF (Vic Branch)

cc: Robyn Green, ANMF (Vic Branch) Industrial Relations Organiser
ANMEF (Vic Branch) members
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28 September 2026 REGIS AGED CARE PTY LTD

Ms Cate Larkins
Industrial Officer

ANMF (Vic Branch)

535 Elizabeth Street
MELBOURNE VIC 3000

By email: clarkins@anmfvic.asn.au

Dear Ms Larkins
Royal Freemasons and Regis Aged Care | Transfer of Employment

Thank you for your letter dated 22 September 2026, regarding the proposed transfer of Royal
Freemasons Home Care (Royal Freemasons) employees to Regis Aged Care (Regis), on 1
November 2026.

Regis agrees with the ANMF that the transfer of employees to Regis will constitute a transfer of
business under part 2-9 of the Fair Work Act 2009 (Cth), and therefore that the Royal Freemasons
Home Care Enterprise Agreement 2023 (Royal Freemasons EA) would continue to apply to the
employees, in their employment with Regis.

Of course, as you know, Regis has applied to the Fair Work Commission for orders that, if granted,
would mean that Nursing employees - (and therefore ANMF members) - will instead be employed
under common law contracts (and paid annual salaries), underpinned by the Nurses Award 2020
(Nurses Award). In support of that application, Regis has made offers of employment to the Royal
Freemasons employees on the basis that they will (among other things) be no worse off as compared
to their employment with Royal Freemasons. This includes with respect to their take-home pay.

In your letter you refer to certain ANMF members who have raised concerns that Regis’ annual salary
model will result in them being worse off with Regis, as their current paid overtime, paid travel and
other paid entitlements with Royal Freemasons are more beneficial.

| want to assure you that Regis has carefully calculated employee salaries, to ensure that no
employee would suffer a reduction in pay. In this respect, | can confirm that in determining salary
levels:

1 Regis has reviewed the transferring Nurses’ remuneration over the past three years and has
set their annual salary with Regis by taking into account all relevant payments received during
that period.

2 This means that, in determining each employee’s annual salary, Regis has considered all of

their Royal Freemasons EA earnings - including for example any and all penalty rates,
loadings, allowances and overtime - to ensure that they will not be worse off after transferring
to Regis. That approach also means that each employee’s annual salary has been set by
reference to their worked hours with Royal Freemasons (and not by reference to the minimum
ordinary hours in their Royal Freemasons employment contracts).



3 Finally, as you have acknowledged in your letter, Regis has assessed employees’ after-tax
benefit from their current Royal Freemasons salary packaging arrangement and has
converted this to an equivalent pre-tax amount using the marginal tax rate, including the
Medicare levy, to form part of their annual salary. This approach ensures that the employees’
annual salaries will compensate them for the after-tax benefit they currently receive, so that
they are no worse off after transferring to Regis (notwithstanding the loss of their salary
packaging entitiement).

By taking this approach, Regis is confident that no ANMF member who accepts an offer of
employment with Regis will suffer any reduction in their take-home pay, as a result of their transition
from the Royal Freemasons EA to common law contracts, underpinned by the Nurses Award.

In these circumstances, Regis does not consider it necessary to incorporate the Royal Freemasons
EA into the transferring employees’ employment contracts. Doing so also would require Regis to
build a new payroll system to administer the terms of that agreement, which is not practicable or
feasible particularly given the relatively small number of Nurses who are expected to transfer.

Further, given that Regis is confident that no employees will suffer a reduction in their take-home pay,
it remains our position that employees are asked to return their signed offer letters, by no later than 30
September 2026. This is required strictly for operational purposes, including to confirm people
systems, payroll and rostering arrangements, in order to facilitate a smooth and successful transition
for employees on 1 November.

| can assure you that Regis recognises the importance of consultation, and as you are no doubt
aware, we have (among other things) held five consultation sessions with Royal Freemasons
employees to discuss their employment offers and their proposed transfer to Regis. Where concerns
have been identified, and where Regis considers it appropriate, Regis is conducting further individual
consultations with employees to provide them with an opportunity to discuss their circumstances and
raise any concerns.

If any individual ANMF member continues to hold concerns that their proposed annual salary is
insufficient compared to their entittements under the Royal Freemasons EA, then we encourage them
to address those matters with us, through the ANMF as their representative, or in writing via the Regis
concierge) so that we can address their concerns, in advance of the 30 September employment offer
return date.

Finally, | have enclosed for your reference a ‘Frequently Asked Questions’ document that was
distributed to all Royal Freemasons employees earlier this week (on Monday, 21 September 2026),
and that contains reassurances around salaries and other entitlements.

Please don’t hesitate to contact me if you would like to discuss.

Yours faithfully

Claire Slattery

General Manager, Workplace Relations
Regis Aged Care Pty Ltd

0447 893 146 | cslattery@regis.com.au
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From: Cate Larkins <clarkins@anmfvic.asn.au>
Sent: Monday, 28 September 2026 15:03:41

To: Ann Butcher <abutcher@royalfreemasons.org.au>; Claire Slattery <cslattery@regis.com.au>; Robyn
Green <rgreen@anmfvic.asn.au>; Elizabeth O'Donoghue <eodonoghue @regis.com.au>

Cc: Records <records@anmfvic.asn.au>
Subject: FW: ANMF correspondence - Regis re. Royal Freemasons Home Care 22/09/2026. Case ID:
1162108- without prejudice

Hi Claire,

ANMEF are quite concerned about this response. Our primary concern is that there is a number of
outstanding issues, and some very worried members who do not wish to sign their new contracts as
they will be disadvantaged or at least have a genuine basis for believing they will be disadvantaged,
and therefore require proper 1 to 1 consultation and time to consider Regis’ responses.

The issues which remain points of real concern are as follows:

® Hours being offered by Regis are not reflected on the new contracts so members do not know
how many hours they are agreeingto,  and when they will be working, and if they are
disadvantaged by making such a contract;

® Nurses do not want to be award covered and relinquish their rights to be covered and protected
by an enterprise agreement. We note that you agree that this is a transfer of business, soitis
our position that the current Royal Freemasons agreement is therefore a transferrable
instrument;

® Nurses have done their calculations, and at least three that | have seen have been able to
demonstrate that they will indeed by worse off under Regis. They need time tohavea 1to 1
consultation and provide this detail to Regis, as well as time to consider Regis’ responses or
have their contracts and offers amended;

® Nurses and carers appear to be being offered contracts that mean they must work unpaid
overtime, or overtime in ordinary time.

The members are also experiencing the requirement to sign their new contract by this Wednesday, or
their employment terminates, as coercive.

Consequently, we give you notice that this matter is in dispute. The primary respondent will have to be
Royal Freemasons, who are the current employer, and so this dispute is made pursuant to clause
10(b) of the agreement. Regis will be the second respondent in the matter. We give you notice that the
matter is in status quo as per cl.11(f). For the avoidance of doubt, status quo is that our members will
continue to be employed by Royal Freemasons under their current agreement until this dispute is
resolved.
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Frequently Asked Questions

Transition to Regis — From Royal Freemasons Enterprise Agreement to Common Law Arrangements

These FAQs provide further information for employees transitioning to Regis from Royal Freemasons
Enterprise Agreement to common law employment contracts, including information about
remuneration, hours of work, rosters, travel reimbursement and applicable modern awards.

1. What type of employment contract will | have with Regis?

Employees in this cohort will transition to an individual common law employment contract with Regis.
The contract sets out the individual terms and conditions of your employment, including your position,
contracted hours and remuneration.

2. Why am | not transferring to the Regis Home Care EA?

Due to the nature of your role, the Regis Home Care Enterprise Agreement will not apply to your
employment with Regis. This is because it does not cover Regis’ registered nurses or enrolled nurses
who work in the home care business or Case Managers. For the transferring Registered and Enrolled
Nurses, we are mindful that transitioning from your current employment arrangements to a common
law contract underpinned by the Nurses Award may raise differences, particularly how your terms and
conditions will be affected.

We would like to take this opportunity to assure you that Regis is committed to ensuring all employees
will receive fair remuneration aligned with their skills, experience and role requirements, and that you
will be no worse off as a result of your transfer to Regis.

3. Which modern award will underpin my employment?

Your employment with Regis will be governed by your individual common law employment contract, the
National Employment Standards (NES) and applicable statutory entitlements.

For Registered Nurses (RNs) and Enrolled Nurses (ENs), your common law employment contract is
underpinned by the Nurses Award, which sets the minimum terms and conditions applicable to your
employment.

4. How has my remuneration been calculated?

Regis has reviewed your current salary together with the allowances and additional payments paid to
you by Royal Freemasons over the past 3 years. In determining your remuneration, we have considered
the annual value of these payments and used the highest applicable amount. An additional buffer has
also been applied when determining your remuneration to ensure that you remain paid equal to or
more than any Award entitlement.

Your individual common law contract sets out the remuneration applicable to your position.
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5. Will my contracted hours change when | transition to Regis?

No. You will transition to Regis on your current contracted hours and will continue to work those
contracted hours.

6. Will my roster, shifts or usual working times change?

At the point of transfer, the intention is for employees to continue their current working arrangements,
including their existing roster or usual working times, to support continuity of care and a smooth
transition.

If changes are subsequently required to align working arrangements with Regis practices, or due to
operational or care needs, these will be discussed individually with affected employees, and any
applicable consultation requirements will be followed.

7. Willl be required to work additional hours?

There is no expectation that employees routinely work beyond their contracted hours. Workloads and
working hours should be appropriately managed within your contracted hours.

If circumstances arise where additional hours may be required, your manager will discuss this with you
and ensure the workload and working arrangements are appropriately managed.

8. Will  have any after-hours or on-call requirements?

There are no regular after-hours or on-call requirements for these positions. If operational requirements
change in the future and a change to your working arrangements is proposed, this will be discussed with
you.

9. Can | continue to claim reimbursement for work-related travel?

Yes. Regis has a travel reimbursement process in place. Where you undertake approved work-related
travel in the course of your duties, you will be able to submit a reimbursement claim in accordance with
the applicable Regis policy and process. You will continue to follow a travel reimbursement process
which will be broadly similar to your current arrangements.

10. | have a salary packaging arrangement at Royal Freemasons. How is Regis
ensuring that | continue to receive the same net benefit?

Regis have individually assessed each employee's current after-tax benefit from their current Royal
Freemasons salary packaging arrangement and converted this to an equivalent pre-tax amount using
their marginal tax rate, including the Medicare Levy. This approach ensures that the value provided by
Regis is equivalent to the after-tax benefit you currently receive, so you are no worse off following the
change.

11. What happens to my existing leave entitlements?

e Eligible accrued leave entitlements transferring as part of the employment transition, including
annual leave, personal/carer’s leave and long service leave where applicable, will transfer to
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Regis in accordance with the agreed transition arrangements and applicable legislative
requirements. As communicated previously, you will also continue to accrue personal/carer’s
leave at the following rate (pro rata for part time employees)

e 1styear of service: 12 days per year
e 2"to 4" years of service: 14 days per year

e 5™+ year of service: 21 days per year

12. Will my current role and day-to-day duties change at transition?

The transition to Regis does not, of itself, change your current role or day-to-day duties. Our focus is on
maintaining continuity of care and providing stability through the transition. If changes are required in
the future due to operational or care needs, these will be discussed with affected employees as
appropriate.

13. What if | am required to work on a weekend?

Regis has reviewed your current salary, as well as the allowances and additional payments you have
historically received from Royal Freemasons. In determining your proposed remuneration, we have
taken into account the annual value of these payments, using the highest relevant historical amount and
applying an additional buffer to account for potential weekend or other penalty payments.

14. Who can | contact if | have questions about my remuneration, contract or
transition arrangements?

If you have any questions regarding your remuneration, employment contract or transition
arrangements, please contact the Regis Concierge team at Concierge@regis.com.au.
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28 September 2026 REGIS AGED CARE PTY LTD

Ms Cate Larkins
Industrial Officer

ANMF (Vic Branch)

535 Elizabeth Street
MELBOURNE VIC 3000

By email: clarkins@anmfvic.asn.au

Dear Ms Larkins
Royal Freemasons and Regis Aged Care | Transfer of Employment

Thank you for your letter dated 22 September 2026, regarding the proposed transfer of Royal
Freemasons Home Care (Royal Freemasons) employees to Regis Aged Care (Regis), on 1
November 2026.

Regis agrees with the ANMF that the transfer of employees to Regis will constitute a transfer of
business under part 2-9 of the Fair Work Act 2009 (Cth), and therefore that the Royal Freemasons
Home Care Enterprise Agreement 2023 (Royal Freemasons EA) would continue to apply to the
employees, in their employment with Regis.

Of course, as you know, Regis has applied to the Fair Work Commission for orders that, if granted,
would mean that Nursing employees - (and therefore ANMF members) - will instead be employed
under common law contracts (and paid annual salaries), underpinned by the Nurses Award 2020
(Nurses Award). In support of that application, Regis has made offers of employment to the Royal
Freemasons employees on the basis that they will (among other things) be no worse off as compared
to their employment with Royal Freemasons. This includes with respect to their take-home pay.

In your letter you refer to certain ANMF members who have raised concerns that Regis’ annual salary
model will result in them being worse off with Regis, as their current paid overtime, paid travel and
other paid entitlements with Royal Freemasons are more beneficial.

| want to assure you that Regis has carefully calculated employee salaries, to ensure that no
employee would suffer a reduction in pay. In this respect, | can confirm that in determining salary
levels:

1 Regis has reviewed the transferring Nurses’ remuneration over the past three years and has
set their annual salary with Regis by taking into account all relevant payments received during
that period.

2 This means that, in determining each employee’s annual salary, Regis has considered all of

their Royal Freemasons EA earnings - including for example any and all penalty rates,
loadings, allowances and overtime - to ensure that they will not be worse off after transferring
to Regis. That approach also means that each employee’s annual salary has been set by
reference to their worked hours with Royal Freemasons (and not by reference to the minimum
ordinary hours in their Royal Freemasons employment contracts).
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3 Finally, as you have acknowledged in your letter, Regis has assessed employees’ after-tax
benefit from their current Royal Freemasons salary packaging arrangement and has
converted this to an equivalent pre-tax amount using the marginal tax rate, including the
Medicare levy, to form part of their annual salary. This approach ensures that the employees’
annual salaries will compensate them for the after-tax benefit they currently receive, so that
they are no worse off after transferring to Regis (notwithstanding the loss of their salary
packaging entitlement).

By taking this approach, Regis is confident that no ANMF member who accepts an offer of
employment with Regis will suffer any reduction in their take-home pay, as a result of their transition
from the Royal Freemasons EA to common law contracts, underpinned by the Nurses Award.

In these circumstances, Regis does not consider it necessary to incorporate the Royal Freemasons
EA into the transferring employees’ employment contracts. Doing so also would require Regis to
build a new payroll system to administer the terms of that agreement, which is not practicable or
feasible particularly given the relatively small number of Nurses who are expected to transfer.

Further, given that Regis is confident that no employees will suffer a reduction in their take-home pay,
it remains our position that employees are asked to return their signed offer letters, by no later than 30
September 2026. This is required strictly for operational purposes, including to confirm people
systems, payroll and rostering arrangements, in order to facilitate a smooth and successful transition
for employees on 1 November.

| can assure you that Regis recognises the importance of consultation, and as you are no doubt
aware, we have (among other things) held five consultation sessions with Royal Freemasons
employees to discuss their employment offers and their proposed transfer to Regis. Where concerns
have been identified, and where Regis considers it appropriate, Regis is conducting further individual
consultations with employees to provide them with an opportunity to discuss their circumstances and
raise any concerns.

If any individual ANMF member continues to hold concerns that their proposed annual salary is
insufficient compared to their entitlements under the Royal Freemasons EA, then we encourage them
to address those matters with us, through the ANMF as their representative, or in writing via the Regis
concierge) so that we can address their concerns, in advance of the 30 September employment offer
return date.

Finally, | have enclosed for your reference a ‘Frequently Asked Questions’ document that was
distributed to all Royal Freemasons employees earlier this week (on Monday, 21 September 2026),
and that contains reassurances around salaries and other entitlements.

Please don’t hesitate to contact me if you would like to discuss.

Yours faithfully

Claire Slattery

General Manager, Workplace Relations
Regis Aged Care Pty Ltd

0447 893 146 | cslattery@reqis.com.au
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Alternatively, and instead of running a separate dispute to the Fair Work Commission, we can seek
that these issues are ventilated before the Fair Work Commission during the current transfer of
business proceedings. Our expectation would be that the current individual contractual process is on
hold until we have that forum.

We would like to work through this and ensure proper collective and individual consultation can and
does occur. Can we please meet on an urgent basis sometime this week. | am not available this

Wednesday however as it is my non work day but can make time on another day.

| tried calling your earlier today, please call me back as soon as you can on 0497 500 503.

Best wishes,

@ Cate Larkins
Industrial Officer
535 Elizabeth Street Melbourne Vic 3000
Switchboard: (03) 9275 9333
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[2025] FWCA 2929 [Note: a correction has been issued to this document]

)
FairWork
DECISION Commission

Fair Work Act 2009
s.185 - Application for approval of a single-enterprise agreement

Regis Aged Care Pty Ltd
(AG2025/2439)

REGIS AGED CARE PTY LTD, ANMF & HWU ENTERPRISE
AGREEMENT - VICTORIA 2025

Aged care industry

COMMISSIONER TRAN MELBOURNE, 1 SEPTEMBER 2025

Application for approval of the Regis Aged Care Pty Ltd, ANMF & HWU Enterprise
Agreement — Victoria 2025

[1] Regis Aged Care Pty Ltd has applied for approval of an enterprise agreement known
as the Regis Aged Care Pty Ltd, ANMF & HWU Enterprise Agreement — Victoria 2025 under
s 185 of the Fair Work Act 2009 (Cth).

2] The Agreement is a single enterprise agreement.

[3] Clause 5.1 of the Agreement gives precedence to the National Employment
Standards and I am satisfied that the more beneficial entitlements of the NES will prevail
where there is an inconsistency between the Agreement and the NES.

[4] I am satisfied that each requirement of ss186, 187 and 188 as are relevant to this
application for approval have been met.

[5] The Employer has provided written undertakings. [ am satisfied that the undertakings
will not cause financial detriment to any employee covered by the Agreement and that the
undertakings will not result in substantial changes to the Agreement.

[6] Subject to the undertakings referred to above, I am satistied that each requirement of
ss186, 187 and 188 as are relevant to this application for approval have been met. The
undertakings are taken to be a term of the Agreement.

[7] The Agreement is approved and, in accordance with s 54 of the Act, will operate
from 8 September 2025.


http://www.fwc.gov.au/documents/decisionssigned/pdf/2025FWCA2929_PR794362.pdf

[2025] FWCA 2929

[8] In accordance with clause 6.1, the nominal expiry date of the Agreement is 1 July
2027.

COMMISSIONER

Printed by authority of the Commonwealth Government Printer

<AES530274 PR791264>
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ANNEXURE A
IN THE FAIR WORK COMMISSION

FWC Matter No.: AG2025/2439
Applicant: Regis Aged Care Pty Ltd

Section 185 — Application for approval of a single enterprise agreement

Undertaking — Section 190

|, Dr Linda Mellors, Managing Director and Chief Executive Officer, have the authority given
to me by Regis Aged Care Pty Ltd to give the following undertaking with respect to the Regis
Aged Care Pty Ltd, ANMF & HWU Enterprise Agreement — Victoria 2025 (the Agreement):

1. The Agreement does not and will not apply to apprentices.
2. The Agreement does not make provision for sleepovers and employees are not and will
not be engaged to undertake sleepovers for the life of the Agreement.

These undertakings are provided on the basis of issues raised by the Fair Work Commission
in the application before the Fair Work Commission.

e

Signature

26/8/2025

Date
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Commission
CORRECTION TO DECISION
Fair Work Act 2009
s.185 - Application for approval of a single-enterprise agreement
Regis Aged Care Pty Ltd
(AG2025/2439)
REGIS AGED CARE PTY LTD, ANMF & HWU ENTERPRISE
AGREEMENT - VICTORIA 2025
Aged care industry
COMMISSIONER TRAN MELBOURNE, 1 DECEMBER 2025

Application for approval of the Regis Aged Care Pty Ltd, ANMF & HWU Enterprise
Agreement — Victoria 2025

The decision issued by the Fair Work Commission on 1 September 2025, [2025] FWCA
2929; AE530274, is corrected as follows:

The below paragraph is inserted between paragraphs [6] and [7]:

[6A] The Australian Nursing and Midwifery Federation (ANMF) and the Health Services
Union Of Australia (HSU) lodged Form F18 statutory declarations giving notice under s 183
of the Act that they want the Agreement to cover them. In accordance with s 201(2) of the
Act, I note the Agreement covers the unions.

COMMISSIONER

Printed by authority of the Commonwealth Government Printer

<AES530274 PR794362>
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PART 1 - Application and Operation

2

3.1

NAME OF THE AGREEMENT

This Agreement will be known as the Regis Aged Care Pty Ltd, ANMF & HWU Enterprise
Agreement — Victoria 2025 (“the Agreement”).

DEFINITIONS

General

In this Agreement, unless contrary intention appears:

(@)
(b)

(©)

(d)

(e)

(f)

(9)

(h)

(),

(k)

()

(m)

Act means the Fair Work Act 2009 (Cth) as amended from time to time.

Agreement means this Regis Aged Care Pty Ltd, ANMF and HWU Enterprise Agreement
— Victoria 2025.

Day Worker mean an Employee whose ordinary hours are worked between 6.30am and
6pm, Monday to Friday,

Double Time means payment of twice the Ordinary Rate with respect to the hours worked,
where prescribed by this Agreement and is represented numerically in this agreement as
200%.

Double Time and a Half means payment of two and a half times the Ordinary Rate with
respect to the hours worked where prescribed by this Agreement and is represented
numerically in this agreement as 250%.

Director of Nursing means General Manager or Clinical Manager or Facility Manager
(however titled).

Enrolled Nurse means an Employee who is registered pursuant to the provisions of the
Nursing and Midwifery Board of Australia

Employees means Employees of the Employer covered by this Agreement, as set out in
clause 7.1(b).

Employer means Regis Aged Care Pty Ltd (ACN 125 223 645).

Excluded Employee(s) means General Manager(s), Clinical Manager(s) or any other
state office Employee or retirement village, home care and day therapy Employee
employed by the Employer in Victoria.

Family and Domestic Violence means violent, threatening or other abusive behaviour
by a close relative of an employee (being a member of the employee’s Immediate Family
or is related to the employee according to Aboriginal or Torres Strait Islander kinship rules
per the NES), a member of an employee's household, or a current or former intimate
partner of an employee, that:

e seeks to coerce or control the Employee; and
e causes the employee harm or to be fearful.

FWC means the Fair Work Commission the statutory body established under the Act or
any successor organisation established under Commonwealth legislation which performs
the functions of conciliation and arbitration..

Aged Care Employees means Employees employed in the Aged Care Classification
Stream set out in this Agreement.
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(n)

(0)
(p)

(@)

()

(s)

(t)

(u)

(v)

(w)

)

v)

@)

(aa)

National Employment Standards are the minimum legislated standards provided for in
the Act.

NES means the National Employment Standards.

Ordinary Rate means an Employee’s ordinary hourly rate of pay derived from the
applicable weekly rate of pay set out in Appendix 1 as adjusted according to clause 22.
The Ordinary Rate is calculated by dividing the weekly rate of pay by 38 (hours) and
excludes overtime, penalty rates, shift allowances, allowances, bonuses or any other
ancillary payments of a like nature.

Ordinary Time Earnings has the meaning in section 6(1) of the Superannuation
Guarantee (Administration) Act 1992 (Cth), as amended from time to time.

Public Holiday means the listed public holidays and any declared region specific public
holidays in accordance with clause 34 — which will apply according to where the Employee
is based for work purposes within the State of Victoria.

Registered Health Practitioner means a registered and practising health practitioner (eg
General Practitioner or other doctor), Dentist, Chiropractor or Clinical Psychologist,
Psychiatrist, Physiotherapist but does not include a Pharmacist

Registered Nurse means a nurse that is registered pursuant to the provisions of the
Nursing and Midwifery Board of Australia

Shift worker, (excluding for the purposes of the NES additional annual leave) means an
Employee who is regularly rostered to work their ordinary hours outside the ordinary hours
of a Day Worker.

Superannuation Law means any requirement under the Superannuation Industry
(Supervision) Act 1993 (Cth), Superannuation Industry (Supervision) Regulations 1994,
Superannuation Guarantee (Administration) Act 1992 (Cth), Superannuation Guarantee
(Administration) Regulations 1993, Superannuation Guarantee Charge Act 1992 (Cth),
and any other present or future legislation, regulations or ordinances that govern the
imposition of the superannuation guarantee charge.

For the meaning of the leave provisions of this Agreement (other than with respect to long
service leave), Service and Continuous Service have the meaning defined by s.22 of
the Act. The definitions set out in the Act will apply to the extent of any inconsistency with
the provisions of this Agreement.

Time and a half means payment of one and a half times the Ordinary Rate with respect
to the hours worked where prescribed by this Agreement and is represented numerically
in this agreement as 150%.

Time and Three Quarters means payment of one and three-quarter times the Ordinary
Rate with respect to the hours worked where prescribed by this Agreement and is
represented numerically in this agreement as 175%.

Uniform means such apparel as may be required by the Employer.

Unions mean the Australian Nursing and Midwifery Federation (ANMF) and Health
Services Union, Victorian Branch, trading as the Health Workers Union (HWU).

Registered Nurse and Enrolled Nurse Definitions

(@)

Allowance rate for the purposes of calculating allowances provided for Registered Nurses
in this Agreement shall mean the ordinary weekly rate of pay for a Registered Nurse Grade
2 Level 1 classification.
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3.4

3.5

(b)

(c)

Allowance rate for Enrolled Nurse nurses shall mean the ordinary weekly rate of pay for
an Enrolled Nurse Level 1 classification.

Experience for the purpose of classifying an Enrolled Nurse or Registered
Nurse - full time service and experience following registration in a grade or sub-grade at
least equal to that in which the Employee is employed (or to be employed), and shall also
include that time which may elapse between the completion of training or final examination
(whichever occurs last) and the formal registration as a certificated Nurse by the Nursing
and Midwifery Board of Australia or successor body. Where an Employee previously has
been employed in a higher grade or sub-grade, service and experience in such higher
grade or sub-grade shall count as service and experience in the lower grade or sub-grade
for the purposes of determining such Employee’s experience, provided that:

0] an Employee who has worked an average of 24 hours per week on average or three
shifts per week, whichever is the lesser, in a year shall be required to work a further
twelve months before being eligible for advancement to the next succeeding
experience increment (if any), within the grade or sub-grade in which the Employee
is employed; and

(i)  where an Employee has not been regularly employed as a Registered Nurse or
Enrolled Nurse or has not actively nursed for a period of five years or more, such
Employee’s prior service and experience shall not be taken into account.

Re-entry Courses and Supervised Experience (Registered Nurses)

(@)

(b)

()

For the first twelve months after completion of a Re-entry Course or Supervised
Experience, where such course or experience is required by the Nursing and Midwifery
Board of Australia, Employees employed as nurses shall be paid at the rate appropriate
to his/her years of experience, but no higher than Grade 2 Level 2.

After completion of twelve months' experience in accordance with paragraph 3.3(b) above,
a nurse (upon sufficient proof to support a claim for incremental advancement) shall be
paid at the rate appropriate to his/her years of experience.

Sub-clauses 3.2(c)(i) and 3.2(c)(ii) shall not apply for the purposes of this sub-clause.

Aged Care Definitions

(@)

(b)

(€)

‘Allowance rate’ shall mean:

(i)  the Level 3, 5th year of experience classification rate in the Aged Care (general and
administrative services) classification stream set out in Appendix 1 to this
Agreement;

(i)  the Level 3, 4" year of experience classification rate in the Aged Care (direct care)
classification stream set out in Appendix 1 of this Agreement.

Experience means relevant work experience in the last five years in an industry the same
or substantially similar to that of the Employer, excluding any leave periods prescribed
under this Agreement.

A year of experience means 1410 hours at the Year increment within the relevant Level.
The Employee will progress as soon as the 1410 hours has been achieved. Where in this
Agreement there is a reference to a number of years of experience greater than one, then
each such year of experience must be calculated by reference to multiples of 1410 hours
worked by the Employee.

In this Agreement headings are inserted for convenience only and do not affect the interpretation
of this Agreement, and unless the context otherwise requires:
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6.1

6.2
6.3

7.1

(&) words importing the singular include the plural and vice versa;
(b)  words importing a gender include the other genders;

(c) if words or phrases are defined, their other grammatical forms have a corresponding
meaning;

(d) including’ and similar words or expressions are not words of limitation.

SCOPE OF THE AGREEMENT

This Agreement constitutes the entire agreement between the Employer and Employees in
relation to collectively applicable minimum terms and conditions of employment with the
Employer. Any reference to a policy in this Agreement is a reference to the policy in place as
amended (or removed) from time to time. No policy referred to in this Agreement is incorporated
into the Agreement.

RELATIONSHIP TO NES

This Agreement contains terms that are also NES matters. It is not the intention of the parties to
exclude the NES or any provision of the NES and it is acknowledged that such terms can only
operate in the manner and to the extent prescribed by s. 55 of the Act specifically:

(&) the Agreement applies subject to the Act and does not exclude the NES;

(b) where the Agreement provides for terms also provided for in the NES, the Agreement
terms apply to the extent that they are:

0] incidental to the operation of the NES;

(i)  supplementary to, or more beneficial than, the terms set out in the NES.

DATE AND PERIOD OF OPERATION

This Agreement will commence operating from seven days after it is approved by the FWC and
will have a nominal expiry date (NED) of 1 July 2027.

The Agreement will continue to operate after its NED unless it is terminated or replaced.

The parties agree that discussions will commence for a new Agreement no later than three
months prior to the expiry date of the Agreement.

COVERAGE

The Agreement covers:

(&) the Employer, with regard to its residential aged care homes in the State of Victoria (Regis
Home). A Regis Home means any residential aged care home owned or operated by
Regis in Victoria, and in regard to any facilities acquired by Regis during the operation of
this Agreement, are subject to transfer of business provisions set out in the Act. For clarity,
retirement villages, including those co-located with one of the listed residential aged care
homes, are excluded from coverage of this Agreement as are Home Care and day therapy
services offered by the Employer in the State of Victoria; and

(b) the Employees (other than Excluded Employees); and
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9.1

9.2

9.3

(©)

subject to section 183 of the Fair Work Act:

(i)
(ii)

ANMF; and
HWU

POSTING OF THE AGREEMENT AND NOTICES

A copy of this Agreement shall be made available to all Employees via the Intranet with additional
hard copies available in the lunchroom. A notice board for the use of Employees and to display
notices from representatives of Employees will also be made available in an easily accessible
location in each workplace.

FLEXIBILITY ARRANGEMENTS

The Employer and an Employee covered by this Agreement may agree to make an individual
flexibility arrangement to vary the effect of terms of this Agreement if:

(@)

the agreement deals with one or more of the following matters:

(i)

(ii)
(iii)
(iv)
v)
(vi)

(Vi)

arrangements about when work is performed,
overtime rates;

penalty rates;

allowances; and

leave loading;

the arrangement meets the genuine needs of the Employer and Employee in relation
to one or more of the matters mentioned in paragraph 9.1(a); and

the Employer and the individual Employee must have genuinely made the
agreement without coercion or duress.

The Employer must ensure that the terms of the individual flexibility arrangement:

(@)
(b)
(©)

are about permitted matters under s.172 of the Act; and

are not unlawful terms under s.194 of the Act; and

result in the Employee being better off overall than the Employee would be if no
arrangement was made.

The Employer must ensure that the individual flexibility arrangement:

(@)
(b)
(©)

(d)

is in writing; and

includes the name of the Employer and Employee;

is signed by the Employer and Employee and if the Employee is under 18 years of age,
signed by a parent or guardian of the Employee; and

does the following:

0]
(i)
(i)

(iv)

sets out the terms of the Agreement that will be varied by the arrangement;
includes details of how the arrangement will vary the effect of the terms;

sets out how the Employee will be better off overall in relation to the terms and
conditions of his or her employment as a result of the arrangement; and

states the day on which the arrangement commences.
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The Employer must give the Employee a copy of the individual flexibility arrangement within 14
days after it is agreed to.

The Employer or Employee may terminate the individual flexibility arrangement:
(&) by giving no less than 28 days’ written notice to the other party to the arrangement; or

(b) if the Employer and Employee agree in writing — at any time.

REQUESTS FOR FLEXIBLE WORK ARRANGEMENTS

(@ An Employee may make a request for flexible working arrangements in accordance with
the NES.

(b) Disputes about requests for flexible working arrangements may be dealt with under clause
11 — Dispute Resolution Procedure and/or under section 65B of the Act.
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10.1

10.2

CONSULTATION REGARDING CHANGE

This term applies if the Employer:

(@)

(b)

has made a definite decision to introduce a major change to production, program,
organisation, structure or technology in relation to its enterprise that is likely to have a
significant effect on the Employees; or

proposes to introduce a change to the regular roster or ordinary hours of work of
Employees.

Major change

(@)

(b)

(€)

(d)

(e)

(f)

(9)

For a major change referred to in 10.1(a):

()  the Employer must notify the relevant Employees of the decision to introduce the
major change; and

(i)  subclauses 10.2(b) to (h) apply.

The relevant Employees may appoint a representative for the purposes of the procedures
in this term. A representative may include the ANMF and HWU.

If:

0] a relevant Employee appoints, or relevant Employees appoint, a representative for
the purposes of consultation; and

(i) the Employee or Employees advise the Employer of the identity of the
representative;

the Employer must recognise the representative.
As soon as practicable after making its decision, the Employer must:
0] discuss with the relevant Employees:
(A) the introduction of the change; and
(B) the effect the change is likely to have on the Employees; and

(C) measures the Employer is taking to avert or mitigate the adverse effect of the
change on the Employees; and

(i)  for the purposes of the discussion--provide, in writing, to the relevant Employees:

(A) all relevant information about the change including the nature of the change
proposed; and

(B) information about the expected effects of the change on the Employees; and
(C) any other matters likely to affect the Employees.

The Employer is not required to disclose confidential or commercially sensitive information
to the relevant Employees.

The Employer must give prompt and genuine consideration to matters raised about the
major change by the relevant Employees.

If a term in this Agreement provides for a major change to production, program,
organisation, structure or technology in relation to the enterprise of the Employer, the
requirements set out in (a)(i) and subclauses (b) and (d) are taken not to apply.
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(h)

In this term, a major change is likely to have a significant effect on Employees if it results
in the termination of the employment of Employees; or major change to the composition,
operation or size of the Employer's workforce or to the skills required of Employees; or the
elimination or diminution of job opportunities (including opportunities for promotion or
tenure); or the alteration of hours of work or reduction in remuneration; or the need to
retrain Employees; or change to an Employee’s classification or duties; or the need to
relocate Employees to another workplace; or the restructuring of jobs; or removal of
existing amenity.

Change to regular roster or ordinary hours of work

(@)

(b)

(©)

(d)

(e)

(f)

(9

For a change referred to in 10.1(b):
0] the Employer must notify the relevant Employees of the proposed change; and
(i)  subclauses 10.3(b) to (f) apply.

The relevant Employees may appoint a representative for the purposes of the procedures
in this term.

If:

0] a relevant Employee appoints, or relevant Employees appoint, a representative for
the purposes of consultation; and

(i) the Employee or Employees advise the Employer of the identity of the
representative;

the Employer must recognise the representative.

As soon as practicable after proposing to introduce the change, the Employer must:
0] discuss with the relevant Employees the introduction of the change; and

(i)  for the purposes of the discussion--provide to the relevant Employees:

(A) all relevant information about the change, including the nature of the change;
and

(B) information about what the Employer reasonably believes will be the effects
of the change on the Employees; and

(C) information about any other matters that the Employer reasonably believes
are likely to affect the Employees; and

(i) invite the relevant Employees to give their views about the impact of the change
(including any impact in relation to their family or caring responsibilities).

The Employer is not required to disclose confidential or commercially sensitive information
to the relevant Employees.

The Employer must give prompt and genuine consideration to matters raised about the
change by the relevant Employees.

In this term:

0] "relevant Employees” means the Employees who may be affected by a change
referred to in 10.1(b).

DISPUTE RESOLUTION

Resolution of Disputes
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11.3

(@)

(b)

This clause sets out the procedures to settle a dispute which relates to:
0] a matter arising under this Agreement; or
(i)  the NES.

The Employer or Employee may appoint another person, organisation or association to
represent them for the purposes of this clause.

Obligations

(@)

(b)

(€)

The parties to the dispute and their representatives (if applicable) must genuinely attempt
to resolve the dispute through the processes set out in this clause and must cooperate to
ensure that these processes are carried out expeditiously.

While the dispute resolution procedure is being conducted work will continue according to
the custom and practice before the grievance arose unless an Employee has a reasonable
concern about an imminent risk to his or her health or safety; and the parties must
cooperate to ensure that the dispute resolution procedures are carried out as quickly as is
reasonably possible.

The requirement specified in clause (b) does not apply where an Employee:
0] has a reasonable concern about an imminent risk to their health or safety;
(i)  has advised the Employer of the concern; and

(i)  has not unreasonably failed to comply with a direction by the Employer to perform
other available work that is safe and appropriate for the Employee to perform
(whether at the same or another workplace of the Employer).

Dispute resolution process

(@)

(b)

()

(d)

(€)

(f)

(9)

(h)

In the first instance, the parties to a dispute must try to resolve the dispute at the workplace
level, including through discussions between the Employee and their supervisor.

If the matter remains unresolved following discussions under the above subclause (a), the
matter will be referred to more senior levels of management, as appropriate, to be
resolved.

If, after the matter has been referred to more senior levels of management, it is still not
resolved, the matter will be referred to the People and Culture General Manager (however
titled) for resolution.

If after the matter has been referred to the People and Culture General Manager (however
titled) and is still not resolved, either party may refer to the matter to the FWC for resolution
by conciliation and, if the dispute remains unresolved, by arbitration.

Subject to any agreement between the parties to the dispute in relation to a particular
dispute and the provisions of this clause, in dealing with a dispute through conciliation or
arbitration, the FWC will conduct the matter in accordance with the powers conferred upon
the FWC by the Act.

If the matter is determined by arbitration, the parties agree that the decision made by the
FWC is final and binding on both parties.

The parties shall endeavour to take the above steps as expeditiously as possible, save for
any matters referred to the FWC being determined, within 14 days (health and safety
matters are exempt from this clause).

A party to the dispute may appoint a person, organisation or association to support and/or
represent them in any discussion or process under this clause.
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12.1

12.2

12.3

12.4

12.5

TYPES OF EMPLOYMENT

Employees may be employed in any one of the following capacities:

(@)
(b)

(©)

full time;

part time; or

casual.

A full time or part time Employee may be employed through either:

(@)
(b)

an ongoing contract; or

a maximum/Fixed term contract.

(i)

(ii)

Subject to the limitations under the Act, maximum/ Fixed term contracts will only be
used for genuine maximum or fixed term arrangements, including for a specified
period of time, task, or season, without an expectation of ongoing work after the
specified end date/completion event — subject to applicable early termination
provisions.

If the Employee is engaged pursuant to a maximum or fixed term contract and then
re-engaged within 12 weeks of the maximum or fixed term employment ending, the
Employee shall be deemed to have originally been employed pursuant to 12.2(a).

At the time of engagement, the Employer will inform each Employee in writing of the nature of
their employment, including type of employment, ordinary hours of work, rate of pay, place of
employment and other relevant matters.

Full Time Employee

(@)

A full time Employee is an Employee engaged to work an average of 38 ordinary hours
per week or 76 hours per fortnight or 152 hours averaged over a four-week period.

Part Time Employee

(@)

(b)

(©)

A part time Employee is an Employee who:

(i)

(ii)

works less ordinary hours than full time ordinary hours of 76 ordinary hours in a two
week period; and

has reasonably predictable hours of work.

Regis will use its best endeavours to provide contracts to its part-time Employees which
are reflective of the Employee’s quantum of permanent rostered hours per fortnight.

Part Time Nursing Employees

(i)

(ii)

Before commencing employment, the Employer and a part time Nursing Employee
will agree in writing on the guaranteed minimum number of ordinary hours to be
worked by the Employee and the rostering arrangements which will apply to those
hours;

All time worked in excess of the rostered daily ordinary full-time hours will be
overtime and paid as such, provided that:

(A) such hours are in excess of the Part-time Employee’s rostered ordinary shift;
and

(B) a Part-time Employee may request or agree to work a rostered shift of up to
10 hours, paid at the Ordinary Rate.



(d)

(e)

(f)

(9)

Part Time Aged Care Employees

(i)

(ii)

(i)

(iv)

v)

Before commencing employment, the Employer and a part time Aged Care
Employee will agree in writing on:

(A) the number of hours of work which is guaranteed to be provided and paid to
the Employee each fortnight (the guaranteed hours); and

(B) the days of the week the employee will work and the starting and finishing
times each day; or

(C) atthe employee’s election, and in the alternative to (B), the days of the week
and the periods in each of those days when the Employee may be rostered to
work the guaranteed hours (the Employee’s availability).

The agreement made pursuant to subclause (i) may subsequently be varied by
agreement between the employer and employee in writing. Any such agreement
may be ongoing or for a specified period of time.

Where a part-time Aged Care Employee is regularly rostered to work an agreed
pattern of work for at least 12 months, the Employee may request, in writing, a
variation to their contract to reflect those roster arrangements. Such request will not
be unreasonably refused by the Employer.

Notwithstanding clause 18 — Overtime, a part time Aged Care Employee who agrees
to work in excess of their rostered ordinary hours will be paid at the Ordinary Rate
for such additional hours, provided that all time worked by a part time Employee
which exceeds 10 hours per day, will be paid at the applicable overtime penalty rate.
The overtime penalty rates are applied to the Ordinary Rate.

A part time Aged Care Employee will not be directed to work in excess of their
rostered ordinary hours at the Ordinary Rate. Where a part time Aged Care
Employee is directed by the Employer to work in excess of their rostered ordinary
hours (Additional Hours) the Employee will be paid in accordance with clause 18—
Overtime, for such Additional Hours.

Unless otherwise indicated or required by the context, the terms of this Agreement apply
on a pro rata basis to part time Employees on the basis that the ordinary weekly hours for
full-time Employees are 38.

A part time Employee will be engaged on any one day for no less than three hours,
excepting arrangements for undertaking mandatory training which are set out at clause
16.5(b) and 39.

Review of part time hours

(i)

Reasonable work-life balance and flexible working arrangements are essential in
order to attract and retain Employees. The Employer is committed to managing and
systematically reviewing the working hours of part time Employees. This includes:

(A) Where an Employee is regularly working more than their guaranteed hours
the Employee may request to have their hours reviewed annually and subject
to (2) below the Employer will not unreasonably refuse to incorporate these
hours into the Employee’s contract of employment.

(B) The hours worked in the following circumstances will not be incorporated in
any adjustment:
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(1) ifthe increase in hours is as a direct result of an Employee being absent
on leave, such as for example, annual leave, long service leave,
parental leave, workers compensation, and

(2) ifthe increase in hours is due to a temporary increase in hours only due,
for example, to the specific needs of a resident or client.

(3) If a review establishes a consistent pattern of greater hours is being
worked, the Employer will offer the Employee those additional hours as
part of their guaranteed hours.

Casual Employees

(@)
(b)

(©)

(d)

The definition of a Casual Employee is set out at section 15A of the Act.

Casual Employees will be paid for each hour worked at the applicable Ordinary Rate for
the classification in which they are employed, plus a casual loading of 25%. Casual
Employees are paid a casual loading in compensation for not having entitlements under
the NES and this Agreement to paid annual leave, paid personal leave, paid
compassionate leave, payment for public holidays not worked, payment in lieu of notice of
termination and redundancy pay. A casual Employee is not entitled to paid leave
entitlements set out in this Agreement unless expressly provided otherwise.

A casual Employee shall be engaged by the day or by the hour, at the discretion of the
Employer, provided that the minimum engagement on any one day is no less than three
hours, excepting arrangements for undertaking mandatory training which are set out at
clause 16.5(b) and 39.

Casual Conversion

0] A casual employee may have a pathway to permanent employment by way of written
notification in accordance with the NES.

(i) A casual Employee may give the Employer written notification if the Employee (in
summary):

(A) Dbelieves they no longer meet the definition of a casual employee (noting as
per subclause (a) this is defined in the Act);

(B) is not in dispute with the Employer about their status as a casual Employee
under the Act;

(C) has been employed by the Employer for a period of at least 6 months; and

(D) has not, in the last 6 months prior to the written notification being given,
received a response from the Employer under s. 66 AAC the Act not accepting
a previous notification made under this section; or had a dispute with the
Employer relating to the operation of Division 4A of Part 2-2 of the Act resolved
under s. 66M or s.739 of the Act.

(i)  The Employer must give the Employee a written response to a written notification
(given in accordance with the Act) within 21 days after the notification is given to the
Employer. In accordance with the Act, the Employer must consult with the Employee
before providing the Employee with its written response. If accepting the Employee’s
written notification, the Employer must discuss with the Employee:

(A) whether the Employee is changing to full-time or part-time employment;
(B) the hours of work after the change takes effect; and

(C) the day the change in employment takes effect.
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14.1

14.2

14.3

(iv) The information that must be included in the written response when the Employer is
accepting the notification, the obligation to consult with the Employee and the
grounds for non-acceptance of the naotification, are set out in the Act.

(v)  Where the Employer accepts the notification, the Employee is taken to be a full-time
or part-time employee (as the case may be) beginning on the day specified in the
response (being the first day of the Employee’s first full pay period that starts after
the day the Employer response is given — unless the Employee and Employer agree
to another day).

STAFF REPLACEMENT

The Employer is committed to ensuring efficient flexible rostering of Employees dependent on
the service requirements of the residents.

Replacement of staff is determined on resident requirements. Replacement will occur when the
Employee in charge of the shift, in consultation with the supervisor, determines that replacement
is required.

Any planned or unplanned absences, in relation to the published roster may as far as practicable
be replaced with a staff member of a like classification and experience. However, in extraordinary
circumstances such as (but not limited to) a sudden drop in occupancy, building renovation or
lack of notice, absent staff may be replaced by a shorter shift or not at all, depending on resident
requirements as determined by the Employer.

Where staff replacement is required, as determined above, the Employer shall endeavour to fill
the position as soon as practicable.

The final decision in respect to staff replacement is the responsibility of management.

WORKLOAD MANAGEMENT

The parties to this Agreement acknowledge that Employees and Management have a
responsibility to maintain a balanced workload and recognise the adverse effects that excessive
workloads on a regular basis may have on Employee/s and the quality of resident care.

To ensure Employee concerns involving excessive workloads are effectively dealt with by
Management the following procedures will be applied:

(@ Inthefirstinstance, Employee/s will discuss the issue with their immediate supervisor and,
where appropriate, explore solutions;

(b) If a solution cannot be identified and implemented, the matter will be referred to an
appropriate senior manager for further discussion;

(c) If a solution still cannot be identified and implemented, the matter will be referred to the
General Manager for further discussion;

(d) The outcome of the discussions at each level and any proposed solutions discussed, will
be recorded in writing and fed back to the relevant Employees.

Workload management must be an agenda item at staff meetings on at least a quarterly basis,
or more often as requested by Employees. Items in relation to workloads must be recorded in
the minutes of the staff meeting, as well as actions to be taken to resolve any workload issue/s.
Resolution of workload issues will be based on the following criteria including but not limited to:



(@ Clinical assessment of residents’ needs;

(b) the demand of the environment such as Residence layout

(c) Statutory obligation, (including, but not limited to, work health and safety legislation
(d) Reasonable workloads (such as roster arrangements);

(e) Accreditation standards; and

()  Budgetary considerations;

14.4 If the issue is still unresolved, the Employee/s may advance the matter through Clause 11
Dispute Resolution Procedure.
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16.1

16.2
16.3

16.4

16.5

SPAN OF HOURS
The ordinary hours of work for a Day Worker will be worked between 6.30 am and 6.00 pm
Monday to Friday.

A shift worker is an Employee who works shifts in accordance with clause 19 of this Agreement.

HOURS OF WORK

Hours for an Ordinary Week’s Work

(&) The ordinary hours of work shall be arranged by the Employer to meet the operational
requirements of the business. The ordinary hours of an Employee:

0] will not exceed 76 hours in a two week period (or, if otherwise agreed, an average
of no more than 38 hours per week for a period not exceeding 4 weeks, or 5 weeks
for an Employee working 10 hour shifts);

(i)  will not exceed 10 hours per day, exclusive of unpaid meal breaks;

(i)  subject to Broken Shift provisions in the Agreement, will be worked continuously on
any day or shift (excluding any unpaid meal break provided for by this Agreement);

(iv) in the case of a Day Worker, will not be worked on a weekend or before 6.30am or
after 6pm on any day, Monday to Friday.

For the purposes of this clause the working week shall commence at midnight on a Sunday.
Breaks Between Shifts

(@) The break between the completion of one ordinary rostered shift and the commencement
of another ordinary rostered shift will be 10 hours. However, the Employer and Employee
may agree to a minimum break of 8 hours between ordinary rostered shifts (other than
Broken Shifts) on successive days.

(b)  Where an Employee elects to work an additional non-rostered ordinary shift, the minimum
break between ordinary shifts will be no less than 8 hours.

Days Off in a Roster Cycle

An Employee shall be entitled to not less than eight full days in each 28 day cycle free from duty,
four full days in each fortnight free from duty or two full days in each week free from duty and
such rostered days off shall, where practical, include from midnight to midnight and should
provide one of the following combinations:

(@) Four periods comprising two (2) days each in a 28 day period;

(b)  Two periods comprising two (2) days each in a two (2) week period

(c) Three (3) consecutive days and one (1) stand-alone day in a two (2) week period;
(d)  One period of 4 consecutive days in a two (2) week period;

(e) Provided that any one of these combinations may be amended to two (2) single days each
week by Mutual Agreement.

Minimum Hours per Shift or Engagement

(@8 The minimum number of ordinary hours per shift is three hours.
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(b)

Where an Employee is required to attend compulsory paid training or a compulsory
meeting as required by the Employer, the minimum number of hours will be one hour per
engagement.

Broken Shifts

(@)

(b)

()

(d)

(€)

(f)

A broken shift means a shift worked by an Employee that includes breaks (other than a
meal break) as set out in this clause 16.6, totalling not more than four hours and where
the span of hours is not more than 12 hours.

Broken duty shifts must only be worked where there is mutual agreement between the
Employer and the Employee.

The maximum spread of hours for a broken shift is 12 hours. All work performed beyond
the maximum span of 12 hours for a broken shift will be paid at double time.

If the broken shift is a permanent, rostered arrangement the total hours worked on a
broken shift will not exceed 10 hours over two duty periods, with a minimum shift length of
three hours and a maximum shift length of five hours, in any single duty period. Despite
clause 18, overtime penalties will only be paid for hours worked beyond a cumulative total
of 10 hours. For safety reasons not more than one rostered broken shift can be worked by
an Employee in a week.

If the broken shift is ad hoc (i.e. not rostered), because of unplanned or planned absence
of other staff or unexpected demand, the total hours worked on a broken shift will not
exceed 10 hours over two duty periods, with a minimum shift length of three hours and a
maximum shift length of five hours, in any single duty period. Despite clause 18, overtime
penalties will only be paid for hours worked beyond a cumulative total of 10 hours. For
safety reasons not more than one ad hoc broken shift can be worked by an Employee in
a week.

An Employee must receive a minimum break of 10 hours between the broken shifts and
the next ordinary rostered shift.

Right to Request Additional Hours/Shifts

(a)

An Employee may request to work additional ordinary hours on a day when they are not
otherwise rostered and provided those hours are within the ordinary 76 hours per fortnight
of a full time Employee.

(b) The Employer shall take into account occupational health and safety considerations, the
rest and recreational needs of Employees and the operational requirements of the facility
in the approval of a request by an Employee to work additional ordinary hours.

(c) Subject to clause 12.5(c) and 12.5(d), approved additional ordinary hours or shifts shall
be paid at Ordinary Rate only.

ROSTERS

The Employer will post a fortnightly roster setting out Employees’ daily ordinary working hours,
commencing and finishing times, at least 14 days prior to the commencement of each roster
period. The roster will be posted via electronic means.

Once published, the Employer may alter an Employee's rostered ordinary hours:

(@)

at the Employee's request or by mutual agreement with the Employee; or
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(b) to enable the functions of the Employer to be carried out where another Employee is
absent from work due to personal/ carer's leave, compassionate leave, family and
domestic violence leave, or in an emergency..

In circumstances outside those set out at clause 17.2, where the Employer requires a change of
roster, 7 days’ notice of the change will be given by the Employer to the Employee.

Where the Employer requires an Employee, without seven days’ notice and outside the
circumstances prescribed in clause 17.2 above, to perform ordinary hours of work at times other
than those previously rostered, the Employee shall be paid in accordance with the hours worked,
with the addition of a daily allowance equal to the following:

(a) For Aged Care Employees, 2.5 per cent of the allowance rate of pay as defined in clause
3.4(a).

(b) For Employees employed in the Nursing Classifications of this Agreement, 2.5 per cent of
the allowance rate of pay as defined in clauses 3.2(a) and 3.2(b) (as applicable to the
classification in which the Employee is employed).

An Employee, by making a request in writing to the Employer, may have their roster fixed by the
provisions of this clause in lieu of the arrangements set out in clauses 17.1 to 17.3.

(@ Rosters shall be fixed by Mutual Agreement, subject to the provisions of this Agreement.

(b) An Employee may repudiate the request referred to in this clause at any time, by giving
written notice to the Employer. In such a case the roster for the Employee shall be fixed
according to the provisions of clauses 17.1 to 17.3 from the commencement of the next
full roster period being not less than five clear days after such repudiation is received in
writing by the Employer.

Nothing in this clause prevents the Employer from reasonably requiring an Employee to work
overtime in addition to rostered ordinary hours.

If there is an issue arising individually or collectively regarding the roster the Employees are
encouraged to raise the issue at the workplace level.

Notwithstanding any other provision of this Agreement, this clause shall not apply to casual
Employees.

OVERTIME

Overtime hours

(&8 The Employer may require an Employee to work reasonable additional hours to their
ordinary hours of work.

(b) For the purposes of this Agreement, Overtime means work that is performed:

0] by a Full time Employee, in excess of the Employee’s rostered ordinary hours of
work on any one shift or day or for hours performed in excess of 76 in a fortnight; or

(i) by a Part time Nursing Employee, in excess of the rostered daily ordinary full time
hours — subject to clause 12.5(c) or for hours performed in excess of 76 in a fortnight;
or

(i) by a Part time Aged Care Employee, in excess of 10 hours on any one shift or day
— subject to clause 12.5(d) or for hours performed in excess of 76 in a fortnight; or

(iv) by a Casual Employee, in excess of 10 hours on any one shift or day or for hours
performed in excess of 76 in a fortnight; or



(c)

(d)

v)

Approved Overtime for Employees (excluding casual Employees) will be paid as follows:

(i)

(ii)

Approved Overtime for casual Employees (in lieu of the casual loading) will be paid as

by a Day Worker, outside the span of ordinary hours specified in clause 16.1 or for

hours performed in excess of 76 in a fortnight.

Overtime worked by a full time or part time Nursing Employee on:

Monday to will be paid at the 150% rate for the first 2 hours and the
Saturday 200% rate thereafter

Sunday will be paid at the 200% rate

Public Holiday (will be paid at the 250% rate

Overtime worked by a full time or part time Aged Care Employee on:

Monday to will be paid at the 150% rate for the first 2 hours and the

Friday 200% rate thereafter

Saturday will be paid at the 200% rate, excepting:
where such overtime is performed by a part time
Employee by working in excess of 10 hours on any one
day or shift it will be paid at the 150% rate for the first 2
hours and the 200% rate thereafter

Sunday will be paid at the 200% rate

Public Holiday |will be paid at the 250% rate

follows:

(i)

(ii)

Overtime worked by a Nursing Employee on:

Monday to will be paid at the 187.5% rate for the first 2 hours and the
Saturday 250% rate thereafter

Sunday will be paid at the 250% rate

Public Holiday (will be paid at the 312.5% rate

Overtime worked by an Aged Care Employee on:

Monday to will be paid at the 187.5% rate for the first 2 hours and

Friday the 250% rate thereafter;

Saturday will be paid at the 250% rate, excepting:
where such overtime is performed in accordance with
clause 16.1(a)(ii) it will be paid at the 187.5% rate for the
first 2 hours and the 250% rate thereafter.

Sunday will be paid at the 250% rate

Public Holiday

will be paid at the 312.5% rate
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(e)

Overtime rates in this clause are in substitution for and not cumulative upon shift
allowances and weekend penalties prescribed in clauses 19 and 20 of this Agreement.

Time off in Lieu

(a)

(b)

The Employer and an Employee may agree to accrue time off in lieu rather than be paid
overtime. Time off in lieu will be credited to the Employee’s leave balance at the applicable
overtime rate for each overtime hour worked on the following basis:

(i)  time off instead of payment for overtime must be taken at the applicable overtime
rate of pay within three months of it being accrued,;

(I where it is not possible for an Employee to take the time off, instead of payment for
overtime, within the three month period, or on termination of the Employee’s
employment, it is to be paid out at the appropriate overtime rate based on the rates
of pay applying at the time payment is made.

An Employee cannot be compelled to take time off instead of overtime.

Rest break during overtime

An Employee working overtime will take a paid rest break of 20 minutes within each four hours
of overtime worked at a mutually agreeable time between Employer and Employee. If the
overtime worked is less than two hours, clause 18.3 does not apply.

Recall to work overtime

(@)

An Employee recalled to work overtime on the same day as having worked a shift and
after leaving the Employer’s premises will be paid for a minimum of four hours’ work at the
appropriate rate for each time so recalled. If the work required is completed in less than
four hours, the Employee will be released from duty.

Rest break during recall overtime

(@)

An Employee recalled to work overtime after leaving the Employer’s premises and who is
required to work for more than four hours will be allowed 20 minutes for the partaking of a
meal and a further 20 minutes after each subsequent four hours overtime; all such time
will be counted as time worked. The meals will be allowed to the Employee free of charge.
Where the facility is unable to provide such meals, a meal allowance, as prescribed in
clause 21.2 will be paid to the Employee concerned.

Rest periods - affected by overtime (including Saturdays and Sundays)

(@)

(b)

()

When overtime work (including recall to duty) is necessary it shall, wherever reasonably
practicable, be so arranged that an Employee has at least 10 hours continuously off duty
between work on successive shifts.

An Employee (other than a casual Employee) who works so much overtime between the
termination of her/his last previously rostered ordinary hours of duty and the
commencement of her/his next succeeding rostered period of duty that she/he would not
have had at least 10 hours continuously off duty between those times, shall subject to this
subclause, be released after completion of such overtime worked until she/he had ten 10
continuously off duty without loss of pay for rostered ordinary hours occurring during such
an absence.

If on the instructions of her/his Employer an Employee resumes or continues work without
having had 10 hours continuously off duty she/he shall be paid at the rate of double time
until she/he is released from duty for such rest period and she/he shall be entitled to be
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absent until she/he has had ten hours continuously off duty without loss of pay for rostered
ordinary hours occurring during such an absence.

(d) In the event of any Employee finishing any period of overtime or recall at a time when
reasonable means of transport are not available for the Employee to return to her/his place
of residence the Employer shall provide adequate transport free of cost to the Employee.

For the purposes of this clause, in accruing or calculating payment of overtime, each period of
overtime shall stand alone.

Overtime payments not applicable

Notwithstanding the provisions of this clause with respect to overtime payments, overtime is not
payable where an Employee works a shift of 10 hours duration, where that shift is rostered in
advance in accordance with the rostering requirements of this Agreement, or the Employee
agrees to work an additional shift or additional hours to replace an Employee who has to work a
rostered 10 hour shift, subject to clause 12.5(d). However, in either circumstance, overtime is
payable if the additional hours resulted in the Employee working more than 76 hours in a
fortnight.

SHIFT PENALTIES AND ALLOWANCES

The ordinary span of hours for a Day Worker is 6.30am to 6pm.
(& Morning Shift

An Employee whose rostered ordinary shift commences outside of the ordinary span of
hours but after 5am (morning shift) will be paid an allowance of 13.25% in addition to
their ordinary time rate of pay.

(b)  Afternoon Shift

An Employee whose rostered ordinary shift commences at or after 12 noon and finishes
after 6pm (afternoon shift) will be paid an allowance of 13.25% in addition to their ordinary
time rate of pay.

(c)  Night Shift

Where an Employees ordinary shift commences on or after 6.00pm or before 6.30am the
following day, and the major portion of the shift is worked between 6.00pm and 6.30am
(night shift) the following allowances shall apply in addition to their ordinary time rate of

pay:
0] All Aged Care Employees and Enrolled Nurses will receive 22.5%.

(i)  All Registered Nurses will be paid an allowance of 15%.

WEEKEND PENALTIES

(@) Saturday and Sunday work
0] Weekend Penalties are in addition to shift loadings specified in clause 19.

(i)  All rostered time of ordinary duty performed between midnight on Friday and
midnight on Saturday shall be paid as follows:
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Category

Full-time and Part-time
Employee

Casual Employee (inclusive
of the casual loading)

Nursing Employee

at the 150% rate

at the 187.5% rate

Aged Care Employee

at the 150% rate

at the 175% rate

(i)  All rostered time of ordinary duty performed between midnight on Saturday and
midnight on Sunday shall be paid as follows:

Category

Full-time and Part-time
Employee

Casual Employee (inclusive
of the casual loading)

Nursing Employee

at the 175% rate

At the 218.75% rate

Aged Care Employee

at the 175% rate

at the 200% rate

MEAL BREAKS AND REST PAUSES

Meal Breaks

Where an Employee is rostered to work at least five (5) continuous hours, the Employee will be
entitled to an unpaid meal break of at least 30 minutes.

(a)

(b)

Nursing Employees

(i)

(ii)

(i)

Where a Nursing Employee is required by the Employer to remain on premises and
be available during their meal break, but is free from duty, the meal break will be
paid at an amount equivalent to the Employee’s Ordinary Rate for the 30 minute
meal break (Meal Break Allowance). This meal period will not count as time worked
and is not used in calculating ordinary hours for the purposes of overtime or
penalties.

Where a Nursing Employee excluding the RN In-Charge (however titled),is required
by the Employer to perform work or is recalled to duty during a meal break
(Interrupting Work), the Employee will be paid at the overtime rate for all time worked
until the meal break (or the balance of the meal break) is taken. (noting that such
time outside the meal break period will be counted as ordinary hours worked —
despite being paid at the overtime penalty rate). Unless authorised otherwise by the
Employer, the Employee must immediately commence their meal break (or the
remainder of such meal break) upon the conclusion of the Interrupting Work.

Notwithstanding the arrangements set out at (b)(i) and (ii) above, a sole afternoon
or night duty in-charge registered nurse, required and rostered by the Employer to
remain on premises, be available during their meal break, and engage in Interrupting
Work (if required), will be paid the Meal Break Allowance for the rostered meal break
period. Time worked during a meal break, compensated by way of payment of the
Meal Break Allowance, is not used in calculating ordinary hours for the purposes of
overtime or penalties.

Aged Care Employees

Where an Aged Care Employee is required by the Employer:

(i)

to remain available to attend to duty;
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(c)

(d)

(i)  to perform work; or
(iii)  is recalled to duty,

during a meal break, the Employee will be paid at the overtime rate of pay for the period
so required and all time worked until the meal break (or the balance of the meal break) is
taken. Whilst paid at the overtime penalty rate the time worked until the meal break is
taken will be regarded and count as ordinary time.

Unless authorised otherwise by the Employer, the Employee must immediately commence
their meal break (or the remainder of such meal break) upon the conclusion of:

0] the Interrupting Work in the case of Nursing Employees per subclause (b);
(i)  the requirements set out at (b)(i) to (b)(iii) for Aged Care Employees.

Any Interrupting Work or arrangements per (b)(i) to (b)(iii) must be authorised by the
General Manager (or their equivalent) or their delegate.

Overtime Meals

Where an Employee is required to work more than one hour of overtime after their rostered
finishing time, the Employer will either supply the Employee with a meal, or pay the Employee
an allowance as set out in Appendix 1 - Allowance Rates (as applicable to the classification in
which the Employee is employed), provided that where such overtime work exceeds four hours
the further meal allowance set out in Appendix 1 - Allowance Rates (as applicable to the
classification in which the Employee is employed), will be paid.

Rest Pauses

(@)

(b)

(©)

(d)

Two separate 10 minute rest intervals (in addition to meal breaks) will be allowed to each
Employee on duty during each ordinary shift of 7.6 hours or more.

Where less than 7.6 ordinary hours are worked, Employees will be allowed one 10 minute
rest interval in each four hour period or part thereof greater than two hours.

Where an Employee is entitled to two rest intervals under this clause 21.3, the Employee
may request to combine two 10 minute rest pauses into one 20 minute rest pause. The
request will not be unreasonably refused by the Employer.

Rest intervals will count as time worked.
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WAGES

Rates of pay

22.1.1 Employees will be paid at the Ordinary Rates, per the prescribed dates of effect, set out
in Annexure A to this Agreement, (as applicable to a particular Employee).

Wage increases
22.2.1 The Ordinary Rates, as increased, are as set out in Annexure A of this Agreement.

22.2.2 Any further wage increases shall be at the discretion of the Employer unless the Ordinary
Rates fall below the applicable minimum rates of pay in the relevant modern award.

Stage 3 Work Value Decision

22.3.1 The Fair Work Commission has handed down a decision and subsequent Award
Determinations under Stage 3 of the Aged Care Work Value Case (ACWVC) that provide
the operative dates of the increases to the minimum rates of pay in the Aged Care Award
2010 for the Stage 3 classifications (AC Decision) and registered and enrolled nurses in
the Nurses Award 2020 (Nurses’ Decision).

22.3.2 The Commonwealth Government has published guidance / directions to providers about
how increased funding must be applied by providers in order to give effect to the Stage
3 AC and Nurses decisions.

22.3.3 Accordingly, the Employer will apply the applicable minimum rates under this Agreement
for Stage 3 in accordance with the guidance / direction from the Commonwealth
Government, including with respect to the operative timing of those increases.
Agreement percentage wage increases will be applied to these uplifted rates at the time
prescribed in Appendix A. Stage 3 uplifts will be applied as follows:

[Date FFPPOA [Increase

1 January 2025 AC Decision Increase

1 March 2025 Nurses’ Decision Increase
1 October 2025 AC Decision Increase

Nurses’ Decision Increase

1 August 2026 Nurses’ Decision Increase

PAYMENT OF WAGES

Wages are to be paid weekly or fortnightly. Subject to subclause 23.2, by no later than pay day,
wages will be paid by electronic funds transfer into the Employee’s bank or financial institution
account nominated by the Employee.

The Employer will not be held liable for any event outside its control which causes delay between
processing of wages and the time those wages are received by the Employee — for example
bank error or delay.
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The Employer will use its best endeavours to pay Employees as soon as reasonably practicable
on or after the termination date but no later than 7 days after the day on which the Employee’s
employment terminates.

SUPERANNUATION

Compulsory superannuation contributions

(& The Employer shall make superannuation contributions for the benefit of each Employee
to a compliant superannuation fund nominated by an Employee in in accordance with and
subject to Superannuation Law (subject to the statutory minimum and maximum
contribution base)

(b) In the absence of a complying nomination in accordance with 24.1(a), or a stapled fund
per Superannuation Law, contributions under clause 24.1(a) will be made to Health
Employees Superannuation Trust of Australia (HESTA), subject to its trust deed dated 23
July 1987, as amended from time to time (Default Fund). The Default Fund offers a
MySuper product.

Salary sacrifice of superannuation

(& The Employer may make contributions to an Employee’s nominated superannuation fund
over and above any contributions required by clause 24.1(a) in accordance with a valid
written salary sacrifice agreement between the Employer and the relevant Employee in
the form determined by the Employer from time to time and in accordance with any relevant
policy that may be established by the Employer from time to time.

(b) Where an Employer makes contributions to the Employee’s nominated superannuation
fund on behalf of the relevant Employee in accordance with clause 24.2(a), any
contributions required by clause 24.1(a) shall be based on the relevant Employee’s
Ordinary Time Earnings as determined immediately before entering into a salary sacrifice
agreement under clause 24.2(a).

HIGHER GRADE DUTIES

An Employee engaged in any one day or shift for more than two hours on duties carrying a higher
rate than the classification in which she/he is ordinarily employed shall be paid for the full day or
shift at the minimum ordinary rate of pay for that higher classification. However, if the Employee
is engaged for two hours or less on higher duties only the time worked shall be paid for at that
higher rate.

Subclause 25.1 does not apply to the positions of General Manager or Assistant Manager or
Clinical Manager (however described). Employees must perform higher duties for five days in
these positions before they are paid at the minimum ordinary rate of pay for that higher
classification.

CLASSIFICATIONS

REGISTERED NURSES AND ENROLLED NURSES

(@) Registered Nurse Entry Level
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0] A Graduate Nurse shall be paid at Grade 2 Level 1, and when that Graduate Nurse
completes his/her graduate year of training shall in the first year be paid as a
Registered Nurse Grade 2, Level 2.

(b) In Charge in out of hours
0] In a residential aged care facility of 61 beds or more, one Registered Nurse or
Enrolled Nurse will be appointed to be in-charge of the facility during all off duty
periods of the General Manager or Clinical Manager (however titled), and be
classified as After Hours Coordinator, Grade 5, adjusted by bed capacity. Provided
that the Grade 5 rate will not be paid if the sole rostered Registered Nurse refuses
to be appointed in charge of the facility. In facilities of less than 61 beds, the
applicable Grade will be the applicable rate at Grade 4.
(c) Enrolled Nurses
0] Enrolled Nurse Entry level
(A)  An Employee who completes a Certificate IV or Diploma in Nursing that
entitles the Employee to register as an Enrolled Nurse and be endorsed to
administer medication shall enter at Level 1 of the salary structure.
(i)  Enrolled Nurse Pay Point Progression
(A)  From the commencement of this Agreement, an Enrolled Nurse will progress
from pay point to pay point on the anniversary of employment or appointment
or progression to the current pay point, subject to the completion of the criteria
and a year of experience (as defined) in Appendix 4. The process for pay point
progression is set out in Appendix 4, provided that an appeal or review for the
purposes of that Appendix shall be undertaken in accordance with the dispute
resolution clause of this Agreement.
(i)  Enrolled Nurse Trainees will be the ordinary rate of pay prescribed in Appendix 1.
ALLOWANCES
Uniforms
(&) Employees required by the Employer to wear uniforms will be supplied with an adequate
number of uniforms appropriate to the occupation, in serviceable condition, free of cost to
Employees. Such items are to remain the property of the Employer and will be laundered
and maintained by the Employer free of cost to the Employee.
(b) Instead of the provision of such uniforms, the Employer may pay such Employee a uniform
allowance at the rate specified in Appendix 1 - Allowance Rates.
(c) Instead of laundering and maintaining such uniforms, the Employer may pay such
Employee a laundry allowance at the rate specified in Appendix 1 - Allowance Rates.
(d)  The uniform allowance will be paid during all absences on paid leave, except absences
on long service leave and absence on personal/carer's leave beyond 21 days.
(e) The laundry allowance is not payable during absences on paid or unpaid leave.

Qualification Allowance — Registered Nurses

(@)

A Registered Nurse will be entitled to a qualification allowance set out below, subject to the
following:



(b)

(©)

(d)

(€)

(f)

(9)

(h)

0] A Registered Nurse holding more than one qualification is only entitled to one
qualification allowance, being the allowance for the highest relevant qualification
held.

(i)  Payment of the qualification allowance is subject to the qualification being directly
relevant to the Employee’s employment. Relevant qualifications are those that are
applicable or transferable to the delivery of care to older people in residential aged
care including, but not limited to: palliative care, dementia care, gerontology,
psychogeriatric care, wound care and infection control care. Other considerations of
relevance may include whether the qualification would:

(A) assist the Registered Nurse in their role and/or assist in maintaining quality
patient care; and/or

(B) assistin the administration of the ward/unit/area in which the Registered Nurse
is employed;

(i) a Registered Nurse claiming entitlement to a qualification allowance mustprovide to
the Employer evidence of that Registered Nurse holding the qualification for which
the entitlement is claimed;

(iv) for the avoidance of doubt, a qualification allowance cannot be claimed by a
Registered Nurse in respect of that Employee's base qualification leading to
registration as a Registered Nurse, with the exception of:

(A) adouble degree;
(B) afour year degree;
(C) an honours degree;
(D) a Masters degree;
(E) aDoctorate.

Certificates obtained from training or education facilities shall be recognised provided that
the programmes are equivalent to a University/TAFE certificate and the training/education
facility verifies that in writing.

A Registered Nurse who holds a Post Basic Hospital Certificate or Graduate Certificate
(or equivalent) shall be paid, in addition to their salary, Appendix 1 - Allowance Rates per
week.

A Registered Nurse who holds a Post-Graduate Diploma or a Degree (or equivalent) (other
than a nursing undergraduate degree), or a double degree or honours degree, shall be
paid, in addition to her or his salary, Appendix 1 - Allowance Rates per week.

A Registered Nurse who holds a Masters (including a Masters degree completed prior to,
or that leads to registration), shall be paid, in addition to their salary, Appendix 1 -
Allowance Rates per week.

A Registered Nurse who holds a Doctorate shall be paid, in addition to their salary,
Appendix 1 - Allowance Rates per week.

An Employee shall only become entitled to a qualification allowance from the
commencement of the fortnightly pay period following provision of required evidence to
the Employer. Qualification allowances will not be back paid.

The qualification allowances are paid on ordinary hours worked by full time Employees
and eligible part time Employees.
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0] The above allowances are to be paid during all periods of paid leave except personal leave
beyond 21 days and long service leave.

PCW Medication Awareness and Assistance Allowance

(&) PCWs, specifically direct care employees classified and paid as a Level 3 (Qualified)
employee or an eligible Level 5 (Specialist) in accordance with subclause (b), who are
required by the Employer to fulfil the requirements of the 'medication roster' on an allocated
shift - whereby they undertake medication assistance to all their allocated residents, will
be paid an allowance of $1.00 per hour for all hours worked on that shift. The employee
able to assume the responsibility of this role must have and must maintain their
medication competency at all times in accordance with the Employer's policy, as amended
from time to time.

(b)  An eligible Level 5 (Specialist) is a PCW classified as a Level 5 (Specialist) on or before
the date this Agreement came into operation.

Tool Allowance (Chefs and Cooks only)

(&) The tool allowance prescribed at Appendix 1 per week for the supply and maintenance of
tools will be paid to chefs and cooks who are not provided with all necessary tools by the
Employer.

Vehicle Allowance

An employee required and authorised to use their own motor vehicle in the course of their
duties will be paid an allowance set out at Appendix 1 per kilometre.

PROVISION OF NURSING SERVICES

The Employer will make every practical effort to ensure that an additional Registered Nurse is
employed to work on each shift.

Where the Employer follows the ‘practical efforts’, they shall not be in breach of this provision.
Where the Employer is unable to comply with this provision, an Enrolled Nurse shall be appointed
to that shift and the provisions of Clause 28.3 - In Charge of Facility Allowance (Enrolled Nurse
only) shall apply. During such a shift a Registered Nurse must be rostered on call and readily
available to assist the Enrolled Nurse.

In-Charge of Facility Allowance (Enrolled Nurses only)

(@) Where a Registered Nurse is not available and all efforts to comply with this clause have
been exhausted an Authorised Enrolled Nurse must be appointed in-charge of the facility.
For the avoidance of doubt, whether appointed or not, where one Authorised Enrolled
Nurse is responsible for the facility the affected Authorised Enrolled Nurse shall be entitled
to an in-charge allowance as set out in Appendix 1 in addition to all other allowances. The
allowance will be adjusted in line with wage increases. A Registered Nurse will be on call
at all times when an Authorised Enrolled Nurse is in charge of the facility.
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29.5
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ANNUAL LEAVE

Employees’ entitlement to leave

All full-time Care Employees (Registered Nurses, Enrolled Nurses, PCWs, Leisure & Lifestyle
Employees) shall be entitled to five (5) weeks annual leave for each year of service with the
Employer (pro rata for part-time Employees).

All full-time non-Care Employees (kitchen, laundry, cleaning, administration, gardening and
maintenance but not Leisure & Lifestyle Employees) shall be entitled to four (4) weeks annual
leave in respect of each 12 months service with the Employer (pro rata for part-time Employees).

Despite the above, all full-time non-Care Employees (being Employees employed by the
Employer at 23 January 2015 falling within the Support Services (Aged Care Employees)
Classification Stream set out in Appendix 2 to this Agreement and excluding Leisure & Lifestyle
Employees) who were entitled to five (5) weeks annual leave for each year of service with the
Employer (pro rata for part-time Employees), will retain that entitlement.

Annual leave shall accrue progressively during each year of service with such accrual based on
the actual ordinary hours of work.

Additional annual leave for shift workers

For the purposes of the NES and this clause, a full time or part time Employee employed as a
shift worker (as defined herein) is entitled to annual leave as follows:

Category Shift Worker Definition Entitlement (for each year of
service with the Employer)

Registered Nurses | An Employee who is required to work and 6 weeks
worked ordinary hours on sixteen (16)
separate weekends

Enrolled Nurses An Employee who is rostered to work| 6 weeks
ordinary hours on 10 or more weekends for,
four hours or more and/or who is regularly
rostered to work outside the hours of a day
worker during weekdays.

PCWs, Leisure & | An Employee who is regularly rostered to 6 weeks
Lifestyle work their ordinary hours outside the

Employees (Care | ordinary hours of work of a Day Worker

Employees) (as defined at clause 19(a)) and/or an

Employee who works more than four
ordinary hours on 10 or more weekends
(being work in ordinary time on a Saturday
and/or Sunday in any one calendar week)

IAged Care An Employee who is regularly rostered to 5 weeks
Employees work their ordinary hours outside the
ordinary hours of work of a Day Worker
(as defined at clause 15(a)) and/or an




(excluding Care Employee who works more than four
Employees) ordinary hours on 10 or more weekends

(being work in ordinary time on a Saturday
and/or Sunday in any one calendar week)

29.7 Public holidays occurring during annual leave

If the period during which an Employee takes paid annual leave includes a day or part-day that
is a public holiday in the place where the Employee is based for work purposes, the Employee
is taken not to be on paid annual leave on that public holiday.

29.8  Accruing and Taking of leave

(@)

(b)

(©)

Annual leave accrues and is credited in accordance with the Act according to an
Employee’s ordinary hours of work. Annual leave is cumulative.

Subject to clause 29.9 — Direction to take leave, annual leave will be taken at a time agreed
between the Employer and Employee. The Employer will use its best endeavours to
accommodate the Employee’s request to take annual leave on particular dates. However,
this is subject to the business requirements of the Employer. Requests will not be
unreasonably refused by the Employer.

Unless otherwise agreed between the Employer and Employee, the Employee must
provide to the Employer at least four weeks’ notice prior to the time the Employee wishes
to commence annual leave.

29.9 Direction to Take Leave

(@)

(b)

()

Notwithstanding the provisions of subclause 29.8, the Employer may direct an Employee
to take a period of annual leave in accordance with this subclause. Where an Employee
has accrued more than 10 weeks paid annual leave, (12 weeks in the case of shift workers
as defined in this clause) such Employee has accrued excessive annual leave (Excessive
Leave).

Prior to the Employer issuing a direction for an Employee to take a period of annual leave
in accordance with subclause (a), where an Employee has accrued Excessive Leave, the
Employer will engage in discussions with the Employee to schedule leave within an agreed
upon time.

If an agreement cannot be reached in accordance with subclause (b), the Employer may
require the Employee to take such leave at a time directed by the Employer. The direction
to take such leave will be provided by the Employer to the Employee in writing, provided
that any such direction by the Employer for an Employee to take a period of annual leave
must:

0] not occur until the Employer has afforded the Employee a reasonable opportunity to
submit a leave plan to reduce their annual leave balance. The Employer will not
unreasonably refuse to agree to a leave reduction plan;

(i)  relate to a minimum period of leave of one week;
(i)  provide at least 8 weeks’ notice; and

(iv) ensure the Employee maintains at least 4 weeks’ annual leave.

29.10 Rate of Pay and Leave Loading

(@)

Employees will be paid their Ordinary Rate during a period of annual leave.



(i)

(ii)

In addition to their Ordinary Rate, an Employee, other than a shift worker, will be
paid an annual leave loading of 17.5% of their Ordinary Pay on a maximum of 152
hours/four weeks annual leave per annum.

Shift workers, in addition to their Ordinary Pay, will be paid the higher of:
(A) 17.5% of their Ordinary Pay; or

(B) the weekend and shift penalties the Employee would have received had they
not been on leave during the relevant period.

(b) For clarity, an Employee who is paid the 17,5% loading on annual leave is paid this leave
loading in compensation for being unable to work overtime while on annual leave.

29.11 Personal Leave Whilst on Annual Leave

(&8 Where an Employee becomes sick whilst on annual leave on a day on which she/he would
otherwise have worked and forwards to the Employer as soon as reasonably practicable
a certificate from a registered health practitioner then the number of hours or days
specified in the certificate shall be deducted from any personal leave entitlement standing
to the Employee’s credit, and shall be re-credited to her/his annual leave entitlement. Re-
credited annual leave shall not attract previously paid leave loading.

29.12 Payment for Annual Leave on Termination of Employment

(@ Annual leave loading is payable on all accrued annual leave paid to an Employee on
termination of the Employee’s employment.

29.13 Cashing out of Annual Leave

(&8 An Employee may cash out a period of annual leave provided that:

(i)

(ii)

(iii)

subject to clause (ii), the Employee has taken paid annual leave of no less than two
weeks during the 12 months immediately preceding the Employee’s request to cash
out a period of annual leave;

(A) the Employee and the Employer agree in writing to cash out the period of
annual leave;

(B) after cashing out the period of annual leave the Employee has a balance of
no less than four weeks’ of annual leave remaining

If the Employee has not taken at least two weeks of annual leave during the 12
months immediately preceding the Employee’s request to cash out a period of
annual leave, then the Employer may only agree to cash out annual leave if the
Employee agrees that within three months of the cashing out event, the Employee
will take the required amount of annual leave to ensure that the Employee has taken
at least two weeks annual leave. This is subject to the requirement under clause
(a)(iii) that the Employee maintains an annual leave balance of at least four weeks
after the cashing out event.

If an Employee cashes out annual leave in accordance with clause 29.13, the
Employee will receive the amount of pay he/she would have received had the
Employee taken the period of annual leave cashed out.
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LONG SERVICE LEAVE

Entitlement

(@)

(b)

(©)

All Employees, including casual Employees, shall be entitled to long service leave as
hereinafter provided, except for casual Registered Nurses who will be entitled to long
service leave in accordance with the Long Service Leave Act 2018 (Vic).

An Employee will be entitled to long service leave with pay, in respect of continuous
service with the Employer, as defined in clause 30.2.

An Employee in respect of service shall accrue long service leave in accordance with the
following:

(i)

(ii)

(i)

(iv)

on the completion by the Employee of fifteen years’ continuous service — six months’
long service leave, and thereafter an additional two months’ long service leave on
the completion of each additional five years’ service;

in addition, in the case of an Employee who has completed more than fifteen years’
service and whose employment is terminated otherwise than by the death of the
Employee, an amount of long service leave equal to one thirtieth of the period of
their service since the last accrual of entitlement to long service leave under this
clause;

in the case of an Employee who has completed at least ten years’ service, but less
than fifteen years’ service, such amount of long service leave as equals one thirtieth
of the period of service.

In the case of an Employee who has completed at least seven years’ service but
less than fifteen years’ service, the Employee may take pro rata long service leave.

Service entitling to Leave

(@)

(b)

For the purposes of this clause, service shall be deemed to be continuous notwithstanding:

(i)

(i)
(iif)
(iv)
(v)
(vi)

(Vi)
(viii)
(ix)

Paid Annual Leave;

Paid Parental Leave;

Long Service Leave;

Paid Personal/Carer’s Leave or Emergency Leave;

periods of Unpaid Personal/Carer’s Leave (up to 14 days per year);

periods of absence during which an Employee is in receipt of workers compensation
payments or Accident Pay Allowance payment is made (see clause 24);

Paid Professional Development or Study Leave;
Community Service Leave; and

any period of leave approved by the Employer which is agreed to accrue Long
Service Leave (e.g. close-down).

The following periods do not count as part of the Employee’s period of service with the
Employer:

(i)
(ii)

during periods of unpaid leave or absences, including:

unpaid Parental Leave;
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30.4

(c)

(d)

(i)  periods of Leave Without Pay;
(iv) absences arising directly or indirectly from an industrial dispute;

(v) approved periods of unpaid Study Leave where the course relates to the Employee’s
role and the period of leave is approved by the Employer;

(vi) a period of absence serving as a break between positions at two Regis facilities
(provided the break is not greater than 13 weeks).

However, these periods of authorised unpaid leave do not break the Employee’s Continuous
Service.

Payment
0] For the purposes of this clause the following definitions apply:

(A) ‘Pay’ in this clause means remuneration for an Employee’s normal weekly
hours of work calculated at the Employee’s Ordinary Rate at the time the leave
is taken or (if the Employee dies before the completion of leave so taken) as
at the time of their death; and shall include the amount of any increase to the
Ordinary Rate which occurred during the period of leave as from the date such
increase.

(B) Month shall mean a calendar month.

Payment for Long Service Leave will be made in the normal payroll cycles but can be paid
in advance if requested in writing by the Employee.

Accessing Long Service Leave payments on Termination or death of the Employee

(@)

(b)

Where the employment ends for any cause and the Employee has achieved seven (7)
years of continuous service with the Employer, payment in lieu of the Long Service Leave
entitlements not taken will be made;

In the event of the death of an Employee who has achieved seven (7) years or more of
continuous service, the Employer will make any pro-rata payment owing for Long Service
Leave to the Employee’s personal representative.

Taking Long Service Leave

(@)

(b)

()

(d)

(e)

Employees should apply in writing to take Long Service Leave as per Regis policies and
procedures.

Unless otherwise agreed, for periods of absence on Long Service Leave of 4 weeks or
less, the Employee should provide a minimum of 4 weeks’ notice. For periods of absence
on Long Service Leave of more than 4 weeks, the Employee should provide a minimum
of 8 weeks’ notice.

The Employer may request increased notice in cases where replacement staff are
required.

The employer will be reasonable in responding to the request within 28 days and will
consider the individual's personal needs and commitments and the needs of the business.

Long Service Leave can be taken as one continuous period, or two or three separate
periods greater than one week, up to any accrued entitlement. The Employer agrees that
it will not unreasonably refuse a request for regular use of Long Service Leave over a
sustained period as part of a transition to retirement plan that includes a combination of
reduced working hours and paid leave.



30.5

31

311

31.2

31.3
31.4
315

31.6

()  The Employee and the Employer will cooperate in coordinating leave periods which suit
the individual’s personal needs and commitments and the needs of the business.

Additional Long Service Leave

(a8 Employees may be entitled to take additional Long Service Leave on reduced pay by
agreement with the Employer. Any amounts of Long Service Leave may be taken at 50%
of an Employee’s normal pay rate, thereby doubling the period of paid leave which can be
taken. For example an Employee who is eligible to 13 weeks paid Long Service Leave can
take 26 weeks paid Long Service Leave at half pay.

(b) Applications for additional Long Service Leave will be made in writing by the Employee
and the Employer will consider the individual’s personal needs and commitments and the
needs of the business.

(c) The parties recommend that Employees seek independent advice regarding the taxation
implications of seeking payment under this sub-clause. The Employer shall not be held
responsible in any way for the cost or outcome of any such advice.

PERSONAL LEAVE

Entitlement

(& An Employee, other than a casual Employee, is entitled to paid personal/carer’s leave.
The entitlement is as follows:

0] 10 days each per year in the first three years of service;

(i) 12 days per year in the fourth and fifth year of service;

(i) 14 days per year in the sixth year of service; and

(iv) 15 days per year in the seventh year of service, or thereafter.
Accrual of personal leave

For each year of service, an Employee is entitled to paid personal/carer’s leave in accordance
with 31.1(a), accrued progressively during the year of service according to the Employee’s
ordinary hours of work. The entitlement is pro-rata for part time Employees;

Unused paid personal/carer’s leave accumulates from year to year;
Paid personal/carer’s leave is paid at the Ordinary Rate.

An Employee, including a casual Employee, is entitled to up to 2 days of unpaid carer’s leave
per permissible occasion:

(&8 when a member of the Employee's immediate family, or a member of the Employee's
household, requires care or support because of:

0] a personal illness or injury affecting the member; or
(i)  an unexpected emergency affecting the member.
(b) if the leave is taken to provide care or support as referred to in sub-clause 31.5(a)(i);

(c) as a single continuous period of up to 2 days or any separate periods to which the
Employee and the Employer agree.

Notification and Evidence

(&8 Where an Employee is unfit to attend for work by reason of personal injury or iliness (or is
absent by reason of carer’s leave in accordance with clause 31.5), the Employee must



(b)

(©)

notify the Employer at least two hours prior to the Employee’s normal starting time on the
day of absence or, where this is not possible, as soon as practicable thereafter (which may
be a time after the commencement of personal leave). An Employee must also advise the
period or, expected period, of the absence.

Where the Employee has given notice of the taking of personal/carer’s leave under this
clause, the Employee is required to provide evidence in the form of a medical certificate
from a registered Health Practitioner of the absence where the absence:

0] is 2 or more consecutive days;

(i)  abuts a public holiday, annual leave or a period of two consecutive rostered days
off.

Subject to compliance with (b):

0] the first three single days of personal/carer’'s leave in any 12-month period of
employment do not require provision of evidence to the Employer;

(i)  the fourth and any subsequent days or personal/carer’s leave, in any 12-month
period of employment require evidence in the form of a medical certificate from a
registered Health Practitioner or statutory declaration.

(i)  Non-provision of any necessary evidence will result in the day being an unpaid
personal/carer’'s leave day as well as representing non-compliance with this
requirement.

31.7 Pooled Emergency Leave Fund

(@)

(b)

()

(d)

(e)

All permanent Employees employed by the Employer from the date this Agreement comes
into operation will be entitled to access a pooled Emergency, Family Violence and Serious
lliness/Injury Leave Fund (Fund) of 5000 hours per year.

The Fund will provide paid leave to successful applicants where they have exhausted (or
are likely to exhaust) their accrued personal leave due to an emergency or serious illness
or injury to either themselves or a member of their immediate family as defined in clause
3.

To be eligible to draw on the Fund, an injury or illness which requires leave of in excess of
10 working days must be supported by a detailed medical certificate defining the nature of
the injury or illness. The Employer (at their expense) has the right to request an
independent medical certificate as to the authenticity of the incapacity to work. The Fund
is not available for any injury or illness that is the subject of a Work Cover claim or
entitlement.

Each Facility Manager must provide an Employee who they know may fit the criteria for
access to the Fund with information about the Fund.

Where an Employee wishes to access the Fund, a written application must be made
directly to the General Manager People and Culture via the Employee’s Facility Manager
and must be accompanied by evidence that is reasonable in the circumstances. The
criteria and process for access to the Fund will be developed by agreement between the
parties but will include: - a significant, serious or life-threatening illness or disease; and/or;

0] an operation, accident or injury that requires an extended recovery period and/or
(i)  aninjury or illness which requires leave of 10 or more working days.

(iiiy  experiencing violence or abuse in their personal life (as per clause 32)
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()] The Fund will be capped at 5000 hours per annum. The usual maximum period of
additional leave provided by the Fund to an Employee will be 8 weeks in any year (provided
that in exceptional circumstances and upon a separate written application, Regis may
extend the leave provided based on the circumstances of the case). The 5000 hours in
the Fund will be replenished (or such higher number of hours as may be agreed) on the
anniversary of the commencement of this Agreement.

(@) The pool may be reviewed annually by the Employer, ANMF and HWU to consider the
operation of the Fund. Any dispute over a decision may be referred by an Employee for
reconsideration under the Dispute Resolution Procedure of this Agreement.

FAMILY AND DOMESTIC VIOLENCE LEAVE

This clause applies to all Employees, including casuals.

For the purpose of this clause, family and domestic violence is defined at clause 3 and ‘full rate
of pay’ has the meaning set out in the Act.

Entitlement to leave

32.3.1 An Employee is entitled to 20 days’ paid leave to deal with family and domestic violence,
as follows:

(a) for Full and Part-time Employees, the leave is paid at the Employee’s full rate of
pay, calculated on what the Employee would have received had they worked the
period rather than taken the leave;

(b) for a Casual Employee, the leave is paid at the Employee’s full rate of pay,
calculated on what the Employee would have received had they worked the hours
in the period for which they had been rostered. For clarity, a Casual Employee:

(i) is taken to have been rostered to work hours in a period if the Employee
has accepted an offer by the Employer of work for those hours;

(i) may take a period of family and domestic violence leave in accordance with
clause 32.3 that does not include hours for which the Employee is rostered
to work, however such leave will be unpaid.

(c) the leave is available in full at the start of each 12 month period of the Employee’s
employment; and

(d) the leave does not accumulate from year to year;

32.3.2 A period of leave to deal with family and domestic violence may be less than a day by
agreement between the Employee and the Employer.

32.3.3 The Employer and Employee may agree that the Employee may take additional unpaid
leave to deal with family and domestic violence.

Taking leave to deal with family and domestic violence
32.4.1 An Employee may take leave to deal with family and domestic violence if:
(@) the Employee is experiencing family and domestic violence; and

(b) the Employee needs to do something to deal with the impact of the family and
domestic violence; and

(c) it is impractical for the Employee to do that thing outside their work hours.
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32.6

32.7

32.8

(d) The reasons for which an Employee may take leave include arranging for the
safety of the employee or a close relative (including relocation), attending court
hearings, accessing police services, attending counselling and attending
appointments with medical, financial or legal professionals.

Service and continuity
32.5.1 The time an Employee is on leave to deal with family and domestic violence, which is:
(@ paid leave — does count as service for all purposes

(b) unpaid leave - does not count as service but does not break the Employee’s
continuity of service

Notice and evidence requirements
32.6.1 Notice

(@) An Employee must give the Employer notice of the taking of leave by the
Employee under this clause. The notice:

(i) must be given to the Employer as soon as practicable (which may be a time
after the leave has started); and

(i) must advise the Employer of the period, or expected period, of the leave.
Evidence

32.7.1 An Employee who has given the Employer notice of the taking of leave under this clause
must, if required by the Employer, give the Employer evidence that would satisfy a
reasonable person that the leave is taken for the purpose specified in clause 32.2.

32.7.2 Depending on the circumstances such evidence may include a document issued by the
police service, a court or a family violence support service, or a statutory declaration.

Confidentiality

32.8.1 Employers must take steps to ensure information concerning any notice an Employee
has given, or evidence an Employee has provided under clause 32.7, is treated
confidentially, as far as it is reasonably practicable to do so.

32.8.2 Nothing in clause 32.8.1 prevents the Employer from disclosing information provided by
an Employee if the disclosure is required by an Australian law or is necessary to protect
the life, health or safety of the Employee or another person.

Note: Information concerning an Employee’s experience of family and domestic violence is sensitive
and if mishandled can have adverse consequences for the Employee. The Employer may consult with
such Employees regarding the handling of this information.

32.9

33

33.1

Compliance

An Employee is not entitled to take leave under clause 32 unless the Employee complies with
clause 32.

COMPASSIONATE LEAVE
Employees are entitled to up to three days compassionate leave (whether taken together or
separately) for each occasion when:

33.1.1 a member of the Employee’s Immediate Family or a member of the Employee’s
household:
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€)) contracts or develops a personal iliness that poses a serious threat to his or her
life; or

(b) sustains a personal injury that poses a serious threat to his or her life; or
(c) dies.

33.1.2 A child is stillborn, where the child would have been a member of the Employee’s
immediate family, or a member of the Employee’s household, if the child had been born
alive.

33.1.3 the Employee, or the Employee’s spouse or de facto partner, has a miscarriage.

In circumstances where the Employee is involved in funeral arrangements, or excessive travel,
the Employer can exercise discretion to allow extra days compassionate leave. The exercise of
such discretion will be exercised in a reasonable manner.

Where an Employee who has given notice to the Employer of taking compassionate leave under
this clause, the Employer may require reasonable evidence of such, including a medical
certificate stating that the condition is life threatening or satisfactory evidence of a death.

Permanent Employees are entitled to be paid for compassionate leave taken under clause 33.1
at the Ordinary Rate. For Casual Employees the entitlement to compassionate leave is unpaid
leave.

An Employee may make application for additional unpaid compassionate leave.

PUBLIC HOLIDAYS

Public holidays for the purposes of this clause are a day declared under the Public Holidays Act
1993 (the PH Act) to be observed generally within the State, or a region of Victoria, as a public
holiday by people who work in that State or region (Declared Public Holidays). The Declared
Public Holidays under the PH Act are:

(@ 1 January (New Year's Day);

(b) the Monday after 1 January (New Year's Day) when New Year's Day is a Saturday or
Sunday;

(c) 26 January (Australia Day) or the Monday after Australia Day when Australia Day is a
Saturday or Sunday

(d) the second Monday in March (Labour Day);
(e) Good Friday;

(f)  the Saturday before Easter Sunday;

(g) Easter Sunday;

(h) Easter Monday;

0] 25 April (ANZAC Day);

() the second Monday in June (the day on which the anniversary of the birthday of the
Sovereign is observed);

(k) the Friday before the Australian Football League Grand Final;

() the first Tuesday in November (Melbourne Cup Day) or some other substitute day as
determined for a particular locality in accordance with section 8A of the PH Act

(m) 25 December (Christmas Day);
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(n)

(0)

0] the Monday after Christmas Day when Christmas Day is a Saturday or the Tuesday
after Christmas Day when Christmas Day is a Sunday;

26 December (Boxing Day);

0] the Monday after 26 December (Boxing Day) when Boxing Day is a Saturday or the
Tuesday after Boxing Day when Boxing Day is a Sunday; and

any other day, or part-day, declared or prescribed by or under the PH Act to be observed
generally within the State or Territory, or a region of the State or Territory, as a public
holiday, other than a day or part-day, or a kind of day or part-day, set out at 34.1.

An Employee is entitled to be absent from his or her employment on a day or part day that is a
Declared Public Holiday in the place where the Employee is based for work purposes. However,
the Employer may reasonably request an Employee work a Declared Public Holiday.

Substituted Public Holidays under the PH Act

(@)

(b)
(©)

If Australia Day (Actual Day) falls on a Saturday or Sunday, the following Monday will be
observed as a holiday instead (Substituted Day).

Applicability of penalty rates for some public holidays falling on weekends

When Australia Day (Actual Day) is a Saturday or a Sunday, and a Substituted Day is
determined under the PH Act:

0] Weekend Workers (an Employee who works their ordinary hours on a Saturday or
Sunday) and casual Employees shall receive penalty payments pursuant to 34.6 for
time worked on the Actual Day, or on the Substituted Day if the Employee does not
work ordinary hours on the Actual Day; and

(i) all other Employees will receive penalty payments for time worked on the
Substituted Day

Public holidays occurring on rostered days off (Full-time Employees only)

(@)

(b)

Any Registered Nurse shall receive a sum equal to a day's ordinary pay for public holidays
that occur on their rostered day off, excepting holidays falling on Saturday or Sunday with
respect to Monday-Friday Employees.

If such a day falls on an Enrolled Nurse or Aged Care Employee’s rostered day off he/she
shall be entitled to one and a half times the payment for her/his ordinary day; or where
there is mutual consent, within four weeks following the date on which such holiday
occurred the Employee may take a day and a half off in lieu or have a day and a half added
to her/his annual leave.

Substituted Public Holidays by agreement

(@)

The Employer and an Employee may agree on the substitution of a day or part-day for a
day or part-day that would otherwise be a Declared Public Holiday per the PH Act.

Payment for a Public Holiday worked

(@)

(b)

Any Registered Nurse, Enrolled Nurse, Personal Care Worker or Leisure & Lifestyle
Employee (who receives a base 5 weeks annual leave in accordance with 29.2) who is
required to be on duty on a public holiday referred to above shall be entitled to be paid at
200% of the Ordinary Rate for the time worked.

A non-care staff Aged Care Employee, (i.e. an Employee receiving only four weeks annual
leave in accordance with clause 29.3 (excluding a casual)) who works on a public holiday
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referred to above shall be entitled to be paid 250% of the Ordinary Rate for the time
worked.

(c) Employees entitled to annual leave in accordance with clause 29.4 and who work on a
public holiday referred to above will be paid 200% of the Ordinary Rate for the time worked.

(d) A casual Employee will be paid the following (in lieu of the casual loading) for time worked
on a public holiday:

Category Penalty rate

Nursing Employees at the rate of 250% of the Ordinary
Rate

Aged Care Employees (including at the rate of 275% of the Ordinary

Personal Care Workers and Leisure Rate

and Lifestyle Employees)

In respect of Easter Saturday, an Enrolled Nurse who ordinarily works Monday to Friday only
and who does not work on Easter Saturday, shall be entitled to one day’s pay in respect of Easter
Saturday or, where there is mutual consent, within four weeks following the day on which such
holiday occurred the Employee may take one day off in lieu or have one day added to his/her
annual leave.

Public holidays occurring during annual leave

If the period during which an Employee takes paid annual leave includes a day or part-day that
is a public holiday in the place where the Employee is based for work purposes, the Employee
is taken not to be on paid annual leave on that public holiday.

Part-time Employees

(&) A part-time Employee who would be ordinarily rostered to work on a day of the week on
which a Declared Public Holiday falls, and who is not required to work on that day, shall
be paid at the Ordinary Rate for the ordinary hours which would otherwise have been
worked on that day.

(b) A part-time Employee who would not ordinarily be rostered to work on a day of the week
on which a Declared Public Holiday falls, and who is not required to work on that day will
not be entitled to any benefit for any such Declared Public Holiday unless he/she is
required to work on the public holiday, subject to the following:

0] In determining whether a part-time Employee who works a variable roster is entitled
to receive public holiday penalty rates for a particular public holiday not worked, the
Employer will determine this by reviewing the roster pattern of the individual over
the preceding six months. If the rosters show that the Employee has worked 50% or
more of the days on which the Declared Public Holiday falls, the Employee shall be
entitled to be paid at the Ordinary Rate for the ordinary hours which would otherwise
have been worked on that day (the Rostered Off Benefit).

(i)  For the purposes of this clause the Rostered Off Benefit shall be calculated by
adding together the hours worked by the Employee on the particular day of the week
on which the Declared Public Holiday falls over the immediately preceding six



35

35.1

35.2

35.3

35.4

35.5

months and averaging those hours in respect of those days worked by the
Employee.

PARENTAL LEAVE

Employees are entitled to unpaid Parental Leave (birth related leave and adoption related leave)
in accordance with the provisions contained in the NES (Eligible Employees).

Primary Parental Leave, Secondary Parental Leave and Stillbirth (arrangements) for Eligible
Employees:

(a) Primary Parental Leave is the unpaid leave set out in the NES associated with:

0] The birth of a child of the Employee or the Employee’s spouse or de facto partner
(Birth Related Leave); or

(i)  The placement of a child with the Employee for adoption (Adoption Leave).
(b) Secondary Parental Leave (arrangements) for Eligible Employees:

0] Secondary Parental Leave is the unpaid leave set out in the NES associated with
an “Employee couple”, where each of the Employees intends to take the unpaid
parental leave, being Birth-Related or Adoption Leave, where one Employee takes
the primary carer leave and the other Employee (being the secondary carer) takes
up to 8 weeks of leave concurrently.

(c) Parental Leave in circumstances of stillbirth is the unpaid leave set out in the NES where
a child is born stillborn and an employee would have been entitled to unpaid parental leave
that is birth-related leave if the child had been born alive.

(d) In addition, the Australian Government’s Paid Parental Scheme (PPS) and Dad and
Partner Pay (DaPP) is in operation and an Employee may be eligible for payment under
the provisions of the Paid Parental Leave Act 2010.

(e) Eligible Employees (excluding casual Employees) are entitled to paid leave and additional
benefits as set out in this clause.

Paid Leave

(@ An Eligible Employee, (excluding casual Employees), taking Primary Parental- Birth
Related or Adoption Leave, Parental Leave in circumstances of stillbirth, or Secondary
Parental (Partner) Leave, is entitled to 12 weeks’ paid leave. The paid leave is payable at
the Employee’s Ordinary Rate

Superannuation during paid parental leave

(@ The Employer will make superannuation contributions, at the minimum rate and in
accordance with Superannuation Law, for the period of the 12 weeks paid leave set out at
clause 35.3.

Additional Parental Leave Arrangements

(@) Birth Related Leave may commence up to 6 weeks prior to the expected date of birth of
the child. It is not compulsory for an Employee to take this period off work. However, if an
Employee decides to work within 6 weeks before the birth, the Employer may ask the
Employee to provide a medical certificate certifying matters pertaining to their fithess for
work in accordance with the arrangements set out at s.73 and s.74 of the Fair Work Act.

(b)  An Eligible Employee may, in conjunction with periods of paid Primary Carer’'s Leave
access any annual leave or long service leave entitlements which they have accrued —
subject to the total amount of leave not exceeding 24 months.
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(c) Unpaid special parental leave is provided for in accordance with the NES.

PAID EMERGENCY SERVICES LEAVE

An Employee who is a member of a recognised voluntary emergency management activity (such
as the Country Fire Authority, Red Cross, St John Ambulance and the State Emergency Service)
is entitled to be released from duty to engage in a voluntary emergency management activity in
accordance with the provisions of the Act, subject to the Employee providing to the Employer:

(a) prior notice of such attendance (unless this is not practicable due to the nature of the
emergency); and

(b) evidence that would satisfy a reasonable person that the Employee has been or will be
engaging in an eligible emergency management activity.

Payment for such attendance shall be restricted to a maximum of five shifts per annum (non-
cumulative), at the Employee’s ordinary rate of pay. Causal Employees shall not be entitled to
payment under this sub-clause, but shall still have the right to be absent from work subject to
complying with the notice requirements under sub-clause 36.1(a).

BLOOD DONORS LEAVE

An Employer will release full-time Employees upon request on a maximum of two occasions per
year to donate blood in paid time at a nominated time where a mobile collection unit or donor
collection centre is located within 5 kilometres of the Facility at which the Employee primarily
works.

PROFESSIONAL DEVELOPMENT LEAVE

Full time Employees will be entitled to take up to six days’ paid professional development leave
(whether for conferences, study or examination purposes relevant to their work) per annum, paid
at the Employee’s ordinary rate of pay. The equivalent pro rata entitlement is available for part
time Employees for the purposes of continuing their education in the aged care field.

The entitlement to paid professional development leave under this clause is subject to approval
by the relevant manager based on work requirements and is a non-accumulative entitlement.
The Employer shall not unreasonably withhold approval for such leave.

EDUCATION AND TRAINING
Where the Employer has implemented or is participating in a no lift training program all
Employees must attend the required training.

All Employees have a responsibility to maintain and upgrade their skills commensurate with the
requirements of their position and the Employer’s policy on mandatory training.

All mandatory training (which includes required e-learning) must be undertaken by Employees
at a time, or times, authorised by the Employer.

Attendance at mandatory training will be paid at the Ordinary Rate, subject to the following:

(&) Where such training is undertaken during the course of the Employee’s ordinary rostered
shift (Ordinary Shift) — the Employee will be paid, in addition to the Ordinary Rate, any
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40.1

40.2

40.3

40.4
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applicable shift or weekend penalty rate (or casual loading in the case of a casual
Employee) that is payable on the Ordinary Shift;

(b) Where operationally practicable, e-learning will be rostered/undertaken during the
Employee’s Ordinary Shift.

(c) For training completed outside of the Employee’s ordinary rostered hours - the Employee
will be paid a minimum period of 1 hour. In addition to the Ordinary Rate, the Employee
will be paid any shift or weekend penalty rate (or casual loading in the case of a casual
Employee) that would be applicable to ordinary hours for such attendance;

0] In the case of an Aged Care Employee, where mandatory training is undertaken
outside of the Employee’s rostered ordinary hours

(A) the first 15 hours per year of such training will be paid in accordance with (c);

(B) any remaining training beyond 15 hours per year will be paid at the applicable
overtime penalty rate.

Attendance at any training course other than those referred to above may be supported by the
Employer in accordance with specific policy initiatives.

JURY SERVICE

An Employee, required to attend for jury service during their ordinary working hours shall be
reimbursed by the Employer an amount equal to the difference between the amount paid in
respect of their attendance for such jury service and the ordinary pay the Employee would have
been paid if the Employee was not absent on jury service.

Alternatively, by agreement, fees (other than meal allowance) received by the Employee to
attend jury service will be paid to the Employer and the Employer will continue to pay the
Employee their ordinary pay for the time the Employee was absent on jury service.

Employees shall notify their Employer as soon as practicable of the date upon which they are
required to attend for jury service and shall provide their Employer with proof of such attendance,
the duration of such attendance and the amount received in respect thereof.

If the Employee is not required to serve on a jury for a day or part of a day after attending for jury
service and the Employee would ordinarily be working for all or part of the remaining day, the
Employee must, if practicable, present for work at the earliest reasonable opportunity. For the
avoidance of doubt, an Employee is entitled to reasonable rest time immediately following jury
service

‘Ordinary pay’ means the Ordinary Rate that an Employee would normally expect to receive for
working ordinary hours on an ordinary day of the week.

CEREMONIAL LEAVE

An Employee who is required by Aboriginal or Torres Strait Islander tradition to be absent from
work for Aboriginal or Torres Strait Islander ceremonial purposes will be entitled to up to 10
working days unpaid leave in any one year, with the approval of the Employer.
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42.1

42.2

42.3

42.4

42.5

42.6

42.7

42.8
42.9

42.10

42.11

TERMINATION OF EMPLOYMENT
The Employer may terminate a Permanent Employee’s employment by giving four (4) weeks’
notice.

In addition to the notice in clause 42.1, Employees 45 years old or over who have completed at
least 2 years’ continuous service with the Employer shall be entitled to an additional week’s
notice.

Rather than requiring an Employee to work out the entire notice period, the Employer may:
(@8 make a payment in lieu of the entire notice period; or

(b)  require the Employee to work out only part of the notice period and then pay the Employee
in lieu of notice for the remainder of the notice period.

In calculating any payment in lieu of notice an Employee will be paid at least the total of the
amounts the Employer would have been liable to pay the Employee if the Employee’s
employment had continued until the end of the required notice period. The total must be worked
out on the basis of:

(@ the ordinary working hours to be worked by the Employee; and

(b) the amounts payable to the Employee for the hours including for example allowances,
loadings and penalties; and

(c) any other amounts payable under the Employee’s employment contract.

The amount of notice of termination required to be given by a Permanent Employee is the same
as that required by the Employer.

If an Employee fails to give notice of termination (or the requisite period of notice of termination)
the Employer shall have the right to withhold moneys due to the Employee on termination up to
a maximum of one week’s full pay for the period of notice not given by the Employee.

Annual leave shall not be deemed to form any part of this notice period for the purpose of this
provision.

In the case of casual Employees the notice period is one hour for the Employer and Employee.
The period of notice in this clause does not apply:

(&) inthe case of dismissal for serious misconduct;

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

(c) totrainees whose employment under a traineeship agreement or an approved traineeship
is for a specified period or is, for any other reason, limited to the duration of the agreement;
or

(d) to casual Employees.

For the purposes of this clause, continuity of service shall be calculated in accordance with the
Act.

Time off work during notice period

Where an Employer has given notice of termination to an Employee, an Employee shall be
allowed up to one day’s time off without loss of pay for the purpose of seeking other employment.
The time off shall be taken at times that are convenient to the Employee after consultation with
the Employer.
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43.1

43.2

43.3

43.4

REDUNDANCY

Definitions

(@) Business includes trade, process, business or occupation and includes part of any such
business.

(b) Redundancy occurs where the Employer has made a definite decision that the Employer
no longer wishes the job the Employee has been doing done by anyone and that decision
leads to the termination of employment of the Employee, except where this is due to the
ordinary and customary turnover of labour (Redundant has a corresponding meaning).

(c) Week’s pay means the ordinary rate of pay for the Employee concerned calculated
according to their ordinary hours of work. Provided that such rate shall exclude:

® overtime;

(i)  penalty rates;

(i)  disability allowances;

(iv) shift allowances;

(v) bonuses; and

(vi) any other ancillary payments of a like nature.
Transfer to lower paid duties

Where an Employee is transferred to lower paid duties by reason of Redundancy the Employee
must be provided with the same period of notice as the Employee would have been entitled to if
their employment had been terminated. The Employer may at the Employer’s option, make
payment in lieu of notice of an amount equal to the difference between the former ordinary rate
of pay and the new ordinary rate for the number of weeks of notice still owing.

Severance pay

An Employee whose employment is terminated by reason of Redundancy is entitled to the
following amount of severance pay in respect of their period of continuous service with the
Employer:-

Period of continuous service Severance pay
Less than 1 year Nil

1 year and less than 2 years 4 weeks' pay
2 years and less than 3 years 6 weeks' pay
3 years and less than 4 years 7 weeks' pay
4 years and less than 5 years 8 weeks' pay
5 years and less than 6 years 10 weeks' pay
6 years and less than 7 years 11 weeks' pay
7 years and less than 8 years 13 weeks' pay
8 years and less than 9 years 14 weeks' pay
9 years and over 16 weeks' pay

Employee leaving during notice period

(@) An Employee given notice of termination in circumstances of Redundancy may terminate
their employment during the period of notice set out in clause 42.1 (and if applicable 42.2).
In this circumstance the Employee will be entitled to receive the benefits and payments
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they would have received under this clause had they remained with the Employer until the
expiry of the notice, but will not be entitled to payment in lieu of notice.

Alternative employment

(@)

(b)

(©)

Where a position is identified as Redundant and the Employer offers the Employee a
suitable alternative position the Employee is not entitled to any severance pay.

A suitable alternative position is defined as a position that is either similar to the
Employee’s previous role, or a role that the Employee has the skills and ability to undertake
and that is at the same location or within reasonable proximity to their existing workplace.

The Employer will also provide suitable training to assist the Employee in the transition to
an acceptable suitable alternative position.

Time off Period of Notice

(@)

(b)

(©)

During the period of notice of termination given by the Employer an 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.

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, produce proof of attendance at an interview or she/he shall not receive
payment for the time absent.

For the purpose of clause 43.6(b) a statutory declaration will be sufficient.

Employees exempted

This clause does not apply to:

(@)
(b)

()
(d)

(€)
(f)

Employees with less than one year's continuous service with the Employer;

Employees terminated as a consequence of serious misconduct that justifies dismissal
without notice;

probationary Employees;

an Employee (other than an apprentice) to whom a training arrangement applies and
whose employment is for a specified period of time or is, for any reason, limited to the
duration of the training arrangement;

Employees engaged for a specific period of time or for a specified task or tasks; or

casual Employees.

Transfer of business

(@

(b)

(©)

An Employee is not entitled to severance pay in relation to the termination of their
employment by the Employer where:

the Employee is offered and accepts employment with a new employer (new employer)
which recognises the period of service which the Employee had with the Employer to be
service of the Employee with the new employer, and there is a transfer of employment in
relation to the Employee for the purpose of the Act; or

the Employee rejects an offer of employment with the new employer that:

0] is on terms and conditions substantially similar and no less favourable, considered
on an overall basis, than the terms and conditions applicable to the Employee at the
time of ceasing employment with the Employer;
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(i)  recognises the period of service which the Employee had with the Employer to be
service of the Employee with the new employer;

(i)  does not impose or extend any probationary or qualifying period on the Employee
beyond that applying to the Employee immediately prior to the transfer of the
Employee’s employment and this is confirmed in writing to the Employee before
commencing employment with the new Employer; and

(iv) had the Employee accepted the offer of employment, there would have been a
transfer of employment in relation to the Employee for the purposes of the Act.

DISCIPLINARY POLICIES

The Employer may take disciplinary action against an Employee because of the Employee’s
unsatisfactory performance, behaviour, or conduct.

Regis values the principles of procedural fairness and in the conduct of any disciplinary process,

Regis will:

(@) provide the Employee with conduct allegations and/ or performance concerns in writing;

(b) provide the Employee with a reasonable opportunity to respond to the conduct/
performance matters, either in writing and/or verbally (which may include attendance at a
scheduled meeting with Regis);

(c) advise the Employee in writing of the Employee’s right to access a support person or
representative;

(d) provide the Employee with the reason for Regis’ decision to take disciplinary action.

In circumstances of alleged serious misconduct, Regis will:

(@)

(b)

(€)

provide the Employee with a written summary of its findings in regard to the Employee’s
conduct;

notify the Employee in writing that Regis has made a preliminary decision to terminate the
Employee’s employment; and

provide the Employee with a reasonable opportunity to show cause why their employment
should not be terminated,

prior to making a final determination to terminate an Employee’s employment.

Summary dismissal of an Employee may still occur for acts of ‘serious misconduct’ (as defined
in the FW Act).

The clause will not apply until an Employee has completed the minimum employment period
prescribed in Act.
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46

46.1

46.2

46.3

46.4

46.5

46.6

ACCIDENT PAY

Accident pay will be in accordance with Appendix 4.
DELEGATE RIGHTS

This cause provides for the exercise of the rights of workplace delegates set out in section 350C
of the Act.

NOTE: Under section 350C(4) of the Act, the employer is taken to have afforded a workplace
delegate the rights mentioned in section 350C(3) if the employer has complied with this clause.

In this clause :
(&) employer means the employer of the workplace delegate;

(b) delegate’s organisation means the employee organisation in accordance with the rules of
which the workplace delegate was appointed or elected; and

(c) eligible employees means members and persons eligible to be members of the delegate’s
organisation who are employed by the employer in the enterprise.

Before exercising entittements under this clause, a workplace delegate must give
the employer written notice of their appointment or election as a workplace delegate. If
requested, the workplace delegate must provide the employer with evidence that would satisfy
a reasonable person of their appointment or election.

An employee who ceases to be a workplace delegate must give written notice to the employer
within 14 days.

Right of representation

(@) A workplace delegate may represent the industrial interests of eligible employees who
wish to be represented by the workplace delegate in matters including:

0] consultation about major workplace change, subject to and in accordance with the
provisions of clause 10 of this Agreement;

(i)  consultation about changes to rosters or hours of work, subject to and in accordance
with the provisions of clause 10 of this Agreement;

(iii)  resolution of disputes, subject to and in accordance with the provisions of clause 11
of this Agreement;

(iv) disciplinary processes, in accordance with the provisions of clause 44 of this
Agreement;

(v) enterprise bargaining where the workplace delegate has been appointed as a
bargaining representative under section 176 of the Act_or is assisting the delegate’s
organisation with enterprise bargaining; and

(vi) any process or procedure within the enterprise agreement or policy of the employer
under which eligible employees are entitled to be represented and which concerns
their industrial interests.

Entitlement to reasonable communication

(& A workplace delegate may communicate with eligible employees for the purpose of
representing their industrial interests under clause 46.5. This includes discussing
membership of the delegate’s organisation and representation with eligible employees.
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46.7

46.8

(b)

A workplace delegate may communicate with eligible employees during working hours or
work breaks, or before or after work.

Entitlement to reasonable access to the workplace and workplace facilities

(@)

(b)

The employer must provide a workplace delegate with access to or use of the following
workplace facilities:

(i)
(i)
(i)

(iv)
v)

a room or area to hold discussions that is fit for purpose, private and accessible by
the workplace delegate and eligible employees;

a physical or electronic noticeboard;

electronic means of communication ordinarily used in the workplace by the employer
to communicate with eligible employees and by eligible employees to communicate
with each other, including access to Wi-Fi;

a lockable filing cabinet or other secure document storage area; and

office facilities and equipment including printers, scanners and photocopiers.

The employer is not required to provide access to or use of a workplace facility under
clause 46.7 if:

()
(ii)

(i)

the workplace does not have the facility;

due to operational requirements, it is impractical to provide access to or use of the
facility at the time or in the manner it is sought; or

the employer does not have access to the facility at the enterprise and is unable to
obtain access after taking reasonable steps.

Entitlement to reasonable access to training

(@)

The employer must provide a workplace delegate with access to up to 5 days of paid time
during normal working hours for initial training and at least two days each subsequent
year, to attend training related to representation of the industrial interests of eligible
employees, subject to the following conditions:

(i)

(ii)

(i)

(iv)

v)

In each year commencing 1 July, the employer is not required to provide access to
paid time for training to more than one workplace delegate per 50 eligible
employees.

The number of eligible employees will be determined on the day a delegate requests
paid time to attend training, as the number of eligible employees who are:

(A) full-time or part-time employees; or
(B) regular casual employees.

Payment for a day of paid time during normal working hours is payment of the
amount the workplace delegate would have been paid for the hours the workplace
delegate would have been rostered or required to work on that day if the delegate
had not been absent from work to attend the training.

The workplace delegate must give the employer not less than 5 weeks’ notice
(unless the employer and delegate agree to a shorter period of notice) of the dates,
subject matter, the daily start and finish times of the training, and the name of the
training provider.

If requested by the employer, the workplace delegate must provide the employer
with an outline of the training content.



(b)

(vi)

The employer must advise the workplace delegate not less than 2 weeks from the
day on which the training is scheduled to commence, whether the workplace
delegate’s access to paid time during normal working hours to attend the training
has been approved. Such approval must not be unreasonably withheld.

The workplace delegate must, within 7 days after the day on which the training ends,
provide the employer with evidence that would satisfy a reasonable person of their
attendance at the training.

46.9 Exercise of entitlements

(@)

(b)

()

A workplace delegate’s entitlements under this clause are subject to the conditions that
the workplace delegate must, when exercising those entitlements:

(i)
(ii)

(i)
(iv)

comply with their duties and obligations as an employee;

comply with the reasonable policies and procedures of the employer, including
reasonable codes of conduct and requirements in relation to occupational health
and safety and acceptable use of ICT resources;

not hinder, obstruct or prevent the normal performance of work; and

not hinder, obstruct or prevent eligible employees exercising their rights to freedom
of association.

This clause does not require the employer to provide a workplace delegate with access
to electronic means of communication in a way that provides individual contact details for
eligible employees.

This clause does not require an eligible employee to be represented by a workplace
delegate without the employee’s agreement.

NOTE: Under section 350A of the Act, the employer must not:

(i)
(ii)

(iii)

unreasonably fail or refuse to deal with a workplace delegate; or

knowingly or recklessly make a false or misleading representation to a workplace
delegate; or

unreasonably hinder, obstruct or prevent the exercise of the rights of a workplace
delegate under the Act or this clause.
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Appendix 1: Wage Rates and Allowances

Classification

Support Services

Aged Care Level 1
Aged Care Level 2

1st year of exp.
2nd year of exp.
3rd year of exp.
4th year of exp.

5th year of exp.
Aged Care Level 2 (FSA, Cleaner,
Laundry only)

1st year of exp.
2nd year of exp.
3rd year of exp.
4th year of exp.
5th year of exp.
Aged Care Level 3

1st year of exp.
2nd year of exp.
3rd year of exp.
4th year of exp.
5th year of exp.
6th year of exp.
7th year of exp.
Aged Care Level 4

1st year of exp.
2nd year of exp.
3rd year of exp.
4th year of exp.
5th year of exp.
6th year of exp.
Aged Care Level 5

1st year of exp.

2nd year of exp.

Current

25.62

26.63
26.63
26.63
26.63
26.63

27.66
27.66
27.66
27.66
27.66

27.66
27.66
27.66
27.66
27.66
27.66
27.93

27.98
27.98
28.03
28.32
28.60
28.75

28.93
28.93

FFPPOA 1
January 2025

3.5%

26.52

27.56
27.56
27.56
27.56
27.56

28.63
28.63
28.63
28.63
28.63

28.63
28.63
28.63
28.63
28.63
28.63
28.91

28.97
28.97
29.01
29.31
29.60
29.76

29.94
29.94

FFPPOA 1
September
2025

3.5%

27.44

28.53
28.53
28.53
28.53
28.53

29.63
29.63
29.63
29.63
29.63

29.63
29.63
29.63
29.63
29.63
29.63
29.92

29.98
29.98
30.03
30.34
30.64
30.80

30.99
30.99

FFPPOA 1
September 2026

3%

28.27

29.38
29.38
29.38
29.38
29.38

30.52
30.52
30.52
30.52
30.52

30.52
30.52
30.52
30.52
30.52
30.52
30.82

30.88
30.88
30.93
31.25
31.56
31.72

31.92
31.92

Indicative roles
covered

Entry Level only for
Food Services

Assistant, Laundry
Hand and Cleaner.

Gardener (unqualified)
& Maintenance Officer
(unqualified)

Food Service
Assistant, Laundry
Assistant, Cleaner

Receptionist, Cook
unqualified, General
Clerk, Driver (< 3
tonnes) required to
hold SJA FAC

Senior Cook
(qualified), Gardener
(Cert Ill), Senior
Clerk, Driver (>3
tonnes) required to
hold SJA FEC,
Maintenance Officer
(qualified)

Chef (qualified),
Gardener (Cert IV),
Maintenance Officer
(Cert IV or Advanced
Certificate)



3rd year of exp. 28.95 29.96 31.01 31.94

4th year of exp. 29.24 30.26 31.32 32.26

Aged Care Level 6

1st year of exp. 30.49 31.56 32.66 33.64  Office Coordinator

2nd year of exp. 30.49 31.56 32.66 33.64

3rd year of exp. 30.49 31.56 32.66 33.64

4th year of exp. 30.50 31.57 32.67 33.65

5th year of exp. 30.80 31.88 32.99 33.98

6th year of exp. 31.24 32.33 33.47 34.47

Aged Care Level 7

1st year of exp. 31.78 32.89 34.04 35.06

2nd year of exp. 32.09 33.21 34.38 35.41

3rd year of exp. 32.37 33.50 34.68 35.72

4th year of exp. 32.52 33.66 34.84 35.88

Aged Care Level 6 (Senior Food

Service)

1st year of exp. 34.04 35.23 36.46 37.56 Chef Manager

2nd year of exp. 34.04 35.23 36.46 37.56

3rd year of exp. 34.04 35.23 36.46 37.56

4th year of exp. 34.04 35.23 36.46 37.56

5th year of exp. 34.07 35.26 36.50 37.59

6th year of exp. 34.50 35.71 36.96 38.07

Aged Care Level 7 (Senior Food

Service)
Chef Manager (Seek
advice from P&C first

1st year of exp. 35.10 36.33 37.60 38.73  before applying)

2nd year of exp. 35.10 36.33 37.60 38.73

3rd year of exp. 35.10 36.33 37.60 38.73

4th year of exp. 35.10 36.33 37.60 38.73

Leisure and Lifestyle
Lifestyle Officer (Unqualified) (Level

3)

Lifestyle & Leisure
1st year of exp. 30.88 31.96 33.08 34.07 Officer (unqualified)
2nd year of exp. 30.88 31.96 33.08 34.07
3rd year of exp. 30.88 31.96 33.08 34.07
4th year of exp. 30.88 31.96 33.08 34.07
5th year of exp. 30.88 31.96 33.08 34.07
6th year of exp. 30.88 31.96 33.08 34.07
7th year of exp. 30.88 31.96 33.08 34.07

Lifestyle Assistant (Cert Ill) (Level 4)
Lifestyle Assistant

1st year of exp. 32.14 33.28 34.44 35.48 (Cert Il qualified)
2nd year of exp. 32.14 33.28 34.44 35.48

3rd year of exp. 32.14 33.28 34.44 35.48

4th year of exp. 32.21 33.34 34.50 35.54

5th year of exp. 32.50 33.64 34.81 35.86

6th year of exp. 32.65 33.79 34.98 36.02

Lifestyle Assistant (Cert IV) (Level

K Lifestyle Assistant
1st year of exp. 34.19 35.40 36.64 37.74 (Cert IV qualified)
2nd year of exp. 34.19 35.40 36.64 37.74

3rd year of exp. 34.19 35.40 36.64 37.74

4th year of exp. 34.23 35.43 36.67 37.77



Lifestyle Coordinator (Unqualified)

(Level 6)

1st year of exp.
2nd year of exp.
3rd year of exp.
4th year of exp.
5th year of exp.
6th year of exp.

Lifestyle Coordinator (Qualified)

(Level 7)

1st year of exp.
2nd year of exp.
3rd year of exp.
4th year of exp.
PCA/PCW

PCW (Unqualified) (Level 3)

1st year of exp.
2nd year of exp.
3rd year of exp.
4th year of exp.
PCW (Cert lll) (Level 4)

1st year of exp.
2nd year of exp.
3rd year of exp.
4th year of exp.
5th year of exp.
6th year of exp.
PCW (Cert IV) (Level 5)

1st year of exp.
2nd year of exp.
3rd year of exp.

4th year of exp.

Enrolled Nurse
Enrolled Nurse Trainee

Enrolled Nurse

Level 1

Level 2

Level 3

Level 4

Level 5

34.19
34.19
34.19
34.19
34.22
34.65

36.34
36.65
36.94
37.09

30.88
30.88
30.88
30.88

32.14
32.14
32.14
32.21
32.50
32.65

34.19
34.19
34.19
34.23

Current

32.75

37.11

37.33

37.40

37.57

37.85

35.40
35.40
35.40
35.40
35.42
35.86

37.61
37.93
38.23
38.39

31.96
31.96
31.96
31.96

33.28
33.28
33.28
33.34
33.64
33.79

35.40
35.40
35.40
35.43

FFPPOA 1
January 2025

3.5%

33.90

38.41

38.64

38.71

38.88

39.17

36.64
36.64
36.64
36.64
36.66
37.12

38.93
39.26
39.57
39.73

33.08
33.08
33.08
33.08

34.44
34.44
34.44
34.50
34.81
34.98

36.64
36.64
36.64

36.67
FFPPOA 1
September

2025

3.5%

35.08

39.75

39.99

40.06

40.25

40.55

37.74
37.74
37.74
37.74
37.76
38.23

40.10
40.44
40.76
40.92

34.07
34.07
34.07
34.07

35.48
35.48
35.48
35.54
35.86
36.02

37.74
37.74
37.74
37.77

FFPPOA 1
September 2026

3%

36.14

40.95

41.19

41.27

41.45

41.76

Lifestyle & Leisure
Coordinator
(unqualified)

Lifestyle Coordinator
(Cert IV qualified)

Unqualified PCW/PCA
(formerly PCW Level
1)

PCWI/PCA Cert lll
qualified (formerly
PCW Level 2)

PCW/PCA Cert IV
qualified (appointed
position Yrs 2-4 only)
(formerly PCW Level
3)

First year post
registration & 12mths
experience

Second year post
registration & further
12mths experience
Third year post
registration & further
12mths experience
Fourth year post
registration & further
12mths experience
Fifth year post
registration & further
12mths experience



Level 6 38.40
Registered Nurse

Registered Nurse Grade 2

Level 1 38.39
Level 2 40.94
Level 3 41.79
Level 4 42.57
Level 5 47.28
Level 6 48.18
Level 7 48.15
Level 8 48.75

Registered Nurse Grade 4

Level 1 54.85
Level 2 56.45
Level 3 57.00

Registered Nurse Grade 5

13-50 Beds 61.46
51-200 Beds 62.44
201 -400 Beds 64.36

39.74

39.73

42.37

43.25

44.06

48.93

49.87

49.84

50.46

56.77
58.43
59.00

63.61
64.63
66.61

41.14

41.12

43.86

44.77

45.60

50.65

51.61

51.58

52.22

58.76
60.47
61.06

65.84
66.89
68.94

42.37

42.36

45.17

46.11

46.97

52.17

53.16

53.13

53.79

60.52
62.28
62.89

67.81
68.89
71.01

Sixth year post
registration & further
12mths experience

Grad year only. Post
registration - no
experience/less than
12mth experience
Base Rate - First year
post registration ie at
least 12mths
experience

2nd yr post
registration & further
at least 2 yrs
experience

3rd yr post registration
& further at least 3 yrs
experience

4th yr post registration
& further at least 4 yrs
experience

5th yr post registration
& further at least 5 yrs
experience

6th yr post registration
& further at least 6 yrs
experience

7th yr post registration
& further at least 7 yrs
experience

Clinical Care
Coordinator, Clinical
Care Team Leader,
Nurse in Charge
(when GM not there)
or Clinical Manager on
PM, Night, weekends
of less than 61 beds

Clinical Care
Coordinator, Clinical
Care Team Leader,
Nurse in Charge or
Clinical Manager on
PM, Night, weekend
61 beds or more (at
least 4 yrs post
registration
experience)



FFPPOA 1 January FFPPOA 1
2025 September 2025

FFPPOA 1

Current September 2026

Aged Care Allowances

13.25% in addition to the Employee's Ordinary Time Rate of Pay for each hour or part

AM / PM Shift thereof worked (paid in addition to weekend and PH penalties)

22.5% in addition to the Employee's Ordinary Time Rate of Pay for each hour or part
Night Shift thereof worked (paid in addition to weekend and PH penalties)
Change of Roster - Support Services 27.20 28.15 28.99
Change of Roster - Direct Carers 30.36 31.43 32.37
PCW Medication Awareness and Assistance 1.00 1.00 1.00 1.00

Allowance (per hour)

Nauseous Allowance is factored into the above rates

Vehicle Per kilometre 0.71 0.73 0.76 0.78
Tools (Chefs & Cooks) (per week) 12.85 13.30 13.77 14.18
Current FFPPOA 1 January FFPPOA 1 FFPPOA 1
2025 September 2025 September 2026

Registered Nurse Allowances

13.25% in addition to the Employee's Ordinary Time Rate of Pay for each hour or part

AM / PM Shift thereof worked (paid in addition to weekend and PH penalties)
15% in addition to the Employee's Ordinary Time Rate of Pay for each hour or part
Night Shift thereof worked (paid in addition to weekend and PH penalties)
72.49 75.49 78.14 80.48
On Call (5%) per 12-hours or part thereof
Meal Break allowance (Grade 5) 26.25 32.31 33.44 34.45
Change of Roster 37.75 39.07 40.24
Vehicle Per kilometre 112 1.16 1.20 124
Qualifications Allowances
Hospital/Grad Certificate 50.00 51.75 53.56 55.17
Post Grad Dip/Degree 81.20 84.04 86.98 89.59
Masters Degree 93.70 96.98 100.37 103.38
Doctorate 106.20 109.92 113.76 117.18
Current FFPPOA 1 January FFPPOA 1 FFPPOA 1
2025 September 2025 September 2026

Enrolled Nurse Allowances

13.25% in addition to the Employee's Ordinary Time Rate of Pay for each hour or part

AM / PM Shift thereof worked (paid in addition to weekend and PH penalties)
22.5% in addition to the Employee's Ordinary Time Rate of Pay for each hour or part
Night Shift thereof worked (paid in addition to weekend and PH penalties)
In Charge of Facility 43.55 45.07 46.65 48.05
Change of Roster 36.49 37.77 38.90
Vehicle Per kilometre 112 1.16 1.20 1.24
Nauseous Allowance is factored into the above rates
Current FFPPOA 1 January FFPPOA 1 FFPPOA 1
2025 September 2025 September 2026
All Employees
Other Allowances (per occasion)
Meal > 1 hr OT 14.10 14.59 15.10 15.56
Meal > 4 hrs OT 12.71 13.15 13.62 14.02
Uniform (per day) 1.84 1.90 1.97 2.03
Laundry (per day) 0.38 0.39 0.41 0.42



Appendix 2: Aged Care Employee Classifications
AGED CARE EMPLOYEE - GENERAL
Aged care employee—general—level 1

Entry level:

An employee who has less than three months’ work experience in the industry and performs basic
duties. An employee at this level:

» works within established routines, methods and procedures;

* has minimal responsibility, accountability or discretion;

» works under direct or routine supervision, either individually or in a team; and

* requires no previous experience or training.

Indicative tasks performed at this level are:

General and administrative services Food services
General clerk Food services assistant
Laundry hand

Cleaner

Assistant gardener

Aged care employee—general—level 2

An employee at this level:

* is capable of prioritising work within established routines, methods and procedures;
* is responsible for work performed with a limited level of accountability or discretion;
» works under limited supervision, either individually or in a team;

* possesses sound communication skills; and

* requires specific on-the-job training and/or relevant skills training or experience.

Indicative tasks performed at this level are:

General and administrative services

General clerk/Typist (between 3 months’ and less than 1 year’s service)
Gardener (non-trade)

Maintenance/Handyperson (unqualified)

Driver (less than 3 ton)

Aged care employee—general—level 3

An employee at this level:

* is capable of prioritising work within established routines, methods and procedures (non
admin/clerical);

* is responsible for work performed with a medium level of accountability or discretion (non
admin/clerical);

» works under limited supervision, either individually or in a team (non admin/clerical);

* possesses sound communication and/or arithmetic skills (non admin/clerical);

* requires specific on-the-job training and/or relevant skills training or experience (non
admin/clerical); and

* In the case of an admin/clerical employee, undertakes a range of basic clerical functions within
established routines, methods and procedures.

Indicative tasks performed at this level are:




General and administrative services Food services

General clerk/Typist (second and subsequent Cook

years of service) Food services assistant
Receptionist

Pay clerk

Driver (less than 3 ton) who is required to hold
a St John Ambulance first aid certificate
Laundry hand

Cleaner

Aged care employee—general—level 4

An employee at this level:

* is capable of prioritising work within established policies,
guidelines and procedures;

* is responsible for work performed with a medium level of
accountability or discretion;

» works under limited supervision, either individually or in a
team;

* possesses good communication, interpersonal and/or
arithmetic skills; and

* requires specific on-the-job training, may require formal
gualifications and/or relevant skills training or experience.

Indicative tasks performed at this level are:

General and administrative services Food services

Senior clerk Senior cook (trade)
Senior receptionist
Maintenance/Handyperson (qualified)
Driver (3 ton and over)

Gardener (trade or TAFE Certificate 11l or
above)

Aged care employee—general—level 5

An employee at this level:

* is capable of functioning semi-autonomously, and prioritising their own work within established
policies, guidelines and procedures;

* is responsible for work performed with a substantial level of accountability;

» works either individually or in a team;

* may assist with supervision of others;

* requires a comprehensive knowledge of medical terminology and/or a working knowledge of health
insurance schemes (admin/clerical);

* may require basic computer knowledge or be required to use a computer on a regular basis;

* possesses administrative skills and problem solving abilities;

* possesses well developed communication, interpersonal and/or arithmetic skills; and

* requires substantial on-the-job training, may require formal qualifications at trade or certificate level
and/or relevant skills training or experience.

Indicative tasks performed at this level are:

General and administrative services Food services

Secretary interpreter (unqualified) Chef

Aged care employee—general—level 6

An employee at this level:

* is capable of functioning with a high level of autonomy, and prioritising their work within established
policies, guidelines and procedures;

* is responsible for work performed with a substantial level of accountability and responsibility;

» works either individually or in a team;




* may require comprehensive computer knowledge or be required to use a computer on a regular
basis;

* possesses administrative skills and problem solving abilities;

* possesses well developed communication, interpersonal and/or arithmetic skills; and

* may require formal qualifications at post-trade or Advanced Certificate or Associate Diploma level
and/or relevant skills training or experience.

Indicative tasks performed at this level are:

General and administrative Food services
services

Maintenance tradesperson Senior chef
(advanced)

Gardener (advanced)

Aged care employee—general—level 7

An employee at this level:

* is capable of functioning autonomously, and prioritising their work and the work of others within
established policies, guidelines and procedures;

* is responsible for work performed with a substantial level of accountability and responsibility;

* may supervise the work of others, including work allocation, rostering and guidance;

* works either individually or in a team;

* may require comprehensive computer knowledge or be required to use a computer on a regular
basis;

* possesses developed administrative skills and problem solving abilities;

* possesses well developed communication, interpersonal and/or arithmetic skills; and

» may require formal qualifications at trade or Advanced Certificate or Associate Diploma level and/or
relevant skills training or experience.

Indicative tasks performed at this level are:

General and administrative Food services
services
Clerical supervisor Chef /Food services supervisor

Interpreter (qualified)
Gardener superintendent
General

services

supervisor




AGED CARE EMPLOYEE - DIRECT CARE

Aged care employee—direct care—level 1—Introductory
An employee whose primary role is to provide direct care to residents and who has less than 3
months’ aged carer experience.

Aged care employee—direct care—level 2—Direct Carer
An employee whose primary role is to provide direct care to residents and who has 3 months’ or more
aged carer experience.

Aged care employee—direct care—level 3—Qualified
An employee whose primary role is to provide direct care to residents and who has obtained a
Certificate 1l in Individual Support (Ageing) or equivalent qualification.

Aged care employee—direct care—level 4—Senior

An employee whose primary role is to provide direct care to residents and who has obtained a
Certificate Il in Individual Support (Ageing) or equivalent qualification and has obtained 4 years’
experience classified at level 3 after 1 January 2025.

Aged care employee—direct care—level 5—Specialist

An employee whose primary role is to provide direct care to residents and who has obtained a
Certificate 1V in Ageing Support or equivalent qualification as a requirement for the performance of
their duties by the employer.

Aged care employee—direct care—level 6—Team Leader

A direct care employee who has obtained a Certificate 1V in Ageing Support or equivalent qualification
as a requirement for the performance of their duties by the employer and is required to supervise and
train other direct care employees.



Appendix 3: Enrolled Nurses and Registered Nurses Classifications and Definitions

Enrolled Nurse Classifications

Employees classified as Enrolled Nurses must be licensed to practice as an Enrolled Nurse by
the Registration Authority. Employees work under the direct or indirect supervision of a
Registered Nurse.

An Employee employed as an Enrolled Nurse accepts accountability for own standards of nursing
care.

Employees in these roles will:

@) provide safe resident centred nursing care in a variety of settings;

(b) implement appropriate nursing care and undertake or assist with general and specialised
procedures from nursing care plans;

(c) plan and prioritise own work program to achieve defined outcomes;

(d) exercise judgment when it is required to solve problems arising in their own work program;
(e) take initiative to recommend improved processes in their immediate work area;

0] participate in resident safety and risk minimisation activities;

(9) provide verbal and documented information within their scope of practice to resident, other
health care team members, and members of the public;

(h) contribute to procedures for effectively dealing with people exhibiting challenging

behaviours;
0] contribute to teamwork and a positive work culture; and
0] commence a portfolio of post enrolment learning.

Incremental advancement through the salary scale of six (6) post registration Levels for Enrolled
Nurses shall occur in accordance with A and B below.

A. Level Progression — General

1 Subject to the terms specified in each pay point as defined in sub clauses 1 to 6 of Part B and
this clause, each Enrolled Nurse shall progress to the next pay point (between Levels 1 to 6
inclusive) on his or her anniversary date, subject only to completion of the training required for
progression at each pay point and the completion of a year of experience (as defined).

2 An Enrolled Nurse is not required to apply for pay point progression save that:

@) Where courses of study / training relevant to progression are undertaken externally to the
Employer, the Employee must provide evidence of the successful completion of that
study.

(b) A new Employee shall provide, as far as practicable, documentation that supports claims
of previous experience or courses of study/in-service training since registration. A
Training Certificate (or equivalent) or, where a previous Employer refuses to provide such
information, a statutory declaration shall suffice.

3 Subject to sub-clause A(2) and upon an Employee’s anniversary date, progression may only be
deferred or refused by the Employer if the Employee has not completed the required training for
the next pay point.



Deferral or refusal must not be unreasonably or arbitrarily imposed by the Employer. It will be
considered unreasonable to defer or refuse if the Employer has refused to provide training and/or
opportunities to work in practice settings in the Employer’s establishment.

Where the Employer proposes to defer or refuse progression on the anniversary date because
the Employee has not completed the required training, the Employer shall notify the Employee in
writing at least eight weeks prior to the anniversary of the following:

. the anniversary date;
. the amount of training on file;
. the amount of training required for progression; and
. upcoming in-service training.
4 Where an Employee who has been deferred or refused progression undertakes additional training

and meets the criteria for progression, the Employee shall progress to that pay point from:
@ in the case of in service training, the date the training is completed, or

(b) in the case of external training, the date on which the evidence of satisfactory completion
of the training is submitted to the Employer.

5 An Employee may appeal a deferral or refusal under the Dispute Settlement Procedure of this
Agreement. Where an appeal results in the revocation of the Employer’s decision (either by
decision of the FWC or by the agreement of the parties), pay point progression shall be deemed
to operate and be payable from the Employee’s anniversary date.

Where circumstances have changed such that it is accepted that the Employee satisfies the terms
of the next pay point (as defined) this sub-clause shall not prevent:

. a review, initiated by either the Employer or Employee (or their nominated
representatives) of the deferral or refusal; and/or

. the lifting of the deferral or refusal at and operative from such date;

6 All relevant training, experience and skills in any workplace as a Enrolled Nurse, other than such
experience predating a break of five or more consecutive years, shall be counted for the purpose
of assigning a pay point to new Employees except that regard will not be had to an Employee’s
pay point with a previous Employer to the extent it was not referable to the Employee’s training,
experience and skill.

7 Part time Employees shall progress in accordance with the requirements of full-time Employees.

8 Year of practical experience - for the purpose of this clause shall mean full-time service following
registration with the Nursing and Midwifery Board of Australia as an Enrolled Nurse provided that
an Employee who has worked on average less than 24 hours per week or three shifts per week
in a year shall be required to work a further twelve months before becoming eligible for
advancement to the next pay point.

B Level Progression Criteria

Trainee

Trainee is the classification a student Enrolled Nurse will be appointed to for the period they undertake
their traineeship and until the time as they are registered as an Enrolled Nurse with the NMBA.



Level 1

Level 1 means the Entry Level after Registration and the Level to which an Employee shall be
appointed as an Enrolled Nurse Trainee where the Employee has:

@)

(b)

Level 2

practical experience as defined of up to but not more than twelve months after
registration, and

completed training as follows:

(i)

Subject to its provision by the employing agency, in-service training from time
to time.

Level 2 means the pay point to which an Employee shall be appointed or progress from Level 1,
having been assessed as being competent at that level, where the Employee has:

@)
(b)

Level 3

not more than one further year of practical experience as defined; and

completed training as follows:

(i)

(ii)

(i)

subject to its provision by the employing agency, in service training of not less
than 20 hours accumulated since registration; or

the successful completion of one module additional to the base qualification
relevant to the work undertaken, within the Certificate IV Health (Nursing) or
Diploma (Nursing) or Advanced Diploma (Nursing), subject to their
availability; or

in-service -training, subject to its provision by the employing agency, of not
less than 20 hours accumulated since registration and the successful
completion of one additional module relevant to the work undertaken within
the Certificate IV Health (Nursing), Diploma (Nursing) or Advanced Diploma
(Nursing), subject to their availability.

Level 3 means the pay point to which an Employee shall be appointed or progress from Level 2,
having been assessed as being competent at that level, where the Employee has:

@)
(b)

not more than one further year of practical experience as defined; and

completed the following training:

(i)

(ii)

(i)

subject to its provision by the employing agency, in-service training of not less
than 50 hours accumulated since registration; or

the successful completion of one modules additional to the base qualification
relevant to the work undertaken, within the Certificate IV Health (Nursing) or
Diploma (Nursing) or Advanced Diploma (Nursing), subject to their
availability; or

the undertaking of in-service training, subject to its provision by the employing
agency of not less than 50 hours accumulated since registration and the
successful completion of one additional module relevant to the work
undertaken within the Certificate IV Health (Nursing) or Diploma (Nursing) or
Advanced Diploma (Nursing), subject to their availability.



Level 4

Level 4 means the pay point to which an Enrolled Nurse shall be appointed or progress to from
Level 3, having been assessed as being competent at that level, where the Employee has:

€)) not more than one further year of practical experience as defined, and
(b) completed training as follows:
0] subject to its provision by the Employer, not less than 80 hours of in service

training accumulated since registration which may include the successful
completion of Self Directed Learning Packages; or

(i) the successful completion of two modules additional to the base qualification
relevant to the work undertaken, within the Certificate 1V (Nursing) or Diploma
(Nursing) or Advanced Diploma (Nursing), subject to their availability, or

(iii) subject to its provision by the Employer, the undertaking of in service training
(which may include Self Directed Learning Packages) of not less than 40
hours accumulated since registration and the successful completion of one
module relevant to the work undertaken within the Certificate IV (Nursing) or
Diploma (Nursing) or Advanced Diploma (Nursing) subject to their availability.

Level 5

Level 5 means the Level to which an Enrolled Nurse shall be appointed or progress to from Level
4, having been assessed as being competent at that level, where the Employee has the following:

€)) not more than one further year of practical experience as defined, and
(b) completed training as follows:
0] subject to its provision by the Employer, not less than 110 hours of in service

training accumulated since registration which may include the successful
completion of Self Directed Learning Packages; or

(i) the successful completion of three modules additional to the base
gualification relevant to the work undertaken, within the Certificate IV
(Nursing) or Diploma (Nursing) or Advanced Diploma (Nursing), subject to
their availability, or

(iii) subject to its provision by the Employer, the undertaking of in service training
(which may include Self Directed Learning Packages) of not less than 70
hours accumulated since registration and the successful completion of one
module relevant to the work undertaken within the Certificate IV (Nursing) or
Diploma (Nursing) or Advanced Diploma (Nursing) subject to their availability.

Level 6

Level 6 means the pay point to which an Enrolled Nurse shall be appointed or progress to from
Level 5, having been assessed as being competent at that level, where the Employee has the
following:

@) not more than one further year of practical experience as defined, and
(b) completed training as follows:
) subject to its provision by the Employer, not less than 140 hours of in service

training accumulated since registration which may include the successful
completion of Self Directed Learning Packages; or



(i) the successful completion of three modules additional to the base
qualification relevant to the work undertaken, within the Certificate IV
(Nursing) or Diploma (Nursing) or Advanced Diploma (Nursing), subject to
their availability, or

(iii) subject to its provision by the Employer, the undertaking of in service training
(which may include Self Directed Learning Packages) of not less than 80
hours accumulated since registration and the successful completion of two
modules relevant to the work undertaken with the Certificate 1V (Nursing) or
Diploma (Nursing) or Advanced Diploma (Nursing) subject to their availability.

Registered Nurse Classification

1

Graduate Nurse (Grade 2 Year 1)

A Registered Nurse in his or her first year of experience following registration as a Registered
Nurse with the Nursing and Midwifery Board of Australia. A Graduate Nurse will commence at
Grade 2 Year 1 and on completion of the graduate year progress to Grade 2 Year 2.

Grade 2

A Registered Nurse in the second and subsequent years of experience as a Registered Nurse
and who is not ‘in charge’ of a section or unit and does not manage any other staff.

A Graduate Nurse will commence at Grade 2 Year 1 and on completion of the graduate year
progress to Grade 2 Year 2.

An Enrolled Nurse who completes an undergraduate course which leads to registration and is
subsequently registered as a Registered Nurse will be paid at the Grade 2 Year level immediately
above the ordinary weekly rate of pay applicable to that Enrolled Nurse (inclusive of Seniors and
Qualification Allowance where applicable) effective from commencement of employment as
Registered Nurse.

An Employee appointed to this level shall have obtained proficiency and qualifications necessary
to perform work at this level. An Employee at this level may work under the indirect supervision
of a more experienced Registered Nurse yet still perform work in accordance with ANCI
competencies as well as the following:

An Employee at this level is required to:

(@) hold a current practicing certificate with the Australian Nursing Board;
(b) work under minimal supervision and from time to time may be responsible for;
(© exercise discretion and decision making/responsibility within their level of skill scope

of practice and training;

(d) provide and maintain all documentation as required;

(e) provide training;

® demonstrate the effective application of all accreditation standards in the age care
sector; and

(9) undertake the assessment of residents' needs.

Grade 4

A Registered Nurse appointed as a Charge Nurse/Unit Manager.

A Registered Nurse appointed as In-Charge of a facility of less than 61 beds in the out of hours
of the Facility or Clinical Manager on PM, night and all weekend shifts and paid as such.



A Registered Nurse appointed as such with responsibilities for delivering education and
professional development of Employees.

Employees classified at this level provide nursing services direct to residents. Roles within this
level consolidate knowledge and skills and develop in capability through continuous professional
development and experience.

An Employee at this level accepts accountability for own standards of nursing care and for
activities delegated to others. A Registered Nurse working at this level would normally be
responsible for the provision of all Nursing Care at the relevant Aged Care Facility.

Employees in these roles will, with increasing capability:
(@) provide direct and individualised nursing care to residents on a shift by shift basis in a
defined clinical area;

(b) assess individual resident needs, plan and implement or coordinate appropriate
service delivery from a range of accepted options;

(© plan and coordinate services with other disciplines or agencies in meeting individual’s
health care needs;

(d) complete residents’ care plan assessments on admission;
(e) participate in quality assurance activities within practice setting;
® contribute to resident safety, risk minimisation and safe work activities within the

practice setting;
(9) manage all medication administration in terms of Employer’s policies and procedures;

(h) proficient overall supervision of all staff, their designated duties, performance
expectations, performance reviews and performance management as required;

® monitor resident care plans and participate in clinical auditing as required to ensure
appropriate resident care outcomes are achieved on a daily basis;

0] use foundation theoretical knowledge and evidence based guidelines and apply these
to a range of activities to achieve agreed resident care outcomes;

(k) practice as a Registered Nurse within a nursing model established to support resident
centred care;

0] contribute to procedures for effectively dealing with people exhibiting challenging
behaviours;
(m) review assessments and recommendations from less experienced; Registered Nurse,

Enrolled Nurses and Personal Care Workers;

(n) provide support and guidance to newer or less experienced staff; Registered Nurse,
Enrolled Nurses and other workers providing basic nursing care;

(0) support nursing practice learning experiences for students undertaking clinical
placements, orientation for new staff and preceptorship of graduates; and

p) continue own professional development, seek learning opportunities and develop and
maintain own professional development portfolio of learning and experience.

Incremental advancement through the salary scale of 3 pay points for Registered Nurse
classified at this level shall occur in accordance with a year of experience as defined.



4

Grade 5

A Registered Nurse appointed in the out of hours of the Facility Manager or Clinical Manager as
in charge for a Facility of 61 beds or more on PM, night and all weekend shifts and paid as such.
The rate of pay for this classification shall be based on the relevant bed number (usually 51 - 200
beds).

Employees classified at this level provide holistic nursing care to all residents’ health. The
activities required of roles at this level are almost entirely clinical in nature. Work at this level is
normally undertaken by Employees with at least 4 years’ post registration experience. An
Employee at this level accepts accountability for own practice standards, activities delegated to
others and the leadership, guidance, development and where required, on the floor training of
less experienced staff.

Employees in these roles will:

(@) provide high levels of individualised clinical nursing care and/or individual case
management to residents in a defined clinical area;

(b) complete residents’ care plan assessments on admission;

(© assess residents’ holistic care needs, plan, implement and coordinate appropriate
service delivery options and communicate changes in condition and care to all relevant;

(d) oversee the provision of nursing care within their designated area of accountability
through effective delegation of all tasks to be completed on the shift;

(e) plan and coordinate services including those of other disciplines or agencies as
required to meet individual and/or group health care needs;

® manage all medication administration in terms of Employers’ policies and procedures;

(9) proficient overall supervision of all staff, their designated duties, performance
expectations, performance reviews and performance management as required;

(h) monitor resident care plans and participate in clinical auditing as required to ensure
appropriate resident care outcomes are achieved on a daily basis;

® demonstrate and promote a risk minimisation approach to all practice and support
implementation and maintenance of systems to protect residents and staff;

) integrate advanced theoretical knowledge, evidence from a range of sources and own
experience to devise and achieve agreed resident care outcomes;

(k) work in accordance with Regis clinical systems policies and procedures;

0] work within and promote a nursing model of resident centred care model of partnership
and support;

(m) act to resolve all local and/or immediate nursing care or service delivery problems;
(n) fully support change management processes;
(0) maintain positive and productive working environment and implement conflict

resolution processes when required,;

(p) contribute to communication processes that effectively deal with challenging
behaviours and the resolution of conflicts;

Q) develop and maintain a learning environment, taking a leadership and coaching role to
team and individuals capability development;



(1)

()

(®)
(u)
v)

(W)

work with nursing leadership team to attain consistency of nursing practice standards
and Regis required outcome;

participate in clinical teaching, overseeing learning experiences, and goal setting for
new staff and staff with less experience;

manage all incidents including investigating complaints, incidents and accidents.
act as a resource person based on knowledge, experience and skills;

manage out of ordinary incidents by contacting appropriate personnel or authorities
related to equipment failure, emergency situation, property damage or storms; and

manage own professional development activities and portfolio, support the
development of others and contribute to learning in the work area.

In addition to the foregoing, the Employee may:

)

v)
(2

(aa)

(bb)

be required to provide prospective residents with a detailed overview of all services
and programs and put them in touch with the right personnel;

be required to participate in and/or provide clinical teaching and/or research;

manage staffing and staff attendance by organising replacement staff, rostering work
allocation;

be required to undertake a specific activity and/or portfolio to fully support the Facilities
delivery of quality care; and

undertake and oversee the quality of non-clinical aspects of the Facility; cleaning,
laundry, catering, lifestyle and relevant administration functions.



Appendix 4: Accident Make Up Pay

Definitions

The words hereunder shall bear the respective definitions set out herein.

@)

(b)

(©)

(d)

(e)

Total Incapacity

In the case of an Employee who is or deemed to be totally incapacitated within the meaning
of the Workplace Injury Rehabilitation and Compensation Act 2013 (in this clause only
referred to as ‘the Act’) and arising from an injury covered by this Clause means a weekly
payment of an amount representing the difference between the total amount of
compensation paid under the Act for the week in question and the total 38 hour weekly rate
and weekly over Agreement payment for a day Employee which would have been payable
under this part for the Employee’s normal classification of work for the week in question if
she/he had been performing her/his normal duties provided that such latter rate shall
exclude additional remuneration by way of shift premiums, overtime payments, special
rates or other similar payments.

Partial incapacity

(i) In the case of an Employee who is or deemed to be partially incapacitated within the
meaning of the Act and arising from an injury covered by this clause means a weekly
payment of an amount representing the difference between the total amount of
compensation paid under the Act for the period in question together with the average
weekly amount the Employee is earning or is able to earn in some suitable
employment or business (as determined expressly or by implication by the Workers
Compensation Board or as agreed between the parties) and the total 38 hour weekly
rate and weekly over-agreement payment for a day Employee which would have
been payable under this part for the Employee’s normal classification of work for the
week in question if he had been performing his normal duties provided that such latter
rate shall exclude additional remuneration by way of shift premiums, overtime
payments, special rates or other similar payments.

(i)  The total 38 hour weekly agreement rate and weekly over-agreement payment
abovementioned shall be the same as that applying for a total incapacity provided
that where an Employee receives a weekly payment under this section and
subsequently such payment is reduced pursuant to the Act such reduction will not
increase the liability of the Employer to increase the amount of accident pay in respect
of that injury.

(iiiy  For the purposes of the calculation of the total 38 hour weekly agreement rate and
weekly over-agreement payment in (b)(i) and (b)(ii) payments made to an Employee
arising from a production incentive earnings scheme (whether arising from a payment
by results, task or bonus scheme or however titled) shall not be taken into account.

Payment for part of a week
Where an Employee receives accident pay and such pay is payable for incapacity for part
of the week the amount shall be direct pro rata.

Injury shall be given the same meaning and application as applying under the Act, as
amended from time to time and no injury shall result in the application of accident pay unless
an entitlement exists under the Act.

Qualification for payment

Always subject to the terms of this clause, an Employee covered by this part shall upon
receiving payment of compensation and continuing to receive such payment in respect of
a weekly incapacity within the meaning of the Act be paid accident pay by her/his Employer
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(h)

(i)

1)

(k)
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(m)

who is liable to pay compensation under the Act, which said liability by the Employer for
accident pay may be discharged by another person on his behalf, provided that:

0] Accident pay shall only be payable to an Employee whilst such Employee remains in
the employment of the Employer by whom she/he was employed at the time of the
incapacity and then only for such period as she/he receives a weekly payment under
the Act. Provided that if an Employee on partial incapacity cannot obtain suitable
employment from hers/his Employer but such alternative employment is available
with another Employer than the relevant amount of accident pay shall be payable.

(i)  Provided further that in the case of the termination of employment by an Employer of
an Employee who is incapacitated and who except for such termination would be
entitled to accident pay, accident pay shall continue to apply subject to the provisions
of this clause except in those cases where the termination is due to serious and/or
wilful misconduct on the part of the Employee.

(i) In order to qualify for the continuance of accident pay on termination an Employee
shall if required provide evidence to his/her Employer of the continuing payment of
weekly Employees compensation payments.

Accident pay shall not apply to any incapacity occurring during the first two weeks of
employment unless such incapacity continues beyond the first two weeks and then subject
to (d) and to the maximum period of payment prescribed elsewhere herein, accident pay
shall apply only to the period of incapacity after the first two weeks.

Provided that as to industrial diseases contracted by a gradual process or injuries subject
to recurrence, aggravation or acceleration as provided in the Act such injuries or diseases
shall not be subject to accident pay unless the Employee has been employed with the
Employer at the time of the incapacity for a minimum period of one month.

Accident pay shall not apply in respect of any injury during the first five normal working days
of incapacity.

Provided however that in the case of a Registered Nurse or Mothercraft Nurse who
contracts an infectious disease in the course of duty and is entitled to receive workers
compensation therefore shall receive accident pay from the first day of the incapacity.

Maximum period of payment

The maximum period or aggregate of periods of accident pay to be made by an Employer
shall be a total of 39 weeks for any one injury as defined in (d).

Absences on other paid leave

An Employee shall not be entitled to payment of accident pay in respect of any period of
other paid leave of absence.

Notice of injury

An Employee upon receiving an injury for which she/he claims to be entitled to receive
accident pay shall give notice in writing of the said injury to her/his Employer as soon as
reasonably practicable after the occurrence thereof provided that such notice may be given
by a representative of the Employee.

Medical examination

(i) In order to receive entitlement to accident pay an Employee shall conform to the
requirements of the Act as to medical examination.

(i)  Where in accordance with the Act a medical referee gives a certificate as to the
condition of the Employee and her/his fitness for work or specifies work for which the
Employee is fit and such work is made available by the Employer and refused by the
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Employee or the Employee fails to commence the work. accident pay shall cease
from the date of such refusal or failure to commence the work.

Cessation of weekly payments

Where there is a cessation or redemption of weekly compensation payments under the Act
the Employer’s liability to pay accident pay shall cease as from the date of such cessation
or redemption.

Civil damage claims

0] An Employee receiving or who has received accident pay shall advise her/his
Employer of any action she/he may institute or any claim she/he may make for
damages. Further the Employee shall, if requested, provide an authority to the
Employer entitling the Employer to a charge upon any money payable pursuant to
any judgment or settlement on that injury.

(i)  Where an Employee obtains a judgment or settlement for damages in respect of an
injury for which she/he has received accident pay, the Employer’s liability to pay
accident pay shall cease from the date of such judgment or settlement provided that
if the judgment or settlement for damages is not reduced either in whole or part by
the amount of accident pay made by the Employer the Employee shall pay to her/his
Employer any amount of accident pay already received in respect of that injury by
which the judgment or settlement has not been so reduced.

(i)  Where an Employee obtains a judgment or settlement for damages against a person
other than the Employer in respect of an injury for which she/he has received accident
pay, the Employer’s liability to pay accident pay shall cease from the date of such
judgment or settlement provided that if the judgment or settlement for damages is not
reduced either in whole or part by the amount of accident pay made by the Employer
the Employee shall pay to her/his Employer any amount of accident pay already
received in respect of that injury by which the judgment or settlement has not been
so reduced.

Insurance against liability

Nothing in this part shall require an Employer to insure against her/his liability for accident
pay.
Variations in compensation rates

Any changes in compensation rates under the Act shall not increase the amount of accident
pay above the amount that would have been payable had the rates of compensation
remained unchanged.

Death of an Employee
All rights to accident pay shall cease on the death of an Employee.
Commencement

This clause shall only apply in respect of incapacity arising from an injury occurring or
recurring on or after August 1975.



IN THE FAIR WORK COMMISSION

FWC Matter No.: AG2025/2439
Applicant: Regis Aged Care Pty Ltd

Section 185 — Application for approval of a single enterprise agreement

Undertaking —Section 190

I, Dr Linda Mellors, Managing Director and Chief Executive Officer, have the authority given
to me by Regis Aged Care Pty Ltd to give the following undertaking with respect to the Regis
Aged Care Pty Ltd, ANMF & HWU Enterprise Agreement — Victoria 2025 (the Agreement):

1.  The Agreement does not and will not apply to apprentices.
2.  The Agreement does not make provision for sleepovers and employees are not and will
not be engaged to undertake sleepovers for the life of the Agreement.

These undertakings are provided on the basis of issues raised by the Fair Work Commission
in the application before the Fair Work Commission.

Signature

26/8/2025

Date



From: Claire Slattery <cslattery@regis.com.au> CS-25

Sent: Friday, October 9, 2026 2:25 PM

To: Cate Larkins <clarkins@anmfvic.asn.au>; Robyn Green <rgreen@anmfvic.asn.au>

Cc: Elizabeth O'Donoghue <eodonoghue@regis.com.au>; Malika Chanday <mchanday@regis.com.au>
Subject: Regis and Royal Freemasons - employee transfer

Hi Cate and Robyn

Further to our recent discussions, I’'m pleased to confirm that Regis has issued new offers of employment to the
Royal Freemasons RNs, ENs and Clinical Nurse Consultants which outline that Regis will apply the Regis Aged Care
Pty Ltd, ANMF & HWU Enterprise Agreement - Victoria 2024 and certain terms in the Regis Aged Care Pty Ltd In-
Home and Centre Based Services (Victoria) Enterprise Agreement 2024 (Regis Home Care Agreement) to their
employment as contractual terms. Thanks to the ANMF for their cooperation and assistance with the transferring
employees.

Regis has asked that the relevant transferring employees sign and return their employment contracts by today. We
note that there have multiple requests for extensions by a number of transferring employees of which we have
allowed and are looking forward to the consultation meetings scheduled for Monday to close out the last of the
outstanding queries.

We have also updated the undertakings that Regis intends to file in the Fair Work Commission on Monday, 12
October 2026, to reflect these arrangements and attach a copy for the ANMF’s records.

You will see that Regis has made one further material addition to the undertakings (as compared to the version
previously sent to you) — being that it will apply clause 10(f)(i) Travel and Mileage of the Regis Home Care
Agreement to the transferring nurses (see undertaking 5(b)). As you know, Regis has received queries from
transferring nurses about how their travel allowance will be calculated/paid and, in response to those queries, Regis’
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view is that this provision in the Regis Home Care Agreement is better aligned with the way in which transferring
nurses will travel/use their personal vehicle in the performance of their roles and should apply to them on their
transfer to Regis.

We attach the Q&A document (Nursing memo) which Regis will circulate to the transferring nurses on Monday
explaining this additional entitlement. Regis is happy for the ANMF to circulate both the undertakings and the Q&A
document to members if it would assist with your discussions, noting Regis will serve a copy of these undertakings
on the Royal Freemasons employees early next week once they have been filed with the Commission.

As a result of the revised employment offers and undertakings, Regis is very confident that all transferring
employees will be materially better off under Regis’ proposed terms of employment, if the Applicant is granted.

NEXT STEPS

In light of the revised offers and consistent with your earlier indication, | kindly request that the ANMF confirms to
me by 12pm on Monday 12 October 2026, by return email, the following:

1. It accepts the undertakings.
2. It will support Regis’ section 318 transfer application.

3. It withdraws the dispute raised under the Royal Freemasons Agreement, and as notified to Royal
Freemasons, on 28 September 2026.

Thanks again for your engagement on this matter, and please don’t hesitate to contact me if you have any further
queries.

Kind regards

Claire Slattery
General Manager, Workplace Relations

Regis Aged Care Pty Ltd
Level 2, 293 Camberwell Road, Camberwell, VIC, 3124
m 0447 893 146 | e cslattery@regis.com.au

Please note: I’'m sending you this email on a day and hour that suits my way of working. Please don’t feel obligated to respond outside of your
normal working hours.

{_' reg I S‘ Piease consider ihe environmen! before printing fivs emal



CS-26

An update to Royal Freemasons Employees

RNs, ENs and Clinical Nurse Consultants

Transferring to Regis: What You Need to Know

As you know, Regis applied to the Fair Work Commission for orders allowing you to be
employed under contracts of employment (including the Regis Aged Care Pty Ltd, ANMF &
HWU Enterprise Agreement - Victoria 2025), when your employment transfer to Regis,
instead of your Royal Freemasons Agreement.

If the Fair Work Commission agrees, then Regis will ensure that certain key entitlements in
your current Royal Freemasons Agreement will continue to apply to you, so that you are no
worse off when you transfer to Regis. This includes paying a salary packaging allowance
(where applicable, to compensate you for the net benefit of your salary packaging
arrangement with Royal Freemasons) and maintaining your existing personal/carer’s leave
accrual rates.

What’s new?

e Travel and mileage: Regis acknowledges that you will travel between client
appointments as part of your normal duties.

Given this, in addition to the above key entitlements, Regis will also provide the travel
and mileage benefits under clause 10(f)(i) of the Regis Aged Care Pty Ltd In-Home and
Centre Based Services (Victoria) Enterprise Agreement 2024 (Regis Home Care EA), to
RNs, ENs and Clinical Nurse Consultants.

This provision is specific to home care employees, and means that you will be entitled to
a travel allowance (currently $1.05 /km):

e if Regis requires and authorises you to use your motor vehicle for work; and
e for every kilometer you travel over 25km, provided that your home is more than 25km
from the first and last place of work.

These travel arrangements are the same as those which will apply to other Royal
Freemasons employees who also transfer to Regis.

What else do you need to know?

e The travel arrangements will apply to you whilst you remain employed in Regis’ home
care business, under the letter of offer that you sign before transferring from Royal
Freemasons. If you become covered by a new Regis enterprise agreement in the future,
then the travel arrangements under that agreement will apply.

e If Regis’ application to the Fair Work Commission is not granted, then you will continue
to be covered by your existing Royal Freemasons Agreement, until it is terminated or a
new enterprise agreement replaces it.




From: Cate Larkins <clarkins@anmfvic.asn.au>

Sent: Monday, 12 October 2026 4:00 PM

To: Claire Slattery <cslattery@regis.com.au>; Robyn Green <rgreen@anmfvic.asn.au>

Cc: Elizabeth O'Donoghue <eodonoghue@regis.com.au>; Malika Chanday <mchanday@regis.com.au>
Subject: RE: Regis and Royal Freemasons - employee transfer without prejudice

Of course, that can be included Claire.

{® Cate Larkins
Industrial Officer
535 Elizabeth Street Melbourne Vic 3000
Switchboard: (03) 9275 9333

From: Claire Slattery <cslattery@regis.com.au>

Sent: Monday, 12 October 2026 3:58 PM

To: Cate Larkins <clarkins@anmfvic.asn.au>; Robyn Green <rgreen@anmfvic.asn.au>

Cc: Elizabeth O'Donoghue <eodonoghue@regis.com.au>; Malika Chanday <mchanday@regis.com.au>
Subject: Re: Regis and Royal Freemasons - employee transfer without prejudice

Hi Cate

CS-27

Thanks for your email - | have tried to call re the salary packacking and todays consultation - happy to chat through. |
refer to my email below from Friday in which we kindly requested that the ANMF confirms it accepts the undertakings,
it will support Regis’ section 318 transfer application, and it withdraws the dispute raised under the Royal Freemasons

Agreement.

As you know, Regis has been directed by the FWC to file evidence addressing the employees’ views on the transfer

application by 5pm today.



The ANMF’s position on the transfer application is directly relevant to this question, however your below email
appears to have been provided on a “without prejudice” basis. Could you therefore please confirm with me as soon
as possible, and no later than 4.30pm today, whether you agree to Regis including in its FWC materials to be filed
today, that the ANMF:

. supports the transfer application; and

. has withdrawn its dispute under the Royal Freemasons Agreement - or that it will be withdrawing its dispute
under the Royal Freemasons Agreement.

| would be grateful if you could please respond to me on the above as soon as possible.

Claire Slattery
General Manager, Workplace Relations

Regis Aged Care Pty Ltd
Level 2, 293 Camberwell Road, Camberwell, VIC, 3124
m 0447 893 146 | e cslattery@regis.com.au

Please note: I’'m sending you this email on a day and hour that suits my way of working. Please don’t feel obligated to respond outside of your
normal working hours.

\. regls dged Care Piease consider fhe environment before printing fis emal!



From: Claire Slattery <cslattery@regis.com.au>

Sent: Friday, 9 October 2026 2:26 PM

To: Cate Larkins <clarkins@anmfvic.asn.au>; Robyn Green <rgreen@anmfvic.asn.au>

Cc: Elizabeth O'Donoghue <eodonoghue@regis.com.au>; Malika Chanday <mchanday@regis.com.au>
Subject: Regis and Royal Freemasons - employee transfer

Hi Cate and Robyn

Further to our recent discussions, I’'m pleased to confirm that Regis has issued new offers of employment to the
Royal Freemasons RNs, ENs and Clinical Nurse Consultants which outline that Regis will apply the Regis Aged Care
Pty Ltd, ANMF & HWU Enterprise Agreement - Victoria 2024 and certain terms in the Regis Aged Care Pty Ltd In-
Home and Centre Based Services (Victoria) Enterprise Agreement 2024 (Regis Home Care Agreement) to their
employment as contractual terms. Thanks to the ANMF for their cooperation and assistance with the transferring
employees.

Regis has asked that the relevant transferring employees sign and return their employment contracts by today. We
note that there have multiple requests for extensions by a number of transferring employees of which we have
allowed and are looking forward to the consultation meetings scheduled for Monday to close out the last of the
outstanding queries.

We have also updated the undertakings that Regis intends to file in the Fair Work Commission on Monday, 12
October 2026, to reflect these arrangements and attach a copy for the ANMF’s records.

You will see that Regis has made one further material addition to the undertakings (as compared to the version
previously sent to you) — being that it will apply clause 10(f)(i) Travel and Mileage of the Regis Home Care
Agreement to the transferring nurses (see undertaking 5(b)). As you know, Regis has received queries from
transferring nurses about how their travel allowance will be calculated/paid and, in response to those queries, Regis
view is that this provision in the Regis Home Care Agreement is better aligned with the way in which transferring
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nurses will travel/use their personal vehicle in the performance of their roles and should apply to them on their
transfer to Regis.

We attach the Q&A document (Nursing memo) which Regis will circulate to the transferring nurses on Monday
explaining this additional entitlement. Regis is happy for the ANMF to circulate both the undertakings and the Q&A
document to members if it would assist with your discussions, noting Regis will serve a copy of these undertakings
on the Royal Freemasons employees early next week once they have been filed with the Commission.

As a result of the revised employment offers and undertakings, Regis is very confident that all transferring
employees will be materially better off under Regis’ proposed terms of employment, if the Applicant is granted.

NEXT STEPS

In light of the revised offers and consistent with your earlier indication, | kindly request that the ANMF confirms to
me by 12pm on Monday 12 October 2026, by return email, the following:

1. It accepts the undertakings.
2. It will support Regis’ section 318 transfer application.

3. It withdraws the dispute raised under the Royal Freemasons Agreement, and as notified to Royal
Freemasons, on 28 September 2026.

Thanks again for your engagement on this matter, and please don’t hesitate to contact me if you have any further
queries.

Kind regards

Claire Slattery
General Manager, Workplace Relations

Regis Aged Care Pty Ltd
Level 2, 293 Camberwell Road, Camberwell, VIC, 3124
m 0447 893 146 | e cslattery@regis.com.au

Please note: I’'m sending you this email on a day and hour that suits my way of working. Please don’t feel obligated to respond outside of your
normal working hours.
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CS-28
FWC Matter No: AG2026/2183

Application by Regis Aged Care Pty Ltd pursuant to section 318 of the Fair
Work Act 2009 (Cth)

In order to facilitate the transition of employees of Royal Freemasons Ltd (Royal
Freemasons) to Regis Aged Care Pty Ltd (Regis), and to provide for the Royal
Freemasons Agreement to cease to apply to their employment, the position of Regis is
that overall those employees will not be disadvantaged in their ongoing employment.

In providing this assurance, Regis confirms that from the Transfer Date, the following
arrangements will apply:

Wage rates

1 Current base rates of pay under the Royal Freemasons Agreement that, as at the
Transfer Date, are higher than equivalent base rates of pay under the Regis Home
Care Agreement or Regis RAC Agreement (as applicable), will continue to be paid
at that higher rate unless and until, for any classification, a higher rate of pay
applies under the Regis Home Care Agreement or Regis RAC Agreement or a
new Regis Enterprise Agreement (following which the higher wage rate under the
relevant Regis agreement or that new Regis Enterprise Agreement will apply).

Salary packaging

2 Where any Specialist Case Manager or Home Care Case Manager in their
employment with Royal Freemasons was, as at 31 October 2026, participating in a
salary packaging arrangement with beneficial tax treatment in accordance with
clause 50 of the Royal Freemasons Agreement, Regis will “gross up” that
employee’s salary (including for tax) to provide them with the same net benefit as
when they received the salary packaging arrangement. The “grossed up” amount
will be absorbed by the fixed annual remuneration set out in the Specialist Case
Manager or Home Care Case Manager’s employment contract with Regis.

3 Where any Home Care Employee, Registered Nurse, Enrolled Nurse or Clinical
Nurse Consultant, in their employment with Royal Freemasons was, as at 31
October 2026, participating in a salary sacrifice arrangement with beneficial tax
treatment in accordance with clause 50 of the Royal Freemasons Agreement,
Regis will “gross up” that employee’s salary (including for tax) to provide them with
the same net benefit as when they received the salary packaging arrangement.
The “grossed up” amount will be paid to the Home Care Employee, Registered
Nurse, Enrolled Nurse or Clinical Nurse Consultant, as a fixed allowance that will
not be subject to any variation.

Personal/carer’s leave

4 For all Transferring Employees, personal/carer’s leave will continue to be accrued
at a rate equivalent to that set out in clause 35(b)(ii)(1) of the Royal Freemasons
Agreement, ie at the following rate for full-time employees (pro rata for part-time
employees):
(a) 12 days, in the first year of service;

(b) 14 days per year, during the second to fourth years of service; and

(c) 21 days per year, during the fifth year of service and each year of service
thereafter.



5

7

Arrangements for Registered Nurses, Enrolled Nurses and Clinical Nurse
Consultants

Regis will apply, as contractual terms of the employment contracts into which it
enters with the Registered Nurses, Enrolled Nurses and Clinical Nurse
Consultants:

(a) the Regis RAC Agreement; and

(b) clauses 10(f)(i) (Travel and mileage), 16 (Sleepovers), 17 (24-hour care),
18 (Excursions), and 19(d) (Client Cancellation) of the Regis Home Care
Agreement.

Arrangements apply until new Regis Enterprise Agreement takes effect

The above arrangements will continue to apply to the relevant Transferring
Employees whilst they remain employed in the Business, and until any new Regis
Enterprise Agreement comes into effect (and/or until any Transferring Employee to
whom item 5 applies, enters into a new employment contract with Regis).

Without limiting item 6, item 3 of the above arrangements will continue to apply
until such time as the statutory/regulatory conditions by which Royal Freemasons
was able to provide the original salary sacrifice arrangement cease, or it otherwise
becomes unlawful for Regis to continue with payment of the allowance.

Note — for the purpose of this undertaking:

(a) “Business” means the Regis home care business.

(b) “Clinical Nurse Consultant” means a Transferring Employee who is
employed as a Clinical Nurse Consultant by Royal Freemasons.

(c) “Enrolled Nurse” means a Transferring Employee who is classified under
the Royal Freemasons Agreement as an Enrolled Nurse.

(d) “Home Care Employee” means a Transferring Employee who is classified
under the Royal Freemasons Agreement as a Home Care Employee.

(e) “Home Care Case Manager” means a Transferring Employee who is
classified under the Royal Freemasons Agreement as a Home Care Case
Manager.

(f) The “new Regis Enterprise Agreement” means any enterprise
agreement covering the Transferring Employees that comes into effect after
the Transferring Employees commence employment with Regis.

(9) “Regis Home Care Agreement” means the Regis Aged Care Pty Ltd In-
Home and Centre Based Services (Victoria) Enterprise Agreement 2024
(AG2025/850).

(h) “Regis RAC Agreement” means the Regis Aged Care Pty Ltd, ANMF &
HWU Enterprise Agreement - Victoria 2024 (AG2025/850).

(i) “Registered Nurse” means a Transferring Employee who is classified
under the Royal Freemasons Agreement as a Registered Nurse.



“Specialist Case Manager” means a Transferring Employee who is
employed as a Specialist Case Manager by Royal Freemasons.

“Transfer Date” means 1 November 2026.

“Transferring Employee” means a permanent (ie full time or part time)
employee of Royal Freemasons covered by the Royal Freemasons
Agreement and who:

(i) following completion of the proposed acquisition by Regis of the
Business, and subject to the requirements of section 311(2) of the
Fair Work Act 2009 (Cth), becomes an employee of Regis; and

(ii) either:

(A) falls within the classifications of, and is covered by, the Regis
Home Care Agreement; or

(B) is a Registered Nurse, Enrolled Nurse, Home Care Case
Manager, Clinical Nurse Consultant, or Specialist Case
Manager.

“Royal Freemasons Agreement” means the Royal Freemasons Ltd,
ANMF and HWU Home Care Enterprise Agreement 2023 (AG2024/4644).
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